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Activity One

Introduction

I have been working as a recruiter for Capita in partnership with the British Army for over three years. I have always shown interest in developing my skills and knowledge professionally, however I did not think I was eligible for this particular course due to the fact that I work in recruitment, and not Human Resources. I was also slightly concerned that I did not have any relevant qualifications, which would be required to study HR. Before I approached my employer with the request to return to education, I contacted University of Wales Trinity St David (UWTSD) directly to confirm if I was eligible to apply (DOC1.1). 

Main

Once I received clarification on this, I was able to start working on my application. I have decided to include a copy of my personal statement from my university application for the course CIPD Diploma in Applied Human Resources, as I believe it clearly demonstrates my desire to improve my career prospects (DOC1.2). In particular, I wanted to know more about studying CIPD and how this would help me in my current work role. I was able to approach my manager and discuss the university programme confidently and how best to fit this into the office dynamics. I have added a letter from my manager, which evidently confirms the agreement that will allow me to study part time and how I will work back the hours lost while out of the business (DOC1.3). My immediate line manager has also permitted me to submit any draft assignments in order to further support my studies if needed (DOC1.4) I believe by returning to further education and gaining this qualification, I will develop the necessary skills to progress within my organisation, and in turn, become a better HR professional.

I attended the course induction on Wednesday 23rd September 2020, which was confirmed via email (DOC1.5). The email contained a great deal of useful information such as details of the course, the location of the campus, enrollment details, precautions due to COVID-19, relevant textbooks to purchase and a copy of the course timetable. I found the course timetable particularly valuable, as I was able to add dates to my calendar. Moreover, it enabled me to inform my manager about when I would be out of the office, and this would allow my colleagues to plan ahead in advance (DOC1.6). The programme of study handbook, which is available on Moodle, is also highly useful as it contains further information on the programme structure, assessment details and additional services available to students (DOC1.7).

My understanding of the higher apprenticeship qualification (Level 5) is that not only is it equivalent to the second year of a university degree but as it is also an apprenticeship, I will be able to learn whilst earning. This course is part time and will therefore allow me to continue to work full time, alongside my studies. What I will learn throughout the course, I will be able to put into practice in work, as it will be relevant to my profession. Thus far, I have realised that organisation and time management are two important skills that I will need to master in order to successfully pass this course. I am aware that upon completion of this course I will be able to use the designated AssocCIPD after my name, which is recognised globally and is something that has the potential to enhance my career prospects. 

The course is taught and managed by the UWTSD. However, Coleg Sir Gar governs the training and apprenticeship part of the course. Coleg Sir Gar is also responsible for securing the funding of the course. These two institutions work together in partnership to successfully deliver the CIPD Diploma in Applied Human Resources. I have confirmation of this information in an email from Carola Platz, who is my point of contact at Coleg Sir Gar and who will be monitoring my progress throughout the course (DOC1.8). In order to establish the level of training needed to complete the apprenticeship side of the course, I needed to complete three assessments on application of number, communication and digital literacy. The results of these assessments have determined what level I am currently at, in addition to what level I am required to be at. I have included screenshots as evidence that I have completed these assessments (DOC1.9). I am pleased with my results in these assessments as they show I have already reached the level I am required to be at. 

I have inserted a copy of the post induction questionnaire, which has been approved by my lecturer to check my understanding on the course (DOC1.10). I believe education and university has evolved tremendously since I graduated seven years ago. The virtual learning environment and the fact that everything is available online is very new to me, however I am confident that I am adapting to this way of learning. I think Moodle is an incredible resource as it includes everything that is required to complete an assignment, such as workshop slides, relevant reading material and guides on how to submit assignments, which is convenient and easily accessible. I did encounter a few issues with Moodle when I first attempted to log in and access it at the start of the course: there was an error and I was not enrolled onto the CIPD modules. However, after emailing the team at Moodle directly, they were able to solve my problem and enroll me on the modules relatively quickly. This showed me that if I encounter any future issues regarding Moodle throughout the course, I am able to easily seek help with the confidence that my query will be dealt with efficiently (DOC1.11).  

Conclusion

As I am now officially a student at both UWTSD and Coleg Sir Gar studying towards a CIPD qualification, I have joined the CIPD association as a student member (DOC1.12). I understand with this membership, I now have access to a significant amount of information to help me with my studies and future career. I have also included a copy of the CIPD code of conduct as this shows the rules I must follow and the standards of the association (DOC1.13).
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Activity Two

Introduction

The CIPD (2015) Human Resources Profession Map (HRPM) was launched back in 2009 and is referred to as the 2013 Profession Map, as it has since been updated. One could argue that this map has been designed purely by professionals working with Human Resources (HR). This map enables HR professionals to verify their skills and to determine what they require in order to progress their careers. CIPD (2015) states that the purpose of the HRPM is to set the benchmark globally, covering all aspects needed for success such as the activities, knowledge and behaviours.

Main

The HRPM contains ten professional areas that cover various disciplines within HR. Some professionals may specialize or work purely in one area of HR such as recruitment, while others may be in a role that covers multiple professional areas. One could argue that this expresses the diversity of roles within HR. Two of these professional areas, which are located in the centre of the map, are considered the “core professional areas” (Woodhams, Perkins and Wilkinson, 2016, p110) and they are leading HR and insights, strategy and solutions. The understanding as to why these two are deemed the core professional areas may be because they are relevant to all HR professionals irrespective of where they work and what their particular position is within the company. The remaining eight professional areas do however depend on where a HR professional works and what their position is within the company.

The outstanding eight professional areas are: employee engagement, employee relations, performance and reward, learning and talent development, resources and talent planning, organization development, organization design and service delivery and information. By looking further into any of these professional areas using the HRPM, one is able to access more information regarding this particular area and fundamental content. For example, resourcing and talent planning is “to ensure that the organization has the right resources, capability and talent to achieve immediate and strategic ambitions now and in the future” (CIPD, 2015). Within this area, one is then able to explore the four bands of competencies and grade their experiences, which Arhire (2014) suggests has been designed to not only show where a person is currently at, but also acts as a guide to instruct them about what they need to do in order to progress to the next band. Woodhams, Perkins and Wilkinson (2016) imply the map offers very valuable information about how HR professionals are able to improve their proficiencies in order to transition into roles in Band 3 or 4.

The outer edge of the HRPM covers eight behaviours, which according to CIPD (2015), reinforce particular activities needed in order to promote best practice to follow within HR. The interactive map defines each of these behaviours in detail and they are also split up into the four bands of competencies, which have been previously explained. There are contra-indicators provided for each behaviour that give guidance on actions to avoid. The eight behaviours are: role model, courage to challenge, driven to deliver, collaborative, personally credible, skilled influencer, decisive thinker and curious. 

CIPD quotes role model as: “Consistently leads by example. Acts with integrity, impartiality and independence, balancing personal, organisation and legal parameters”. Therefore, a HR professional must have integrity, follow company structure and inspire others to do the same. 
          For courage to challenge: “Shows courage and confidence to speak up skilfully, challenging others even when confronted with resistance or unfamiliar circumstances”. This would suggest having confidence in own knowledge and also being able to consult with team members for guidance if met with a challenge one cannot solve alone. One would also indicate this covers questions, being able to ask a question or question a process.
         Personally credible reads: “Builds and delivers professionalism through combining commercial and HR expertise to bring value to the organisation, stakeholders and peers”. This suggests a HR professional who is willing to develop their skills and knowledge and also pass their skills and knowledge onto others would be personally credible. Moreover, a HR professional who avoids the opportunity share their experience with others would not be personally credible and this is an example of a contra-indicator. 
        Collaborative is someone who: “Works effectively and inclusively with a range of people, both within and outside of the organisation”. From this, one would agree that this is teamwork and working with others, establishing relationships and understanding the importance of diversity. 
        For driven to deliver: “Demonstrates determination, resourcefulness and purpose to deliver the best results for the organisation”. A HR professional must deliver results, reach targets or hit set goals whatever they may be along with adapting priorities if circumstances change. 
        Skilled influencer reads: “Demonstrates the ability to influence to gain the necessary commitment and support from diverse stakeholders in pursuit organisation value”. One could argue that this behaviour is similar to sales, as a skilled influencer must be able to adapt the way they approach their audience and use reasonable persuasion to support their suggestion. An example of a contra-indicator here would be someone who simply does not plan for a meeting and therefore does not know how to address the cohort, which may result in a negative outcome for the organisation. 
        For decisive thinker: “Demonstrates the ability to analyse and understand data and information quickly. Uses information, insights and knowledge in a structured way to identify options, make recommendations and make robust, defendable decisions”. A HR professional should be able to gather relevant data and analyse it before making a decision. Using common sense, previous and or personal experience to influence the outcome are also factors considered. 
        The final behaviour is curious which reads: “Is future-focused, inquisitive and open-minded; seeks out evolving and innovative ways to add value to the organisation”. A HR professional, who is curious, is someone who is generally interested; someone who seeks to learn more about the company or their job and wants to get involved with understanding the organisation issues and developments to ultimately support enhancing this (CIPD, 2015, https://www.cipd.co.uk/Images/the-cipd-profession-map-standard-format_tcm18-9814.pdf).

Conclusion

CIPD (2015) explain the understanding of how the professional areas and bands define the HR profession is that the no matter what stage a person is at in their career, where they are working or what the size of their organisation may be, the 2013 Profession Map is important. After analysing this map, one is then able to move onto the continuing professional development (CPD) map, which gives them the opportunity to evaluate themselves as a HR professional against the HRPM. “Curiosity is about observing and understanding the world beyond your own small sphere” (Moran, 2013, https://www.hrmagazine.co.uk/article-details/hr-needs-to-harness-curiosity).
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Activity Three

Introduction

For this activity I have been asked to collect evidence, which reflects my ability to:

· Plan, implement, monitor and evaluate work projects
· Apply basic techniques for analyzing and resolving problems
· Apply methods for influencing, persuading and negotiating with others

I will provide examples for each of the above in addition to evidence where necessary. “Documentary evidence can include things such as letters, emails, reports, PowerPoint presentation slides, meeting minutes, surveys, budgets and so on” (Woodhams, Perkins and Wilkinson, 2016, p120). 

Main

Last year, I was nominated to take on the role of Region 3’s Subject Matter Expert (SME) of Army Awareness Activities (Triple A events). One of my first tasks as the SME was to find out how to track candidates (DOC3.1) in order to gain a better understanding of how many candidates were currently attending the events. I also attended a Triple A event myself which allowed me to gain a greater insight into the event. After attending the event, I created a hand out to give to candidates, in addition to an email version of the hand out (DOC3.2), which gave the candidates more information about the event. 

I sent out an email to all my colleagues across the region, from Cardiff to Coventry, to share my feedback and to promote the event in their offices (DOC3.3). From this, I received positive replies from colleagues, and I have shared an email from the Head of Regional Recruitment Operations (HRRO), which shows some of this feedback and demonstrates that I took ownership of this project (DOC3.4). As part of my role as SME for Triple A events, I monitored statistics, answered any questions and produced a new way to track attendance. I then shared this information with the region along with updating them with current figures (DOC3.5). By monitoring this project and keeping colleagues constantly updated, I soon began to see results, which was clarified by management via email (DOC3.6). I took on the additional role of Triple A SME during the summer 2019 and continue to drive this project now. I have provided an email as evidence, which further demonstrates my success, as it shows my region overtook others in overall attendance to Triple A events (DOC3.7) by a significant amount. I have included an additional email (DOC3.8), which shows the improvements made six months after I took the project on board. 
        The aim of this project was to recruit more candidates to attend the Triple A events. When I initially took on the role of SME, my region had recruited 14 candidates and contributed 16% nationally. By the end of the year, regionally we had recruited 249 candidates, which contributed 50% nationally. This was a tremendous achievement. I received an email from a candidate (DOC3.9) concerning feedback, which was overall positive, and I was able to pass this on to the event organisers. I always appreciate feedback, as while it highlights what went well, it also shows where I can improve in the future. 

When it comes to applying basic techniques for analyzing and resolving problems, I demonstrate this in my job on a daily basis. I have included email evidence provided by management to support this (DOC3.10). I run the ‘pipeline’ report daily to view both regional and office based data. The pipeline is a report which I have access to through our internal system DRS, which also allows me to access statistics on all candidates in the recruitment process for joining the British Army. In order for me to action daily tasks, I must analyse parts of the pipeline.
       For example, I am required to check if candidates are ready to proceed to the next stage of the application process, and if so, to book them in for an appointment to do so. In order to do this correctly, I must speak to candidates individually to gauge their readiness and in the process update the system, which will then revise the pipeline report. For candidates who are ready, I double-check they are prepared and answer any questions they may have before proceeding. For those who cannot attend, I must investigate the reasons as to why, and in the process solve any outstanding issues along the way. The purpose of the pipeline report is to track candidates from application to loaded, to training or job start date, and I am often faced with problems that need to be resolved. A recent issue was a candidate who had applied to join but was unable to attend the office for his interview, as they are currently living away at university. I was able to solve this issue by offering the candidate a virtual over the phone option or the opportunity to delay the interview so that they could attend when he was back home for Christmas. 

Within my role, I have vacancies to fill and fixed targets to achieve, and therefore I must be able to influence, persuade and negotiate with others. There are various roles available within the British Army such as a plumber, driver, nurse and chef. However, some roles are more challenging to fill than others and we call these difficult to recruit (DTR) roles. There are a number of DTR roles at the moment and I have been set an objective of filling them. If a candidate applies but is unsure of what role to do, I am able to discuss various roles but also inspire them to look at a role, which they may have not considered. I am able to persuade candidates with job choices by comparing job start dates, as some roles have a longer wait period in addition to salaries as they can vary. These are just two examples that are helpful when it comes to influencing candidates, which my line manager has confirmed (DOC3.11). 

Conclusion

I believe I have successfully collected and presented evidence, which meets the set objectives in the introduction. However, there is always room for improvement and I hope to develop my skills and knowledge as I continue expanding my professional development throughout the course. Woodhams, Perkins and Wilkinson (2016) indicate that there are many resources available for those striving do enhance their skills and knowledge. 
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Activity Four

Introduction

What is a team? Edmonson (2018) has portrayed a team is a group of individuals brought together to achieve a common goal, and these individuals will come together to collaborate from various circumstances to get the task completed. Horn (2009) argues that in order to be successful in your job you must hold teamwork proficiencies. Moreover, for those searching for employment, being able to work as part of a team is generally a desired skill. Watson (2014) describes while working in teams could be perceived as a team effort, working in groups is dependent on an individual’s effort, and therefore the outcome relies on solo input.

Main

Tuckman and Belbin are two academics whose theories are still explored today. In 1965, Tuckman created a straightforward design, which represented the four stages of team development. This model has been updated over the years and now includes five stages. Horn (2009) describes the first stage as forming, where quite literally the team members are formed. Stage two is storming, in which individuals within the team may have different concepts and this is where these ideas clash, and may result in disagreements. The third stage is norming, where the objective is agreed and plans are established about how to get there. Stage four is performing and this is where the team will begin to see results and their goal achieved. The fifth stage, which is not in Tuckman’s original model, is mourning, and this covers the aftermath of working a part of the team, such as the lessons learnt from the experience.

My own personal experience of working as a team can relate to Tuckman’s philosophy. I joined a team which had a particular goal: to increase female applications for the British Army. Other team members shared their ideas and what methods they thought might work best, and this resulted in a number of disagreements amongst the team. After some guidance given by the team leader, the team members came to a mutual agreement and a final decision was made. Later, I discovered that the team’s efforts were accomplished, as there was a rise in female applications. 

Belbin is the second academic concept that was formed in 1981, whose original work according to Horn (2009) was known as Management Teams. Belbin (2020) argues that his research suggested that the most effective teams were created with a wide-ranging combination of behaviours. Belbin and his team condensed these behaviours down to nine, which are called ‘Belbin Team Roles’. Horn (2009) describes the nine groups of behaviour include three areas, which are: doing, thinking and relationships. The doing roles are the implementer, shaper and completer-finisher. Thinkers add the plant, specialist and monitor-evaluator. Finally, for relationships there is the coordinator, team worker and resource-investigator. It is said that each team needs access to each of these behaviours in order to be successful, although this does not mean that nine people are needed, as the majority of people will usually take over a couple of the behaviours at once and this may alter over time. It is clear that Belbin (2020) reveals that each role has positive and negative attributes, and they are not always required at the same time. Horn (2009) explains that in order for Belbin’s theory to work, there must be balance within the team. There is an interesting case study available online that asks the question: “Which behavioural styles are in evidence among the World Cup managers and how might this affect their teams’ performances?” (Bird, 2018, https://www.belbin.com/resources/blogs/teams-their-managers-and-the-world-cup/).  One could argue this is merely someone’s opinion on a few football team managers, however it is fascinating to see the various behaviours of the select few and how this could have an impact on the rest of the team.

“Politics around the world seem to be getting more and more divisive, and it’s impossible for the topic not to enter into our everyday conversations including those that happen at work. When people on your team have diff
ering views, those conversations can often get tense” (Knight, 2020, https://hbr.org/2020/10/managing-a-team-with-conflicting-political-views). Horn (2009) suggests that politics within teams will usually have a negative impact. There are politics in every team, so it is important to be conscious of this, and not to succumb and join in with colleagues. It could be argued that it may be easier for a colleague to agree or join in with particular discussion in the work place in order to avoid further debates and not to be isolated. Horn (2009) lists allies, bedfellows, fence-sitters, opponents and adversaries as political behaviours and suggests that everyone can possess one of them. Looking further into these behaviours, allies and adversaries are polar opposites. Horn (2009) explains allies are the most common because people with this behaviour relate to the end result and want the team to do well. However, people who are adversaries would go as far as destroying a project for the reason that they simply do not agree with it. Through studying political behaviours in organisations and the negative impact it can have, it is easy to understand how Watson (2014) concludes that the outcome of an unsuccessful team is often conflict. 

“Politics could be defined as taking a particular view or position with the intention of personally gaining from that position” (Horn, 2009, p119). Political behaviour can have a positive and negative impact on the achievement of organization objectives. 

An example of a positive impact is working with a reliable team who work hard and who work together to ensure they reach their goal. My personal experience of this is working alongside my colleagues collectively to achieve the end of year target for the office. To ensure that we achieve this goal happen, we are supportive of each other and try to be positive about each other’s ideas. However if we do not succeed, the team will feel a loss, which reflects Tuckman’s theory of stage five of mourning and dealing with loss. 

There are also examples of the negative impact of political behaviours and how these can influence the work place. Negative influences can explain why teams fail (Horn, 2009, p121), for example, teams that are overly political. These types of teams can alter the atmosphere within the organisation, which in turn affect the team morale and trust is lost.

Conclusion

According to Horn (2009) teamwork skills are essential. There are two main concepts which are used today, Tuckman and Belbin. This activity has justified team dynamics along with describing the impact of political behaviour in the workplace, and real life examples have been provided to support the report.
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Activity Five 

Introduction

In order to complete this activity, I was required to carry out a self-assessment using the CIPD HR Professional Map 2013 at Band 2 to understand and pinpoint my professional development needs. The CIPD have since updated their Profession Map, however for the purpose of my studies I will refer to the 2013 version, but it will enable me to ‘benchmark and build my HR capability’ (CIPD, 2020). Although I will complete the assessment in full, I will focus on two professional areas and two behaviours in detail to justify the reasons for development. I will produce a personal develop plan (PDP) as guidance to meet my development objectives.

Main

Continuous Professional Development (CPD) is about continuing to improve and learn within your profession. Woodhams, Perkins & Wilkinson (2016) state that it is about keeping up to date with any changes within a business. CPD should be valuable to the professional, business and profession such as Human Resources (HR).  

After completing the CIPD self-assessment (DOC5.1), I was able to understand the areas where I am exceeding and emerging at Band 2. From the results, it is clear what the areas in which I am thriving are. I understand this is because I work directly within recruitment. However, because I work directly within recruitment, this means there are plenty of other professional areas I can choose to work towards developing. The two professional areas and two behaviors I have decided to focus on are:

· Insights, Strategy & Solutions (core area)
· Learning & Development
· Curious
· Decisive Thinker

Out of the two core professional areas, I have chosen Insights, Strategy & Solutions, rather than Leading HR because I feel this is something I could develop further within my current role. “Develop understanding of the organisation and it’s context and use these insights to tailor strategy and solutions to meeting organisational needs now and in the future” (CIPD, 2020, 2013 Profession Map). My understanding of this professional area has already covered in activity two of this assignment, however in regard to myself as a HR professional, I believe I have the appropriate competences but I now need to start implementing them. I have arranged a meeting with my line manager to discuss the possibilities of how I can do this. I will also provide evidence when I create my Personal Development Plan (PDP). 

Learning & Development is the other professional area that I am going to explore further as it is a topic I am interested in, and would also like to develop knowledge and understanding about.  Similar to Insights, Strategy & Solutions, this professional area is about ensuring all members of staff have the correct skills in order to do their job, and that they are able to develop these skills further if needed, whether it is something simple such as keeping up to date with legislation, or to help progress their career goals. It is also to keep colleagues interested in learning and achieving (CIPD, 2020). 


     The two behaviours I will concentrate on are Curious and Decisive thinker because the results from the CIPD self-assessment have identified that these are the two behaviours in which I need to develop. I will ensure I add goals to my PDP and also cover the development actions advised from the self-assessment.

I completed a communication style questionnaire (DOC5.2) and a learning style questionnaire (DOC.5.3), which has helped me to understand how I learn and how best I communicate. My way of communicating is assertive which Jaradat & Pipas (2010) suggest is the ability to articulate my views or opinions on a situation while appreciating the opinion of others. Reflector is my learning style, which according to Rosewell (2005) means that I prefer to study a situation and think about it before taking any action.

I will follow the six-step guide as Woodhams, Perkins & Wilkinson (2016) recommend in the core textbook:

1) Learning Needs		

Before conducting my PDP, I need to consider the various learning needs and which will be best suited. Looking at the development actions, both the situational approach and request feedback will be used. Benchmarking could be problematic due to restrictions within my profession and company.

2) Objectives 

As advised, I will follow the SMART method and ensure each objective identifies a clear goal. I will also ensure each goal I set is relatable to my profession, company or studies in order for it to be relevant, accurate and doable. I also want to set myself personal goals, which I believe are important such as time management skills. “There are 168 hours in every week; no one gets any more than anyone else and yet some people get more done than others” (Horn, 2009, p9)

3) Opportunities

With these objectives in mind, I will select opportunities for development by studying in my own time alongside learning on the job. I hope to put what I learn from self-study into practice at work. I would like to learn from others where possible whether that is from colleagues at work, lecturers’ guidance or classroom peers. 

4) Actions

With the correct guidance and understanding of what is expected of me, I will now produce a PDP, which I will work on until the end of my studies. I will be setting myself development objectives, which include the two professional areas and two behaviours along with others, such as time management, in order to regularly enhance my knowledge and skills. An example of one of my planned actions: 

WHAT: Research into Insights, Strategy & Solutions. Significant issues currently affecting the organisation.
HOW: Research any issues and arrange a meeting with my line manger to discuss.
WHERE: Workplace.
WHEN: Arrange follow up meeting two weeks after to discuss my findings.


5) Progress 

My support mechanisms will be my line manager at work and I will also seek support from my lecturers. I will seek guidance and ask for advice as I go along.

6) Assessment

This will be ongoing as I work my way through my PDP, which will now be continuous and is not due until March 2022.	
Conclusion

I found the CIPD self-assessment a very useful and accurate tool as a way for me to pinpoint where I stand professionally within HR. I was concerned as my role is specific and therefore I do not cover all of the professional areas, however I hope to turn this negative into a positive by setting myself tasks within my PDP which will allow me to develop my knowledge further and gain additional skills. I look forward to establishing my PDP (DOC5.4). 
















































Activity Five 
References & Bibliography

2013 Profession Map, CIPD, 2015 Available at: https://www.cipd.co.uk/Images/the-cipd-profession-map-standard-format_tcm18-9814.pdf (Accessed: 10 November 2020). 

2013 Profession Map FAQ, CIPD, 2020 Available at: https://www.cipd.co.uk/learn/profession-map/2013-profession-map/faqs (Accessed: 11 November 2020)

2013 Profession Map, CIPD, 2015, Profession Map – Our Professional Standards V2.4 https://www.cipd.co.uk/Images/RTP_tcm18-9643.pdf (Accessed 10 November 2020).

Peacock, L. (2009) ‘CIPD reveals HR profession map to replace old standards’, Careers in HR, CIPD, HR qualifications, Latest News, The HR profession – Personnel Today. 21 April. Available at: https://www.personneltoday.com/hr/cipd-reveals-hr-profession-map-to-replace-old-standards/ (Accessed 22 November 2020). 

Taylor, S. and Woodhams, C. (2016) Studying Human Resource Management. 2nd Ed. London. CIPD

CIPD (2015) Podcast 101: CPD for HR. [podcast] 28th April 2015. Available at: <https://open.spotify.com/episode/0fZmlw2Cu3G8kWg7pCwLUQ?si=Yhl7uMSvQoW0Jjqb2xCxTA> (Accessed 13 December 2020)

Jaradat, M & Pipas, M (2010) ‘Assertive Communication Skills’, Annales Universitatis Apulensis Series Oeconomica [article]. 2 December. Available at: https://www.researchgate.net/publication/227367804_Assertive_Communication_Skills (Accessed 15 December 2020)  
Rosewell, J. (2005) ‘Learning Styles’, The Open University. Networked living: exploring information and communication technologies. Available at: https://www.mcphedran.co.uk/uploads/4/5/0/7/45076511/learning_styles_-_open_university.pdf (Accessed 16 December 2020)

Horn, R. (2009) The Business Skills Handbook. 1st Ed. London. CIPD
















DOC5.1


[image: Macintosh HD:Users:rebekahannethomas:Desktop:5CDPP Evidence:Activity 5:DOC 1.jpg]
































DOC5.2

[image: Macintosh HD:Users:rebekahannethomas:Desktop:5CDPP Evidence:Activity 5:DOC 2.jpg]









DOC5.3

[image: Macintosh HD:Users:rebekahannethomas:Desktop:5CDPP Evidence:Activity 5:DOC 3.jpg]









DOC5.4

[image: Macintosh HD:Users:rebekahannethomas:Desktop:Screen Shot 2020-12-22 at 14.26.49.png]

image1.jpeg
From: Rebekah Thomas
<rebekahannethomas@hotmail.com>

Sent: 10 June 2020 11:56

To: Julie Thomas <julie.thomas@uwtsd.ac.uk>
Subject: Applied Human Resources

RHYBUDD: Deilliodd yr e-bost hwn o du allan i
system E-bost Prifysgol Cymru Y Drindod Dewi Sant.
Peidiwch ag ateb, na chlicio ar ddolenni nac agor
atodiadau oni bai eich bod yn adnabod cyfeiriad e-
bost yr anfonwr ac yn gwybod bod y cynnwys yn
ddiogel. '

WARNING: This email originated from outside
University of Wales Trinity Saint David’s Email
System. Do not reply, click links or open
attachments unless you recognise the sender's
email address and know the content is safe.

Hi Julie,
| hope you are well.

I am looking at going back to education to study
Human Resources/CIPD as this is something | am
passionate about and believe it will benefit me in
my career.

| have been working in recruitment for the past five
years and | am also a Combat HR Specialist in the
British Army Reserves.

I have GCSE’s, A Levels and an Undergraduate
Degree to go along with my relevant work
experience so | am just checking that this ok before
| go ahead and submit my application.

Kind Regards,

Rebekah Thomas
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I am currently employed by Capita as a Senior Recruiter for the British Armed Forces. One of
my main duties is to select potential candidates for the British Army. | have organised
several recruitment events and | undertake interviews with prospective candidates.
Throughout their recruitment journey, | support and nurture candidates by establishing
individual development plans as well as generally helping to organise and manage their next
steps in the recruitment process, which can last for up to eighteen months. In addition to
my recruitment duties, | am also involved in various projects within the regional office. | am
actively involved in a ‘Diversity and Inclusion’ project that aims to promote female
recruitment in the British Army, which is something | am personally passionate about.

Working in recruitment has allowed me to attain a number of essential skills. | believe | have
excellent organisational skills, including time management and the ability to manage various
workloads at one time. Moreover, | have developed outstanding communication skills, both
written and verbal, and | feel working closely with the public and in partnership with schools
and other stakeholders has enabled me to develop my interpersonal skills further. | work
well as part of a team to ensure the recruitment centre runs effectively, as well as being
able to work alone using my own initiative. | believe | also work well under pressure in a fast
paced and busy environment, where on a daily basis | am faced with dynamic and often
difficult challenges. | have also successfully completed an ‘emergency first aid at work’
course. Outside of work, | am a trained combat HR Specialist with the Army Reserves and
currently working towards becoming a Physical Training Instructor. | am also a member of
Port Talbot Harriers running club.

Throughout the past five years, | have gained incredible knowledge and experience of
working in recruitment. My work experiences have also allowed me to gain an insight into
Human Resources, and | welcome the opportunity to enhance my knowledge and
understanding further. | am particularly interested in personnel training and development.
Whilst | do have some experience in this, | am eager to learn more about the field. From my
previous work experiences, | have attained a level of understanding about the importance
of employment law and compliance, however this is something | would also like to learn
more about.

As stated, | welcome the opportunity to progress and develop my skills and experiences. |
believe returning to education is the best way for me to do so, and to study for a
qualification which is relevant to my current role will enable me to achieve personal and
professional development. Further to this, it will give me the opportunity to achieve a highly
recognised qualification whilst continuing to work at the same time. This is something | am
particularly passionate about as | am eager to enhance my work experiences, and to
develop my knowledge and skills further.
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'Capita

Private & Confidential

Miss Rebekah Thomas
Armed Forces Careers Office
Clipper House

West Quay Parade

Swansea

SA1 1SR

24 July 2020

Dear Rebekah

Thank you for writing to me requesting time off to attend the part time CIPD Level 5
course to be held at the University of Wales Trinity St David.

You requested 1 day a month off to attend lessons at the University of Wales over a
24 month period. | am happy to agree for you to attend the course with the following
stipulations.

1. One day a month is agreed, but you must make up the 7.5 contracted hours
by working after 5:30pm or during a Saturday morning.

2. The contracted hours you use for your studies will be monitored and recorded
by the Lead Recruiter.

3. The hours you work to recover the 7.5 hours will be recorded by the Lead
Recruiter.

4. This local agreement will be reviewed each month.

Should you have any further questions please do not hesitate to contact me.

Yours Sincerely

Mr John Arundel
ROM South Wales
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Hi Rebekah

Thanks for sending over the research proposal draft, it is a very interesting topic.

I think this course will be a great benefit to your development and also help with the work you are doing.
If you need any help or support with the course, please let me know.

We can do weekly/monthly check ins to see how the course is going and your progress.

Anna Khan
Lead Recruiter
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Dear all
i

I hope you are looking forward to the start of the above course. | thought it would be useful
to send you some basic information before our first session on Wednesday 23rd September
(9:30am-1pm). ‘

The Diploma

You will be completing the CIPD Diploma in Applied Human Resources with the University of
Wales Trinity Saint David, as part of the Higher Apprenticeship in HRM which you have
signed up to with Coleg Sir Gar. This means that you will be a student member of both
institutions and will have access to a wide range of resources. You will be able to use both
institutions' on-line libraries and physical libraries and will have access to student services at
both. Whilst | oversee the Diploma, Carola Platz from Coleg Sir Gar will conduct regular
reviews with you to check your overall progress with the Apprenticeship.

Workshop Dates

The timetable for the two years is attached to this email. Workshops are monthly, with a
gap in August. Please note that there are two workshops in September (23rd and 30th). This
course is a supported distance learning course and so there will be a requirement for you to
complete tasks and additional reading outside class. You must plan for this from the start as
assignments need to be submitted on time. Additional, optional tutorial days will also be
advertised from time to time, in case some of you need extra guidance to complete the
work.

Due to the current situation, workshops following the initial induction day, will be half days
- your allocated time to arrive will be communicated to you at induction.

Location
The workshops will be held in room T&L5, at the University campus, Carmarthen (SA31

3EP). Free parking is available on site for students.

https://www.uwtsd.ac.uk/carmarthen/travelling-to—carmarthen/

Due to the on-going pandemic, sessions will be a mixture of on-line lectures, pre-recorded
lectures and face-to-face tutorials. Ample support will be provided via Moodle (our virtual
learning platform) to ensure you complete the programme. If the country or local area
enters lockdown again, sessions will revert online, using Microsoft Teams.

Precautions due to COVID:

The University has made a number of other changes to the way it operates, in order to
ensure the safety of students and staff. You will be informed of the details regarding this,
but in the meantime, please ensure that you bring a face covering with you as this is
recommended for use in public areas of the campus.

Alink to a video showing these changes is below:

https://www.youtube.com/watch?v=g5 Kfh7vezx4&feature=youtu.be
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Date of Name of Module | CIPD University _| Submission Method of Assessment
Workshop Code Module Date of
Code Assessments
23n Induction for N/A N/A N/A N/A
September | Cohort 4 only
2020
30t Using a Research | 5CIHR BMPD5002 | Part One - Part One - Written
September | Approach in HR 19/10/20 response.
2020 Part Two — Part Two - Research
5/7/21 Report.
218 Developing 5CDPP | BMPD5000 | 4/1/21 plus Portfolio of Evidence
October Professional : submission of
2020 Practice in Human updated
Resources Personal
Development
Plan in March
2022.
25t Understanding the | 5CMHR | BMPD5003 | 1/2/21 Slides and notes pages
November Contemporary HR
2020 Function
December | No workshop —
2020 optional
tutorials/skills day
will be offered
instead.
6" January | Understanding the | 5CBIC BMPD5001 | 1/3/21 Written report, analysis
2021 Business Context notes
of HR
3 Understanding 5CELW | BMPD5004 | 19/4/21 Written answers to
February Employment Law questions
2021
3 March AM: 5CELW | BMPD5004 | 19/4/21 See above
2021 Understanding
Employment Law
PM: Recap on
Research Report
24" March | Understanding 5KDCM | BMPD5009 | 17/5/21 Briefing paper
2021 Coaching and
Mentoring in the
Organisation
5t May Contributing to 5ADCM | BMPD5014 | 5/7/21 Portfolio of Evidence
2021 Coaching and
Mentoring in the
Organisation
9t June Understanding the | 5KIOP BMPD5006 | 13/9/21 Slides and notes pages
2021 Link between
Individual and
Organisational
Performance
7% July Contributing to 5AI0OP BMPD5012 | 13/9/21 Portfolio of Evidence
2021 Improving
Organisational

Performance
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Furthermore, your training will be managed by Coleg Sir Gar. The
college will oversee compliance to ensure you receive funding from
the Welsh government. In order to fulfil the requirements you are
requested to enrol with the college as well. Please find the
registration form attached. This is a separate process but once you
have been accepted by the University, I will visit you in your
workplace to discuss further details. During this initial meeting you
would need to bring the following:

- evidence of your GCSE qualifications in Maths and English grades A
1ol G;

- a copy of identification such as your passport or driving licence;

- proof of your NI number, e.g. a recent pay slip with the address of
your employer clearly visible;

- a contract of employment;
- evidence of your home address such as a recent utility bill;

- a certificate or diploma of your highest qualification achieved to
date;

- a copy/scan of your marriage certificate if applicable;

- Essential Skills Digital Literacy Level 2.

On our first meeting, I shall carry out a Health and Safety assessment
of your working environment. It is essential that your line manager is
present during this process. Due to current restrictions, a visit to your

Both the University and Coleg Sir Gar have changed their teaching
and learning methods to adapt to restrictions currently in place.
Programmes to deliver the syllabus virtually are designed to suit an
online community of students and learners. We have a whole range
of platforms and methods at our disposal to facilitate your successful
completion of this course.

Please do not hesitate to contact me if you have any further queries.
Some relevant forms are included for you to complete.

I look forward to hearing from you.

Kind regards

Carola

Carola Platz

Ymgygnhorydd Hyfforddi / Aseswr -Gwasanaeth cwsmeriaid
Training Advisor / Assessor - Customer Service

Coleg Sir Gar

Campws Pibwrlwyd / Pibwrlwyd Campus

Caerfyrddin / Carmarthen

SA31 2NH

Ffon / Phone: 07825174362
carola.platz@colegsirgar.ac.uk
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Learenng plan

Learning plan

Your target level is: Level 3
Your current fevel is: Level 3

Well done, Rebebah Thomas. Your mitlal assessment result
was Level 3.

Below are some activities for you to woek Shrough (o improwe
your skills and readh your target.

Communication ®
(English) 2015

iearning plan

Learning plan ’
Your target level is: Level 3

Your current level is: Level 3

Well done, Rebekah Thomas. Your initial assessment result
was Level 3,

Below are some activities for you to work through to improve
your skills and reach your target.

Digital Literacy ®

Learning plar

Learning plan

Your target level is: Level 2
Your current level is: Level 2

Wiel done, Rebekah Thoemas Your ninal assessment result
s Level I

Below are some sctvites for you 1o work Becugh 1o improve
your skills and reach your target
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Induction Questionnaire
Diploma in Applied Human Resources
September 2020

Question

Answer

When, where and at what time will the course be

delivered?
i

Once a monthon a
Wednesday at 0930 to 1200 at
the Carmarthen Campus held
in Room T&LS5.

How many modules form part of the programme?

16 modules in total

What are the term dates for this year?

4 all together. September 23
2020 to November 25t 2020 —
no classes during December.

What is Moodle?

A virtual online learning
platform which has everything
we need to complete our
course successfully such as
links to the workshops,
reading lists and also links to
our emails, library and the
Hwb.

What is Eduroam?

Secure internet access through
the university retrieved
through student log in details.

What is Turnitin?

It is a web bases system that
checks your work for
similarities against others and
can spot plagiarism.

Do you know when you are required to hand in work?

Yes the deadlines for each
assignment are clearly noted n

“each learning guide and this is

also reiterated during the F2F
workshop.

What are the core texts for this programme?

Studying Human Resource
Management, human
Resource Management:
People and Organisations and
An Introduction to
Employment Law — these are
the core textbooks we have
been advised to get.

Do you know how to access the library catalogue?

This is accessible through
Moodle and the Hwb.

10.

Do you know who to go to if you have a question/concern
about the course?

| can contact my lecturers or
course leader.

11.

What is the name of the Training Adviser?

Carola Platz through Coleg Sir
Gar

12.

What is the name of the course lecturer?

Rachael Jones

13.

Will you be expected to complete work outside lessons?

Yes with 900 hours for the
total qualification time, half
guided learning and the other
half is self-study.

14.

Do you need to be a member of the CIPD?

Yes —a student member.

15.

What support is available for study skills?

There is a lot of support
available on each university
campus and online through
UWTSD website such as
careers service, financial
support, learning support and
counselling to name but a few.

16.

Do you know where the fire-exits and first aid points are
for the building?

Yes. The emergency exits are
cleared marked within the
building and first aid at
reception.

17

How many credits is the programme?

90 credits in total.

18.

What is the length of the programme?

Two years — graduating in July
2022.

19.

Do you know where to find the student handbook and
timetable? Where?

Yes this is available on Moodle
under the course information
tile.

20.

What academic level is this qualification?

Higher Apprenticeship.

Name: Rebekah Thomas

Signed: R A THOMAS

CIPD Membership Numbe;: 57493148

s
Signature of Lecturer: L

Date: 27/10/2020





image11.jpeg
From: REBEKAH ANNE THOMAS <2007852 @student.uwtsd.ac.uk>
Sent: 30 September 2020 13:51

To: moodle <moodle@uwtsd.ac.uk>
Subject: Enroliment issues

i

Hello,

I have just begun my course - CIPD HR Level 5 on the Carmarthen campus and nothing is showing up on my moodle
and it says | am not enrolled? We have just been given our first assignment and | would like to get started but I am
unable to.

Any guidance here would be greatly appreciated.
Many thanks,

Rebekah Thomas

From: moodle <moodle@uwtsd.ac.uk>

Sent: 30 September 2020 14:52

To: REBEKAH ANNE THOMAS <2007852 @student.uwtsd.ac.uk>
Subject: RE: Enroliment issues

Afternoon Rebekah,

The modules not appearing within moodle can occur if you haven’t fully completed enrolment via MyTSD.
Enrolment is a two-step process, you would have needed to enrol on both the course and the modules. If
you log back in to your MyTSD account and complete the enrol process by confirming the module
enrolments this should then automatically populate the modules on Moodle.

If you still have problems accessing the modules, please let me know.

From: moodle <moodle@uwtsd.ac.uk>

Sent: 30 September 2020 16:20

To: REBEKAH ANNE THOMAS <2007852 @student.uwtsd.ac.uk>
Subject: Re: Enrollment issues

Hi Rebekah
| have just added you to the module on Moodle and copied you in to the reply to Julie.
Let me know if you ghave any problems.

Huw Smith
Moodle team
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CIPD

Championing better
work and working lives

1H57493148/1510

28 October 2020

Welcome to your CIPD student membership — we’re so happy you’ve joined us!

Dear Rebekah

Welcome to the CIPD and a worldwide community of people professionals! We're here to inspire
and support you during your studies and throughout your career. Why not share your new
membership status using @CIPD #CIPDstudent and #CIPDmember

Your membership number: 57493148
Your membership grade: STUDENT MEMBER

You can now also access a digital version of your membership card on the CIPD Community app.
Search for ‘CIPD Community’ on the Apple App store or Google Play store. Find out more at
cipd.co.uk/cipd-community-app

It's worth taking the time to explore the resources and opportunities that membership gives you. You
will find some initial tips and advice on how to make the most of your membership in the enclosed
booklet. You can also explore all your member benefits at cipd.co.uk/student-welcome

We're here to support you, so please let us know if you have any questions. Our friendly Customer
Service Team is here Monday to Friday 09:00-17:30 (UK time) on +44 (0)20 8612 6208 or by email
at membershipenquiry@cipd.co.uk

Yours sincerely

DDéOM

David D’Souza
Membership Director, CIPD

Chartered Institute of Personnel and Development President: Professor Sir Cary Cooper CBE Academic FCIPD
151 The Brocadway London SW19 1JQ United Kingdom Chief Executive: Peter Cheese Chartered FCIPD
T +44 (0)20 8612 6200 F +44 (0)20 8612 6201 Registered as a charity in England and Wales (1079797)

E cipd@cipd.co.uk W cipd.co.uk Scotland (SC045154) and Ireland (20100827)
. Incorporated by Royal Charter
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CIPD

Championing better
work and working lives

As the professional body for HR and people development, the CIPD is the voice of a worldwide community of more

than 150,000 members committed to championing better work and working lives. We set high standards of entry for
membership and require all of our members to adhere to the standards and behaviours (‘obligations’) set out in this Code
of Professional Conduct.

These obligations are grouped into headings of Professional Competence and Behaviour, Ethical Standards and Integrity,
Representative of the Profession and Stewardship. They apply universally - at all stages of a CIPD member’s career,
regardless of size, sector or specialism, and your membership commits you to upholding and maintaining these. We
take concerns regarding alleged breaches of the Code very seriously. In order to consider allegations of misconduct,
Investigation and Conduct procedures apply and these are set out in the CIPD’s Regulations available on the website.

Members of the CIPD shall:

11

12

158

1.4

maintain professional knowledge and competence
through continuing professional development, to
ensure they provide a professional, up to date and
insightful service

seek appropriate support if business needs require
involvement in new areas of activity, only act within
the scope of knowledge or ability, seek advice or
support or refer work where appropriate

accept responsibility for their own professional
actions and decisions, rectifying issues as soon as
possible, informing the client of any likely impact to
them and taking all reasonable steps to mitigate their
loss/harm

apply professional high standards of relevance,
accuracy and timeliness in the information and advice
they provide to stakeholders, ensuring adequate
liability insurance is held and terms of reference are
established for all work and commitments.

NCal Standards and intearity

Members of the CIPD shall:

21

22

23

24

235

establish, maintain and develop business relationships
based on confidence, trust and respect

exhibit and role model professional and personal
integrity and honesty at all times

demonstrate and promote sensitivity for the customs,
practices, culture and personal beliefs of others

champion employment and business practices that
promote equality of opportunity, diversity and
inclusion and support human rights and dignity

safeguard all confidential, commercially sensitive

and personal data acquired as a result of business
relationships and not use it for personal advantage or
the benefit or detriment of third parties.

Ref: 7460 April 2020 @CIPD 2020

niative oof tha Dvemfos

Hepresent

Members of the CIPD shall:

31

3.2

3.3

3.4

515

always act in a way which supports and upholds the
reputation and values of the profession, if the Member
becomes aware of a potential breach of the Code,
they must report this to the CIPD

uphold their responsibilities as professional people
towards the wider community

comply with prevailing laws and not encourage,
assist or collude with others who may be engaged in
uplawful conduct, taking action as appropriate.

exhibit personal leadership as a role model for
maintaining the highest standards of ethical conduct

identify where there is a conflict of interest. If an
action could be perceived as a conflict of interest

the Member should carefully consider whether it

is appropriate to act in all the circumstances and
evidence independence and be able to demonstrate
the distinction between the personal and professional
capacity.

Stewardshin

Members of the CIPD shall:

41

4.2

4.3

4.4

4.5

demonstrate and promote fair and reasonable
standards in the treatment of people who are
operating within their sphere of influence

challenge others if they suspect unlawful or unethical
conduct or behaviour, taking action as appropriate

ensure that their professional judgement is not
compromised nor could be perceived as being
compromised because of bias, or the undue influence
of others

promote appropriate people management and
development practices to influence and enable the
achievement of business objectives

ensure those working for them have the appropriate
level of competence, supervision and support.
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Hi Lisa,

I hope you're well.

Is there any way to track loading to triple A events? | have been nominated for the region’s SME for these and would
like to be able to track loading and attendance.. | am looking at contacted people and asking for figures every month _
but just wondering if there was an easier was to do this. :

Many thanks,

Rebekah




image15.jpeg
]

What is an Army Awareness Activity?

This is a Triple A Pass that will give you “Access to All Areas”; The opportunity to
experience an exclusive, VIP behind the scenes view of the Army.

Our 3 day Army Awareness Activity event is designed to give a real insight into what your
career with the Army may entail. The objectives of the event are:

1. Provide information and insight into the Army in general and further deep dive into the specifics
of the Host Corp or Regiment delivering your AAA. You will learn more about Army
organization, roles and capabilities, personnel, key equipment, routine, training and

operations and get a real feel for the lifestyle of the soldier in a regiment.

2. Provide you with further insight into the Army Assessment process to enable better preparation
for forthcoming Assessment Centre Event.

3. Provide you with the opportunity for networking with others also considering and Army career.

Whilst our Triple A events are generic and will provide a high level of understanding about
the Army, each event is delivered by a Host Corp or Regiment. During your Triple A that
Host will use the time with you to provide a real in-depth insight into their Corp or
Regiment. This is great if you are really considering that Corp or Regiment — it will answer
those detailed questions you may have about them.

But.. even if you are still unsure at this stage as to what career path to take in the Army, the
Triple A will still provide you with more insight about the overall Army than you already
have today. You never know — you have your mind made up after this event.
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Hi all,

As the region’s nominated SME for triple A events, | wanted to share the feedback email | have sent this morning
(please see below) in regards to the candidates not knowing the fitness tests have changed please note none of
these came from our region. Two at the event were from region 3 and were well aware.

Now that we are able to load candidates to these via DRS, | hope it will be easier to track numbers. Going forward,
I'll be tracking candidates loaded to these events from the end of May. In case DRS fails, I'd like you to track

numbers so | can collate these monthly. | may add a leader board like Vijay uses to see which office loads more, we
do love a competition in Swansea!

Can | please ask you all to make sure triple A events are mentioned during the AB and ICD. For us here in Swansea,
we have added a slide to the power point presentation and give candidates a hand out on this (attached to this

email) which you can edit to add your own office details. If you are doing something differently which works well,
please share as knowledge is power.

If anyone has any questions regarding triple A events or would like more information please let me know.
Kind Regards,

Rebekah

To summarize, | thoroughly enjoyed the triple A event hosted by the REME. It really was a great insight into the
British Army and the hosting Corps. The aim of these triple A events is to deliver a candidate engagement and
nurture activity to inform and enthuse the candidate in their initial interest in joining the army. Aiming to develop
candidate interest and confidence in their preferred career choice reducing the potential for that candidate to waste
or drift during the application process. | believe the REME triple A event that | attended delivered this aim
exceptionally well. | cannot fault the CET either, they were amazing so please pass on my regards.

As Region 3’s SME for triple A events, | will be looking at numbers loaded to these events, how these events are
advertised in ACC’s and hopefully we can see attendance improve.

I would like to take this opportunity to thank you again for allowing me attend this event.

Best Regards,

Rebekah
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Hi Rebekah
This is an excellent write up and ownership of SME responsibility — well done.
I will share your feedback upwards as the learnings can be considered across all triple A events.

Q- Is there a known maximum capacity for loading to these events and does that differ depending on
Corps?

10 was a low number to run this type of event — was this mentioned? We have 210 candidates in our
regional pipeline with REME preferred job choice alone — so plenty of room for improvement.

Ps. Love the idea of adding this to the AB and as for a league table — that gets my vote! Please share all
results with me for the ACC awards ©

Many thanks

Paul Robbins | Head of Regional Recruitment Operations for Wales, Midlands and London
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Hi all,

Happy Friday ©

Since my last email, there’s been a few triple A events and we are now able to track numbers through DRS which is
great. However, this only pulls the candidates details and not the ACC that loaded them.

For those who don’t know how to find this information, Commercial Reports > Development > Qutreach
Events (click on the + sign and it will provide you list of attendees)

I have now created a spreadsheet to track our triple A’s. We’ve had 3 triple A events this month and there are
another 3 scheduled for June. The following offices have successfully loaded candidates to these triple A’s; Swansea,
Cardiff, Bangor, Wrexham, Birmingham and Worcester. Nationally, we have 85 candidates that have attended or will
be attending these. Regionally, we're only responsible for 14 which means our region is only contributing to 16%
and | know we can do better than this! :

For a list of up to date triple A events please save this link to your

favourites; https://modgovuk.sharepoint.com/teams/cuil-
542/NRC/OutreachTeam/Forecast%zoof%ZOScheduIed%ZOOutreach%ZOEvents/Forms/AllItems.aspx because there
is a triple A tab which has the events listed by month and I think this is the most up to date lecation to find this
information.

Also, booking candidates on to these events will go toward the ACC of the year award criteria so it’s not only the
candidates interest but ours as well.

If you do have any further questions regarding triple A events please give me a call.
Many thanks,

Rebekah
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Thank you Rebekah for continuing to drive awareness and sharing the results. What a massive
improvement in our regional loading and some great ACC performance — well done to all.

QQ - do we get a report back from those that attend / FTA from these events, so we can manage
the candidate conversation appropriately? | know when CSM were loading to AAA events without
the knowledge of the recruiters, we experienced high FTAs?

Nice reminder about ACC of the year BTW. ©)

Overall this is really impressive loading to AAA events and testimony to what results you get when
you focus on it — well done for frequently highlighting and driving it Rebekah. Some big
improvements from offices that previously didn’t sell the benefits of these events — well done.

Vijay — | would like to see if we can run some Ml around the reduced drift and waste from
candidates that attend AAA events. I'd also like to understand if candidates LTT to the corp that
they attended AAA event with.
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Some nice stats here:

® July onwards when Rebekah has picked this up you can see an increase in AAA attendance, a clear focus
does work

® R3leading from the front —so good job peeps
* To find out whether these candidates have LTT to the corp or have drifted is a lot of data manipulation —i.e.
that requires URN comparison from Triple A report against LTT

® | will put arequestinto IIU see if they can help (I have tried Guy this afternoon but looks as if he has moved
on — Guy created this report for us last time so we would could filter on Region, ACC and URN)

A (All) =

EventDescription2 Army Awareness Activi +T|

AAA (010415- 311219)

Count of CandidateURN1 |Column Labels [

Row Labels a',, May Jun |[Jul |Sep |Oct |Nov |Dec |Grand Total
Region 1 14 131 5| 3 al 36
Region 2 1 20] 22| 8 12 il B
Region 3 2| 8] 55| 31| =0/ 30 217
Region 4 3| 14| 22| 17| 19| 8 1 84
Region s 1| & 36| 15| 25 3 8g
Region 6 3 1 4
Grand Total 7| 66/151| 76|150| 42| 2 494
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Good morning everyone,

I hope you all had a fantastic weekend.

I just wanted to send out an update on triple A events as it’s the last month of the year.

Nationally we have 496 candidates booked to triple A events. Please note, these figures have been pulled from DRS

and are from July this year to today. Regionally, we have 249 candidates loaded to triple A events, which is
incredible especially when you compare us to other regions:

Region Candidates Booked
40

40

249

162

90

4

DN |WIN|-

This means we’ve loaded another 88 candidates to triple A events since my last email and are now contributing 50%
nationally! Wowww! Well done everyone! © Top effort. Here is an update on the leader board:

Army Career Centre Candidates Booked
Swansea 41
Wolverhampton 41
Cardiff 36
Coventry 26
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I attended last week's REME AAA activity and all | can say is that it was a great experience overall due to the factors
that all my questions were answered to a high standard and | was not left wondering about anything else. I've also
made freinds that made the whole experience very enjoyable and a joy after we finished off for the day. The only
problem that | had with the AAA activity was the out dated information for example they asked us to take sports kit
and boot socks yet when we arrived we were told that no sports activities would take place and that boots would

" not be worn.

There is no need to apologize about the information it did not cause any issues in the long run but thank you for
passing it on.

Sincerely, Callum Fay
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Hi John,

5

As discussed yesterday, my current assignment requires me to produce a portfolio of work based evidence on: apply basic iques for analysing and resolving problems

I believe | demonstrate this on a daily basis in my current role. 1 pull the ‘pipeline’ report every day to view both regional and office based data. The pipeline is a report which | have
access to through our internal system DRS and enables me to access statistics on all candidates in the recruitment process for the British Army. In order for me to action daily tasks |
must analyse various parts of the pipeline.

For example, 1 need to check if candidates are ready to proceed to the next stage of the application process and if so book them in_ in order to da this correctly, | must speak each
candidate individually to gauge their readiness and update the system, which will then revise the pipeline report. For the candidates who are ready to be booked in for the next stage, |
double check they are prepared and answer any questions they may have before proceeding. For those who cannot attend. | must investigate the reasons as to why they cannot go
and in the process solve any issues along the way. | usually report my findings to management so they are aware of any issues.

The purpose of the pipeline report is track candidates from application to loaded to training or job start date. | am often faced with problems or issues that need to be resolved. A recent
concerm | had to deal with was a candidate who had applied to join the British Army but was unable to attend the office for his interview as he is currently in university living away term
time. | was able to solve this problem by offering the candidate a virtual over the phone option or the opportunity to delay the interview so he could attend when he was home for
Christmas.

Can you please confirm my statement above is correct? Piease feel free to make amendments if necessary.

Kind Regards,

Rebekah

Rebekah Thomas
Recruiter

Hi Rebekah,

I can confirm your statement is correct, our candidate pipeline is very complexed with large numbers of candidates at various stages of their Army application. To analyse each stage of the pipeline
takes time to resolve the many problems you have on a daily basis.

Kind Regards
John

John Arundel

Recruiting Operations Manager
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Hi Rebekah
Thanks for your update on the assignment you are doing.

Yes | can confirm that you work on recruiting for difficult to recruit roles and must be able to influence and negotiate
with candidates to get them to choose those roles.

Recently you did really well on the task of shaping a candidate who was going for a Paratrooper role to a Welsh
Guard role as there were no spaces available for start dates for the Paratroopers and the candidate would have had ~
to wait until the summer to join. This has meant that now a space will be filled quicker which will help us reach our
target and also the candidate is happy as he wanted to be in employment sooner. You did a great job on selling the
benefits of going for a different job choice and the candidate is very happy.

Thanks.

Anna Khan
Lead Recruiter
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Self-Assessment: Results

i

To assess your preferred communication style, transfer the scores you have given to each statement
to the boxes below. : '

Then total each column downwards.
Look at the column where your score is the highest.

This is the communication style you use most of the time.

Q1 A( Q3 j/ Q4 j/ Q2 j/

Q6

Qs & Z Q7 l Qs 4

Q10 Qi1 Q9 Q12

1 7 1 3
Q14 Q15 Qi6 ; Qi3

5 1 1 .
Qis 4 Q17 ! 1 Q19 i Q@0

Total /L(O Total QD Total S Total q

< Assertive Passive Passive Aggressive Aggressive
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i

LEARNING STYLES QUESTIONNAIRE - SCORING
(Honey & Mumford 1986)

You score one point for each item you ticked. There are no points for items you crossed.
Simply indicate on the lists below which items were ticked.

o v 1v 5%
4 X 13 g 9 %
6 X 15 8 X 11
10/ 16 v~ 12/ 19 v
17 v 25 14 X 21
23/ 28~ 18 27 x
24 29 20 v 35,
32V 31 22 X 37 X
34 ¥ 99~ 26 X 44
38 X 36 30 v~ 49 X
40 39 X 42 50 X
43 v 41 47 X 53 .
45X 46 v 51 X 54 X
48 X 52 X 57 X 56
58/ 55 v 61 x 59 X
64 % 60 X 63 v~ 65 x
71 X 62 X | 68 X 69 X
72V 66 v~ 75 v~ 70 X
74 X 67 X 77 vV 78 %
79 X 76 v/ 78 X 80 X
TOTAL 4 IS |0 6
Activist Reflector Theorist Pragmatist
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Activity 5 - Personal Development Plan

NAWE: Reaiah Tromas.
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