
	
Development plan





	NAME:
	Paul Bennett
	MEMBERSHIP NUMBER:       
	55439410

	COVERING THE PERIOD FROM:
	13.01.20
	TO:
	24.05.2021



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

Planned outcome

Where do I want to be by the end of this period? What do I want to be doing? (This may be evolutionary or “more of the same”.)

	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

	My Managers feedback of work delivered 




	Ask Director to complete PDR
	I will need to fill in my annual PDR and issue to Director
	Am I covering the basics of my job description, and receive feed back to improve my work
	01.08.20
My PDR was completed in July 2020, I am clearly someone who suffers with self-doubt. I received a great review and was told I was exceeding expectations. So much so that my job description was extended to expose me to work completed by the director.

	

Build stronger relationships with key influencers in my organisation



	Spend more time in our head office. Attend more meetings with CEO, and lift my exposure to the senior team.
	I will need support from my director to allow me to attend more meetings and be visible to the board.
	Gaining trust and influence of CEO
	01.05.19
It has been a busy two years, if I’m honest with my self-2019 was a flat year for my development. 2020 was a different story. The pandemic has raised my profile considerably, due to working restrictions I have been reporting to the board and first point of contact for the senior team. I was promoted in early 2021 for my contribution during the pandemic.

	
Pick one area within your role that you feel you have less understanding, knowledge or confidence with. Work to build up your knowledge.

L&D



	I will commit to the leading of one of each course the training manager completes.
	Meeting with Training manager and discuss dates for me get involved.
	A better understanding of what and how we teach our employees and club managers.
	24.12.20
In 2019 the Training manager retired early. I was giving the role alongside mine. I took control of the L&d department and had a baptism of fire as the only trainer. I hade no choice but to understand the content and then teach it. I still have control of the department, but thankfully we have employed a full-time trainer. But my new title is HR & Training manager, So now I have a controlling role but I do not take part in any of the training.

	Core Knowledge:
regulation and law, I would like to have a broader understanding of the laws that define the people profession.





	I will attend the employment law workshop with Hannah.
Also I will attend all of the CIPD employment law updates.
	I will need the time to attend these training events and have exposure to more people issues in my work.
	To be able to give structured good advice to managers based on sound knowledge of employment law and experience.
	Again, throughout the pandemic I have managed various tasks that require extensive knowledge of employment law and good practice. I have managed redundancies, I have been lead on two ET’s and have met my success criteria giving sound advice based on my experience and knowledge.

	
Specialist Knowledge:
People analytics.
Currently we have HR software that does not produce reports, and we are not able to input any metrics. It only looks at absence management.








	I am going to lobby the board to invest in an up to date HR software that will allow us to run reports and enter all HR metrics. I have used My HR Department in a previous job and compared to what we use Propath it is a different world.
	Firstly, I will need to get the Director on board. She is not tech savvy and has no interest people analytics. I feel strongly that this will bring the HR department in to 2019 and allow us to track and massively assist in talent planning.
	
Have the company invest in a new HR software and be able to show the value of it.
	
In early 2020 the company invested in Iris Cascade software. I spent the first quarter of 2020 digitalising the department. This was completed just before the first lock down.
Throughout lockdown it was invaluable. The need to access data and metrics from home increased. We were able manage the redundancies from Cascade, talent planning from the skills matching portal. We also upgraded to the payroll version, and I ran the company payroll from my Kitchen. Previous to this payroll would have to be managed from the office as it relied upon paper timesheets. 
Setting up the software was a massive learning curve for me as I was first point of contact. I spend many hours completing online webinars to gain an understanding. I’m still learning but know we have people analytics and are able to produce detailed reports.

	Core Behaviours:
Having a proactive approach to CPD.
Increase my performance on CIPD qualification.
I have received a few refer marks lately and I’m struggling to hit deadlines.








	I will give myself more time to complete the assignments. Work is so buy due to the pandemic that I’m finding my qualification comes second to work.
I plan a day to make a start, and something happens. I find the fire fighting nature of my job very difficult to plan my assignments around work. 
	I will speak with my director regarding having some protected development time or study days.
	Submit assignments on time and stop receiving refers due to rushing the assignment last minute.
	This is something I have not achieved. I was granted protected time, but it never happened. Throughout this pandemic, I have been listening to my fellow students that are furloughed stating how easy it has been to hit the uni deadlines. I have not experienced this. I was not furloughed. In fact, I believe my workload has increased and I have had less time. I believe if work was as normal and not closed, I would have managed my time better. Currently I seem to be working 7 days and all-day morning to night.

	Core Behaviour:
professional and personal courage.
We have a new managing director. With the director of people on long term sickness it has fallen to me stand up in meetings and argue my professional standards. The managing director sees no value in HR so I’m struggling with influencing at this level.








	I have to gain the courage to say no, that is not the correct way.
An example would be the MD wanting t&c’s of contracts change. What was being asked was morally and legally grey.
I will need to research the subject and have an argument prepared.
	There is nobody to support me, the political nature of our board means that everybody is aligned with power. This is not how I work and am very eager to uphold my own professional standards. 
	I want the company to make decisions based around best practice. We already have two ET’s running. I want to stop the “we will get away with it “attitude and encourage people to take advise from HR before making in my opinion risky choices.
	I have had mixed success with this. Is the HR department listened to more? The answer is yes, I steered the t&c’s to what I felt more comfortable with. 
I have not won all arguments. During the most recent lockdown the MD decided to change general employees’ wages from weekly to monthly. There was no benefit for the organisation to do this. There were massive implications for the employee. Money was tight for everybody during the pandemic, changing pay frequency was madness. I was forced to make the change and support the staff through the change.

	
Core Behaviour:
Commercial drive.
After working in the HR department for the last few years I have shifted focus and certainly lost my commercial drive.
The CEO asked me last week about a clubs profitability and is the manager performing.
I could answer the performance question but had no idea if the club was performing.











	Being an operation general manager with the company for 10+ years, I was very commercially driven. It was in my interest to have drive as the bonus for good performance was significant.
As I mange a non-profit department I have lost touch with the companies P&Ls.
	I need access to company figures again. The CEO made such a fuss that when I asked the finance director to be included in the financial emails there was not even an argument. Normally asking for figures is like asking for his first born.
	To have a broader understanding of each clubs’ weekly figures and budgets.
To be able to discuss a clubs profitability with confidence.
	This was an easy fix, I receive figures every morning. I make sure they are my first read of the day and am able now to discuss for example the pitfalls of our Bootle clubs par fee contribution variances. 




Continuing Professional Development is widely recognised as fundamental to the improvement of standards and skills for individuals and their industries. CPD UK, (2020)

When I start this qualification 2 years ago, I looked at the professional map CIPD, (2020) and I honestly thought that it was nonsense. I will be honest I have used it a lot. I pop into it every now and again just to check I am working at the level I should be. I use it to find my development areas and plan my CPD around it. I also believe it has made me a stronger HR generalist.

I have developed a lot in the last two years, not just from my job but also what I have learnt along the way throughout my qualification. My Job has changed drastically. I cannot honestly say for the better. What has changed is my level of involvement in the function. I now lead most initiatives and I am the face of the department. The director has now taken a more strategic role within the company allowing me to take control of the function. I have been exposed to most HR issues throughout the pandemic and my development has been forced. Looking at my development plan the four below were key in my development in my role:

· Have more involvement in the L&D department. I now am in control of the department and thankfully we have found a few professional trainers, so I do not have to do it. I can train but it is not my area of expertise.

· Regulation and law. I believe this is the area I have gained the most knowledge. Having managed two ET’s, negotiated a change of contract and made numerous redundancies. I needed to learn fast. I believe I have achieved this development area, I feel I can now give on the spot advice with confidence.

· People analytics. There is a marked difference in our metrics and analytic. I drove this project and sold the board on the investment for the new system.

· CPD. The pandemic has taught me one thing 24 hours is not enough in a day. I never really found my groove after the pandemic, the sheer workload for me was just too much with the qualification. If I’m honest with myself, I have rushed the qualification and not put the work or effort in to pass well. I have just been focused on rushing just to get a pass.

·  professional and personal courage. This has been the hardest area for me to take control of. Saying no to your MD is tough. I believe I held my own, I won some arguments, but I lost most. Hopefully, I have gained respect for giving my honest opinion and trying to protect the organisation.




Importantly, as an organisation we have had to make very tough choices, but I can honestly say, they were made with my professionalism, values and ethics. I am proud of this.
Mark twain famously said:   “Always do what is right. It will gratify half of mankind and astound the other.” Professional courage is key to my role within Castle Leisure. A HBR article helped me in cultivating courage. Harvard Business review, (2018)  the author states most acts of courage don’t come from whistle-blowers or organisational martyrs. Instead, they come from respected insiders at all levels who are willing to take action.
