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Development plan





	NAME:
	Jane Sadler
	MEMBERSHIP NUMBER:       
	52080882

	COVERING THE PERIOD FROM:
	October 2018 
	TO:
	Ongoing



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

	1.  INSIGHT AND STRATEGIC SOLUTIONS
Develop a deeper understanding of the Company financial accounts, measures for success and commercial performance within the sector, including performance goal for the current year.  Understand any trends and reasons for the trends.

	Locate and review financial accounts

Arrange meeting with the FD or FM to explain the accounts in more details

Attend weekly finance meeting
	Input from accounts team and access to reports
	To be able to explain to a member of the management team the basic financial accounts, measures of success and the business commercial performance against similar companies.  Also to inform them of the performance goal for the current year and any trends and how these have come about.

Weekly attendance at the finance meetings.
	Target completion date Dec 2018.

Completed.

	
2.  L and D
Research the key principles behind adult learning theory in order to deliver effective in house training sessions




	
Read and understand Knowles adult learning theory

Understand the different ways in which people learn ie cognitivism, constructivism, behaviourism
	Access to academic research online and text books

CIPD website

Talk to prospective attendees about how they learn best
	To develop a training session that can evidence the use of one or more styles of learning and has a successful learning outcome with attendees leaving the session understanding the process and feeling more confident.  Evaluate the training session by asking for specific feedback relating to the delivery in the context of learning styles.
Be able to discuss learning styles with the training manager and make amendments to current training programmes that I am involved with.

	Review monthly

Target completion date February 2019


Not completed - Reviewed completion date October  2020

	
3.  CURIOUS/EMPLOYEE RELATIONS

Increase knowledge around the most up to date and company relevant employment law





	
Attend four employment law events per year

Read one current employment law related article each week

	
Plan in events using CIPD events calendar, Redkite/Morgan La Roche HR updates.

Utilise XpertHR, Employment law specialists on Linked In, CIPD website, ACAS to read on a weekly basis

Develop own HR Network of professionals within the Food Industry.  Amended as limited local food industries with a HR function. 

Join a local HR Networking group


	
Keep a log of events planned and attended.

Monitor on a weekly basis, log article read each week.

Increase number of linked in HR contacts within the food industry, contact local HR professionals with the food industry.





To have become an active member of a local networking group
	
Review monthly

Target completion October 2019


Ongoing for CPD 

	
4.  SKILLED INFLUENCER – To undertake MBTI psychometric test to ascertain insight into my influencing style in an aim to understanding how best to influence key colleagues within the management team.




	
Undertake MBTI psychometric test

Discuss with Managers and Senior Managers why I would like them to share their MBTI outcomes with me.  Many of them have recently undertaken this test as part of a management training programme.
	
Access to psychometric test and explanatory detail

Colleagues within the management team will need to complete the MBTI psychometric test if they have not done so already and be happy to share the outcome with me.

Detail my personality against key colleagues that I work with regularly and may need to influence.
	
MBTI test undertaken

Obtained and recorded colleagues MBTI personality outcomes

Success when trying to influence key colleagues

Evaluate success by reflecting on the outcome of discussions taking into account MBTI personality types for myself and the individual
	
Review monthly

Target completion Dec 2018



Completed

	5.  Complete a self assessment using the CIPD new Profession map




	Complete the  Self-assessment on the CIPD website
	Access to CIPD website
	Completion of self assessment and record any development outcomes in my development plan
	
Target completion date February 2019

Reviewed undertaken when L5 CIPD is finished June 2020.

	6.  ORGANISATIONAL DEVELOPMENT- To increase my understanding of change management tools in order to implement more effective change management
	
Identify change management tools 

Read business case studies from reputable sources that outline successful and unsuccessful change management scenarios
	Access to academic books and journals


Access to other credible sources of information focussing on change management ie HBR, Forbes.
	
To have implemented change using a least one of the change management tools and have assessed the effectiveness of the change
	Target date December 2019


Completed

	7.  EMPLOYEE ENGAGEMENT – To understand ways in which I can increase and measure engagement within the organisation
	Review best practise from academic research and business champions
	
Access to academic research 

Access to CIPD website

Utilise networking to gain information from other HR professionals
	
To have implemented or reviewed processes/procedures/initiatives in order to increase levels of engagement

To have established a process that measures levels of engagement
	Target completion date July 2020

	8. LEARNING AND DEVELOPMENT – To become more confident effective at coaching others 
	
Read credible information about coaching and the tools that can be used. 

Meet with an external coach to discuss approaches and techniques

Undertake coaching training
	
Access to academic research relating to coaching

Access to various coaching bodies website and information


Access to a coaching training


	
To feel more confident when coaching

To obtain feedback from others that the coaching I have provided is effective and useful
	
Target completion date November 2020










	
Development record





	NAME:
	Jane Sadler
	MEMBERSHIP NUMBER:
	52080882

	COVERING THE PERIOD FROM:
	October 2018
	TO:
	December 2020



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

	Key dates
	What did you do?
	Why?
	What did you learn from this?
	How have/will you use this?
Any further action?

	1. 29 Oct 2018 and ongoing on a weekly basis








19/22 April 2019
	Started to attend weekly team finance meetings









Delivered a presentation outlining basic accounting terminology, business financial position and highlighting areas of cost that managers could help control.
	To help to develop a deeper understanding of the Company financial accounts, measures for success and commercial performance within the sector, including performance goal for the current year.  Understand any trends and reasons for the trends.



To increase my confidence in financial knowledge and to help managers understand basic business finance and how they could influence certain aspects of this.
	Overview of existing financial situation with regard to turnover, gross and net profit, actual position v predictives.  Financial targets and what effects achievements of this. Greater understanding of how the manpower cost effects overall margins




I knew more than I thought I did, although the sessions were co-delivered with the Finance Manager I was able to answer a number of questions that were placed by the group.
	Utilised information to create a presentation which I co-presented with the finance Manager as part of our management training. 

Consider implications more in any tasks that I undertake that could effect the business for a financial perspective.  


Continue to deliver basic finance courses to new managers

	
3. October 2019 - ongoing






11 October 2018




23 November 2018







14 December 2018







24 January 2019









22 March 2019





2 July 2019









16 October 2019 and ongoing




12 November 2019










3 January 2020















30 January 2020








11 February 2020








19 May 2020




	
Read up to date employment law information on a regular basis





Read about Lee v Ashers Baking Company Ltd discrimination claim



Read about Bellman v Northampton Recruitment Ltd vicarious liability claim





Joined Redkite HR Network West Wales






Attended Redkite Annual Employment Law Update








Attended  Discover Discrimination – Equality and Diversity in the Workplace



Attended Tactics for Termination workshop








Signed up to Redkite Employemnt Law Newsletter




Attended Mental Health in the Workplace workshop









Attended Redkite Annual Employment Law Update














Read about Jordi Casamitjana, v League Against Cruel Sports discrimination claim






Join a HR specific closed Facebook group







Attend Redkite Dealing with the aftermath of Coronavirus workshop
	
To increase my knowledge on employment law and ensure that I was up to date with any changes




To deepen understanding of discrimination laws.



To deepen understanding of the laws and risk surrounding vicarious liability





To engage with HR professional from with the region in order to establish relationships and share good practise




To gather information to employment law changes that would require action







To deepen understanding of discrimination and equality in the workplace. 



Update on legal implication on termination and the risks involved if it is not done correctly.  







To keep abreast of changes to EL or interesting developments




Understanding of best practise in relation to mental health








To gather information to employment law changes that would require action













To get a better understand of the ‘philosophical belief’ protected characteristic element of the Equality Act





To share information and have the opportunity to understand how other HR professionals are dealing with issues and day to day working






Improve understanding of legislation and best practise around coronavirus
	
Information that could impact on our company and awareness of best practise and changes to law that needed to be implemented



More information about the appeals process and the costs involved and complexities of discrimination law.  


That we needed to consider our position with regards to this given that there is very much a drinking culture in company social/work events




That there are a number of HR professionals within my immediate area and the majority of us are experiencing the same difficulties particularly around recruitment.



New NMW/NLW and statutory pay amounts.  Further details around the EU settlement scheme and changes to payslips






Typical situations where discrimination occur, best practise relating to anti-discrimination



I did not learn anything new in particular apart from information about some legal cases, however it made me aware that I needed to train our managers more to deal with the early signs of non-performance more effectively and also ensure that they were aware of our company procedures and legal requirements. 


Dependant on newsletter, but predominantly useful up dates and tips on best practise



This is an area where we need to place some focus as there is no formal processes in place to manage mental health in the workplace






New NMW/NLW and statutory pay amounts.  Changes to settlement payments. Changes relating to written statement of terms and conditions, introduction of Parental Bereavement Leave, changes to the holiday pay to include 52 week average, changes to agency pay.








That something that may appear on initial view not to be discriminatory on deeper inspection could be depending on the individual involved and the depth of their belief.




In a stand alone role it is often difficult to use colleagues as a sounding board for ideas as they do not always have full understanding of HR.  This groups has enabled me to ask opinions of others and share knowledge.  I have also been able to get some valuable resources from the group. 


TBC



. 
	
Updated contracts in line with legislation.  Discussed case law with managers to drip feed information to them to enable them to consider application in certain situations


To consider the wider risks of discrimination to the business



Advised Senior Managers that we needed to consider this going forward.  As a result we amended some of our practises eg free bar all evening) to reduce the risk of people getting so drunk and consequent risk of vicarious liability. 

Actively signposted good candidates that we cannot take on to other businesses, and they have reciprocated resulting in two good recruits.  



Allowed me to advise senior managers of the increase in salary cost from April 2019.  Complied an email to our EU colleagues outlining the situation regarding the Settlement scheme. Confirmed that that changes needed to be made to our current payslips.


Reviewed our current Equality policy and established that it needed to be updated.



Arranged training with an external employment law professional for our managers to cover performance management, internal process and legal requirements, highlighting the risks if this is not done correctly. 





Maintenance of up to date knowledge to utilise in the workplace



Organised Mental Health First Aid training for key people within the Company.  Engaged the services of an Occupational Health company to support us and employees through more complex mental health issues.  Going forward develop Mental Health/stress in the workplace policy. 


Allowed me to advise senior managers of the increase in salary cost from April 2019 and also changes to the settlement payments. Reviewed contracts inline with the changes.  Introduced a paid paternity leave section to our handbook.  Discussed holiday pay changes with our weekly payroll administrator and created a step by step guide on how to calculate payments.  




Discussed with managers to broaden their awareness







I was able to create my own documents relating to how to manage COVID 19 absence and vulnerable workers from information shared on the page and communication exchanges.




TBC


	4. 21 February 2019 and ongoing
	Attended a management training day where I undertook the Myers Briggs Personality test alongside a number of my colleagues
	In order to ascertain insight into my personality type and more so influencing style in an aim to understanding how best to influence key colleagues within the management team
	I learned that I was ESFJ personality type and the strengths, weaknesses and perceptions of others of this personality type both positive and negative.  I also learned the personality types of the colleagues that were in attendance in the session. 
	I have been mindful of my communications with colleagues as from studying MBTI it was clear that certain personality types would respond better to me that others.  Having consciously made an effort to be aware of different types in a number of communications I have reflected on what went well and what could have been improved particularly when trying to influence someone.  This reflection is something that I continue to do when something goes very well or there have been problems.

	6. 16 December 2019 and ongoing



	As part of my CIPD L5 I undertook a portfolio looking at implementing change in the workplace
	In order to satisfy course requirements and to increase my understanding of change management tools in order to implement more effective change management
	I learned about change models, how to implement change effectively and the importance of communication and workforce trust during periods of change. 
	I used the methods that I had learnt about for this module to make a systematic approach to change when altering shift patters for Christmas.  I have organised ‘Motivating and managing in a changing environment’ for our line managers where some of the change models and best practise will be covered. Going forward I will continue to use these methods and also provide training to others in relation to managing change.  

	7. August  2019





1 September 2019










20 October 2019 
	Read ‘Build it – The Rebel Playbook for world-class employee Engagement



Read the MacLeod Report 










As part of my CIPD L5 I undertook a portfolio looking at levels of engagement in the organisation in comparison to best practise and academic research






	To increase my understanding of employee engagement, theories and best practise in order to improve levels of engagement in my organisation 

To further understand the link between high employee engagement and high performance and the common four enablers of engagement.






In order to satisfy requirements and to increase my understanding of engagement theory and best practise in order to identify steps that could be taken within the Company.
	Practical tips based on how real companies improve levels of engagement 



The common four enablers and how we fit as as an organisation and areas that I could focus on to help us improve.







Identified key areas that required improvement within the company and where I could assist. 
	With the agreement of mangers we introduced ‘surprise benefits’ (PhlexGlobal had done this) eg  Domino Pizza delivery for a night shift who had to work very late. 

I have actively introduced the topic of engagement into discussions with all levels of management in addition to doing a presentation to managers with a view to implementing a more structured approach.   Going forward I need to re-vamp the existing Worker Forum. 



Introduced a closed Facebook page to encourage engagement and enhance communication.

Incorporated engagement in Management training in order to start to embed the benefits of an engaged workforce.

	8. December 2019 – January 2020
	Read Coaching for Performance – the principles and practice of coaching and leadership.
	As the author J Whitmore is one of the leading minds in business coaching I felt that this book would give me a good understanding of coaching in the workplace
	Learnt many aspects of coaching but particularly more information on the GROW model and that coaching can be relatively informal and is a good way to increase engagement and performance.
	Utilised the GROW model in ‘corridor coaching’ sessions to try and improve my skills and confidence in coaching.  

















Reflective Summary
CPD is vital for all HR professionals (CIPD, na a) and is defined as ‘’the maintenance and the enhancement of the knowledge, expertise and competence of professionals throughout their careers, according to a plan formulated with regard to the needs of the professional, the employer and society’’.  (Madden & Mitchell, 1993 pg12)   The CIPD provide vast amounts of information that have assisted me in my CPD including how to reflect.  
Reflective practise is seen as ‘’the foundation of professional development; it makes meaning from experience and transforms insights into practical strategies for personal growth and organisational impact’’ (CIPD, na b) and is something I have undertaken over the past two years, attempting to distinguish myself as a ‘’true professional’’.  (Schon, 1983) The CIPD’s CPD cycle outlines the continuous stages that should be undertaken to develop as a professional and includes the act of reflection advising that I should reflect on my experiences on a routine basis.  (CIPD, 2020)

[image: ] 

Figure 1: CIPD (2020) 
This resulted in me reflecting on both formal sources of CPD and less formal day to day interactions.  (Woodhams, et al., 2016 pg 117)    Successful development requires an understanding of an individuals’ learning style. (ibid)  Having competed a VARK questionnaire I was identified as a kinaesthetic learner, although closely followed by visual and aural.  My least predominant style was reading which I feel is accurate.    Whilst I have learnt a considerable amount via this method due to the structure of the course, I really preferred and valued the face to face lectures.  The ability to ask questions, discuss points and listen to the lecturers particularly when the group were sharing experiences and examples greatly embedded the subject matter for me and brought them to life.  As a consequence of my learning style I predominantly chose development objectives that lent themselves more to my natural learning style, however found that if there was a subject matter that I was particularly interested in I was more inclined to read to gain in depth knowledge.
To undertake a systematic approach (Horn, 2012) to reflection I utilised Gibbs Reflective cycle as it provides a framework which can be used for various experiences.   I found this helped me to focus on what had gone well and what I could improve on, whilst understanding why the outcome had been as it was,  (Mindtools, na) paying particular attention to the feelings that each experience created. 
It became apparent to me that as an unqualified HR Manager I should gain CIPD membership to develop and increase my credibility and career prospects, hence enrolling on the course.  Reflecting on the course overall, whilst challenging at times, it has been immensely enjoyable and rewarding.  It has given me a breadth of knowledge across a wide range of topics all of which are relevant to my current generalist role, although the key principle that I have learnt is to be evidence based.  Having experienced positive outcomes when including academic/best practise references in my communications, particularly to senior managers, this is something that I will continue to do.   With regard, my PDP I have achieved the majority of the development points although feel on commencement of the course I did not fully appreciated the time commitment to research and assignments alongside my work and personal commitments, and in hindsight would have included less.  
It is evident that I gave developmental preference to the area I enjoy most (employment law), it being something that I wanted to do rather than felt I had to do. (CIPD, 2015)   Although, vital to keep abreast of legal changes/developments, I did not prioritise my attention fairly which as a generalist I should have done.    I failed to complete the learning and development point, due to not place any focus on this as the majority of the internal training is completed by our training supervisor.   On review I amended this as I still think that it is important to understand learning styles but revised my success criteria removing the need to devise, deliver and evaluate a course as there are other aspects of my development, I feel should take priority ie staff engagement.    Going forward I must be honest with myself, setting realistic goals in areas where develop needs and interest are not aligned. I also amended the Target date for the completion of the new CIPD map self-assessment until after I had completed the L5 course as all of the course work and development was related to the 2013 map and to have both running alongside may have caused confusion.  
As organisations are continuously changing, sometimes rapidly, it is vital for HR professionals to fully engage with CPD.  (Woodhams, et al., 2016) As such I will continue to develop as a HR professional through formal and informal routes and am considering advancing to L7 at some point in the future. 
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