
	
Development Plan





	NAME:
	Chloe Tickle
	MEMBERSHIP NUMBER:       
	52076810

	COVERING THE PERIOD FROM:
	September 2020
	TO:
	March 2022



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”.)

Current Level: Associate Level
Planned Level: Chartered member level

	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
	Evidence of achievement & reflection

	Insights, Strategy and Solutions: I need to gain a better understanding of my organisations strategy, objectives and current and planned performance.

	Read and understand my organisations strategic plan and P&L forecast, making annotations for future discussions with company directors on both documents.

	Access to my organisations ‘Strategic Plan’ and the P&L forecast.
	Detailed notes which summarise the concept and key points of both documents with additional annotations which I will use for future discussions with Company directors regarding both documents.
	December 2020
	I read both documents and particularly understood the strategic planning document which summarised our direction.

I reviewed the P&L account with our finance Director who was able to explain the spreadsheet to me in detail and what our expected and desired profit margins are. Although the financial information was very in depth and difficult to understand, it did give me an insight into the decision making behind the authorisation of different projects and purchase orders.

In future, this document will support me in understand and creating my own departmental budgets.

	Insights, Strategy and Solutions: I need to gain a better understanding of my organisations strategy, objectives and current and planned performance.

	Arrange a meeting with the HR Director to understand the organisations strategic direction, particularly in relation to the HR function.

Understand how the organisation measures it’s success e.g turnover, profit, performance, sales etc.
	Access to my organisations ‘Strategic Plan’ and the P&L forecast.
	Be able to discuss the documents with my HR Director, understand how these relate to the HR function and the ‘bigger picture’.
	January 2020.
	I met with the HR Director this month to discuss the organisations strategic plan, and to discuss the P&L account with her, specifically how this relates to the HR function. 

I understand the strategic direction, and the purpose of the documents, but I feel that there is a lot of pressure for me in my future role to understand the P&L and be able to manipulate it accordingly and make sensible decisions which won’t be at the detriment of the organisation.

	Leading HR: I need to gain a better understanding of how I can maximise the support that the HR function provides to our Operations Team, and how I can develop the team to provide maximum efficiency.
	Arrange a discussion with my HR Director to discuss her views on future development of the HR function, and how we can work more closely with the Ops team.
	To review all HR policies and procedures, identifying any areas that could be developed or improved upon.

I also need to review our processes and highlight any pinch points.
	The ability to discuss the HR policies and performance with my HR Director and establish some areas for development that I can begin to work in which will positively impact the business and our future performance.
	March 2020
	I met with my HR Director to discuss how I can improve the HR Function to support the business. We discussed developing the relationship between HR and the Operations Team and educating them on the importance of HR procedures and policies.

We also discussed long term plans and how we needed to look at employee satisfaction and how to enhance the employee experience and morale within the Company. 

I explained that I would find it helpful if we worked towards targets or had deadlines to meet to provide some structure and reach targets and KPI’s in a structured way. Sally agreed and explained that they were looking to implement a balanced scorecard in the near future.

	Leading HR: I need to gain a better understanding of how I can maximise the support that the HR function provides to our Operations Team, and how I can develop the team to provide maximum efficiency.
	Arrange a discussion with the Registered Manager who manages the operational team to see how the HR function can support the operations team.
	I’m going to arrange an informal chat with one of the Area Managers to review their concept of the HR function, what they perceive it’s roles and responsibilities to be in comparison to theirs in relation to staff management.

I also want to find out what they feel would benefit them in managing their staff.
	Understanding the perception that the operations team have of the HR function, an understanding of their perception of their role in managing staff, and an understanding of we can work together to improve the management of staff across the Company.
	June 2020
	I met with the registered manager to discuss how the HR function could support the operations team with the management of their staff. He explained that the Operational staff have a lack of understanding of HR processes and procedures and the importance of these.

When I met with the Area Managers, they also explained that they were unfamiliar with the reason why we did things a certain why, and the importance of them. They often felt that some processes were over complicated and gave an example of the Flexible Working Process.

I came away feeling that the Area Managers could benefit from toolbox talks about various HR processes, with a scenario based approach so they can appreciate why processes have to be followed. I think this will support the development of the relationship between the two departments.

	Core Knowledge: Evidence Based Practice – I need to understand how evidence-based practice can support decision making in HR
	Review the template organisational HR scorecard to determine what KPI’s I will need to monitor, and make notes to discuss these with the Company Directors, to establish what targets we will set.
	Access to my organisations sick records and sick payments over the last 12 month period, and the ability to create a report to pull recruitment and retention data from our HR system.
	Detailed notes and a plan to summarise the KPI’s that my Directors would like mem to report on each month during the scorecard meeting, and a timeframe for implementation.
	September 2021
	I did some research prior to meeting with my Company Directors to determine what metrics other HR Departments monitor. I discussed my proposals with the Directors who were in agreement.

We agreed that I would set up all of the reports that I would need in preparation to input the key areas on to the balanced scorecard, but in the meantime, I would continue to track the data to determine what my targets would be for each area.

Overall I felt that the meeting went well, and I think that tracking data will really benefit the department in the long run as I will be able to evidence any proposals or decisions as having been made based on an evidence based approach rather than ‘gut feeling’ or personal preference.

	Outcomes Driven: I want to use KPI’s and targets to enhance the HR function and provide evidence to support future decision making.
	I need to review the metrics which I have been recording for the last couple of months in preparation for the HR scorecard and see what recommendations I can make from the data to improve the overall function of the HR department.
	I will need to review the KPI spreadsheets which I have set up and discuss the results in detail with my Company Directors.

	To understand the areas that my directors would like to see improvement.


	January 2022
	I met with both Directors to discuss my proposal for implementing a balanced scorecard, and the specific areas that I would like covering.

We reviewed some of the data that I had been keeping track of and discussed the impact of the particular areas on the organisation, for example the high levels of short term absence and how we could try and reduce these.

We had previously touched on the balanced scorecard in  2020 but the ongoing Covid 19 pandemic delayed any progression on this.

Both Directors were onboard with implementing a HR scorecard, and agreed to work on developing a scorecard for the other functions which would tie in with the overall functions. We agreed that I would prepare the spreadsheet template and present them with an initial draft by December 2021.

In the first instance, we agreed that trying to minimise the short term absence score was the area that I should concentrate on initially.

I feel like the meeting was successful.

	Specialist Knowledge: Employee Relations.

I need to gain a better understanding of the status of our employee engagement and how we can increase this to have a positive impact on our retention figures.


	I need to review our organisations retention statistics for the last couple of months, reasons for leaving and the feedback from supervisions & employee survey to determine areas for improvement.
	I will need to be able to review the retention figures, and gain access to supervision feedback.
	Detailed notes from all areas of feedback with any areas for further review highlighted, along with recommendations on how we can increase employee engagement within the organisaton.
	March 2022
	I reviewed the retention figures which were on average around 1.75% each month. Leavers were predominantly leaving the Company to work in a different industry, which highlighted a difficulty with the care sector in general, rather than the Company.

However, it was apparent that staff felt undervalued and disengaged, particularly the relationship between Carers and Area Managers has room for improvement. The review has given me much food for thought, and as one outcome I hope to implement an ‘Employee of the Month’ recognition award in the future.







Taking a reflective approach supports in the development of skills and provides some clarity on their effectiveness. By taking a reflective approach you are minimising the autonomy of tasks and questioning the effectiveness of processes and procedures in a positive manner which has many benefits in the long run, for example efficiency of processes, effectiveness etc. By ‘reflecting’ you are looking for a better way of doing things and questioning why things are carried out in a certain way. Schon (1983) stated that ‘reflection in action distinguishes the truly outstanding professional’ (Schon, 1983).

Education settings also recognise the importance of reflective practice, and throughout the CIPD Level 5 qualification, a number of the assignments and tasks required some level of reflection (Helyer & Kay, 2015).

Reflection can be defined as “A process of looking back on what has been done and pondering on it and learning lessons from what did or did not work” (Nottingham University, 2022). Taylor provides another definition of reflection 

" …the throwing back of thoughts and memories, in cognitive acts such as thinking, contemplation, meditation and any other form of attentive consideration, in order to make sense of them, and to make contextually appropriate changes if they are required." (Taylor, 2000).

Throughout the CIPD course I have gained a vast amount of theoretical knowledge which I have been able to put into practice within my current position as HR Manager. By undertaking a systematic approach to reflection, I have been able to understand the theory behind different approaches, and associate these with current practices within my workplace (Horn & Wilburn, 2005).

Schon (1995) identified 3 types of reflection, “knowing in action”, “reflection in action” and “reflection on action” (Schon, 1991). A further two types were later added by Ghaye in 2020, “reflection for action” and “reflection with action” (Ghaye, 2010). By using these approaches as well as Gibbs reflective cycle, I have been able to learn from my actions and the actions of others and take a measured approach to my work. I find that reflective practice helps me focus on what has gone well, and areas that require further development. Reflection also enables us to understand why a particular outcome has occurred, and what we could do to change the outcome in the future. Through reflective practice we are also able to understand our feelings in different scenarios and how these may impact on specific situations. 

Reflecting on this course overall, it has been extremely challenging to fit in the workload around family commitments, life events and a busy workload, particularly in the Covid-19 pandemic which threw multitude of challenges in my direction, especially given that I work within the care industry. This course has given me a breadth of knowledge which I didn’t imagine I would achieve at the beginning and has really supported my development opportunities within the business. It has allowed me to act at a more strategic level, rather than an operational level and my development has been noticed by my Company Directors.

I found the Personal Development Plan particularly useful alongside the CIPD profession map, old and new. The profession map helped me to gauge my current level of abilities and helped me to determine a clear path for development with different areas for review. For example, the profession map highlighted a need to enhance my understanding of my organisations insights, strategies and solutions. To achieve this I reviewed key articles and documents and discussed these with the Company directors. Having a broader understanding of the key objectives and direction of the Company has allowed me to perform better in my job role.
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	NAME:
	Chloe Tickle
	MEMBERSHIP NUMBER:       
	52076810

	COVERING THE PERIOD FROM:
	September 2020
	TO:
	March 2022



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”.)

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

	December 2020
	Reviewed my organisations strategic plan and P&L forecast, making annotations for future discussions with company directors on both documents.

	To gain a better understanding of the organisations vision, objectives and strategic direction as a result of completing a self-assessment against the CIOD profession map.
	The direction that the Company wishes to go in, the reason why certain decisions are made and the different budgets that are in place and how they are made.
	I have prepared my own HR marketing budget for the 2022 year and been involved in reviewing the new rates of pay for the 2022 year.

	February 2021
	Employment & HR Update – online course
	To understand upcoming changes in employment law for the year ahead
	Changes to contracts as of 2021 resulting from the ‘Good work Plan’.
	Updating managers, updating the Company handbooks.

	April 2021
	Managing Sickness & Absence within your organisation – online course
	To ensure that my skillset was current and there were no important changes to employment law or processes.
	That our organisation is compliant and that no changes are required.

Went through different case studies which also helped to understand different situations.
	Updating and educating managers, ensuring that our policy is current and doesn’t require any further amendments. 

Recommended that Area Managers attended the training as well to ensure they were upskilled in this department which will support the HR department in the long run.

	May 2021
	Lunch &amp Learn: Wellbeing and Mental Health - Taking care of your colleagues – online webinar
	To gain a better idea of how colleagues could be supported during Covid-19 which is a particularly difficult time for care workers.
	Good tips for supporting our employees, providing wellness action pans.
	I introduced “Wellness Action Plans” in to the organisation, and have encouraged Area Managers to offer these out to staff during supervisions.

	June 2021
	
Project planning: "Plan-Do-Check-Act" on just 1 piece of paper – online webinar




	How to manage a project from "understanding the problem" to "implementing" and "measuring success" using 1 sheet of A3 paper.
	How to gather my ideas for different initiatives in to a project plan, and how to involve other members of my Company in a cohesive manner to contribute to projects and reach a successful outcome.
	I have used this during the implementation and design of the Employee of the Month Scheme which has been rolled out and is now extremely successful.

	August 2021
	AGP Client growth Acceleration Programme
	Gain clarity and perspective on your biggest business challenges through facilitated group coaching sessions
	That other organisations all face different challenges, particularly during the Covid-19 pandemic. I specifically discussed out to upskill our workforce.
	I have utilised this in the formation of personal development plans which will be rolled out to the organisation in 2022.

	November 2021
	Lunch & learn – be a better coach
	This enabled me to think differently about how I could run processes better, faster and cheaper for maximum efficiency.
	The thought process around trying to streamline processes and which processes I could improve on.
	Streamlined the Bradford Factor process within my organisation.

	February 2022
	Lunch & Learn – How to identify & attract the right talent for your business
	Identifying the business needs and absolute essential requirements

• Identifying and communicating your Employee Value Proposition to showcase what makes your company a great place to work

• Writing the job advert content to engage potential applicants

• Where to advertise to reach your desired audience

• The need for speed & selection process methods to ensure you don’t miss out on the talent you attract
	Identifying the business needs and absolute essential requirements

• Identifying and communicating your Employee Value Proposition to showcase what makes your company a great place to work

• How to write a job advert content to engage potential applicants

• Where to advertise to reach our target audience

• The importance of speed & selection process methods to ensure you don’t miss out on talent
	Best practice for job ads and what potential applicants look for in a job ad.
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