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[bookmark: _Toc103104027]SWAY newsletter link

https://sway.office.com/fw129RJewHHEpPyG?ref=Link
Transcript of the SWAY newsletter 

‘Life of an overwhelmed recruiting HR Officer’. 
Issue 1: PG/DIP HRM bulletin roundup – my journey 
[bookmark: _Toc103104029]In this issue 

The past two years have been a rollercoaster for everyone, me included.  

Skills previously learnt to progress my career are a thing of the past; adapting my skillset to a post COVID world is now key to developing who I am as an HR Professional (CIPD, 2020c). To move forward and grow, reflection on past events to form a Personal and Professional Development Plan (PDP) is key for growth; reflection is the art of not just re-visiting an event but should include adding additional information to what is already known to create a higher level of understanding considering experiences, actions, emotions, and feelings with a purpose to learn (Paterson and Chapman, 2013).
   
Many models exist as a framework to follow for reflection; Rolfe et al.’s (2001) model has been used when describing and evaluating real-life scenarios demonstrating my skills in reference to the learning outcomes (LO).  

1. [bookmark: _Toc103104030]‘This is not what we do here’  

The below scenario and reflection links to learning outcome (LO) one and two.  
What?   
A skills gap analysis was undertaken identifying line managers did not have the required HR skills; supervisors were promoted and often left to figure this out for themselves. In true Dyfed-Powys Police nature, a HR masterclass course was requested by senior leaders to be developed and delivered in one day.  

During a HR team meeting, colleagues shared the timetable for the HR masterclass. As a Chartered CIPD member, I can identify current trends in adult learning and embed them into the learning function (CIPD, 2021) and therefore questioned whether ‘how to use HR systems’ was a good use of time as this learning need could be covered by an at point resource. Asking line managers to retain this information would lead to further frustration as system use may be months away; this is learning gained from the Designing, Delivering & Evaluating Learning (DDE) module. 

I was aware colleagues had invested time in designing the course but felt I had to raise my concerns and the value added to HR, line manager and the wider organisation.   

I was advised that this is not what we do here and embedding this learning into a one-day course is appropriate. Although my recommendation was underpinned by theory, it may have felt like a critique to the course designer, causing moments of conflict; I ensured my words and tone was supportive of the course but to consider alternative options to maximise the return on investment – as a Chartered CIPD member this should be included in the business case (CIPD, 2021).  

So what?   
The meeting was not the right forum to question the course design, as I was unable to provide strong evidence against my reasoning; my colleague may have felt that it was a personal criticism made in front of others. Due to remote working, there is a lack of other opportunities to provide feedback to the wider HR team on their projects. Not all conflict is negative, and an unresolved dispute between individuals, could fester and escalate, causing individuals to look for another job (CIPD, 2020). I tried to ensure the delivery of my opinion was supportive of the aim, whilst being mindful of the work already undertaken on creating the course. To avoid being perceived as opinionated, speak in a way which allows you to be respected and heard, ask questions rather than use statements and listen (Blank, 2018).   

As a Chartered CIPD member, I must ‘challenge constructively and confidently in the face of opposition’ (CIPD, 2021) although, I am aware that I typically doubt myself causing me to stay quiet. Although, I was unsuccessful in influencing the outcome, I had been confident enough to provide feedback based on current trends on personal learning capabilities and ‘resources not courses’ (Shackleton-Jones, 2019) to colleagues for future consideration. Initially, when work shifted to home (and Winston became my newest colleague), I struggled to find my voice in virtual meetings; knowledge learnt from studying the DDE module gave me the confidence to speak up on this occasion. Without self-confidence, employees may fear speaking up to present or share ideas; self-confidence is important to evaluate areas for development but allows employees to take risks (Indeed, 2021). 
I feel that the virtual way of working has fractured the HR team, with individuals working in a specialised functions silo. Considering Lencioni’s five dysfunctions of a team there is a lack of passionate debate due to the absence of trust and increased desire for individual recognition at the expense of collective achievement (Nada, 2015) with team members not consistency contributing the right behaviours to the team dynamic (Laemers, 2021). Without team synergy, conflict arises impacting interpersonal relationships; the Thomas-Kilmann Conflict Mode Instrument (TKI) assists in understanding the five conflict management styles, to optimise productivity and efficacy in collaborative circumstances (Altmäe, Türk, and Toomet, 2013; CAS, no date).  

What next?  
To become a dynamic HR professional, improving my self-confidence and reducing my fear of failure is a priority; this will allow me to manage myself more effectively at work (LO1). Being confident to use my voice at the right time and in the right way will also assist with managing relationships at work (LO2).   

With the current inability to be present in discussions about other HR project due to increased workloads; I would like to have the confidence to communicate the lack of collaboration and sharing ideas. I feel that currently I lack confidence – driven by self-doubt and imposter syndrome views. To re-affirm where I am now, and to achieve this goal, peer-review or 360-degree feedback is to be conducted (PDP).  I have received feedback from internal customers, who I know view my abilities more favourably than I do; exploration of this may help build my confidence and self-esteem along with wider reading.  

As I continue to work remotely, HR discussions will be virtual. I would like to ensure that I can professionally raise issues, even those that may cause conflict – being aware of my conflict management style is crucial; completion of a TKI questionnaire will fill this learning need (PDP). 

2. [bookmark: _Toc103104031]But I really like my topic.... 

The below scenario and reflection links to learning outcome (LO) four and eight. 

What?   
I was looking forward to the Investigating a Business Issue (IBI) module because I knew it would allow me to learn new skills for the workplace; research methodology, design, delivery, and analysis (LO8). I was also excited to undertake a research report on a topic I was passionate about; why women want to be police officers. I knew this topic would require a thematic analysis of qualitative data which would push me outside my comfort zone, as I typically extract, manipulate, and present quantitative data; a Chartered CIPD member can research data, analyse, and apply recommendations (CIPD, 2021) – this postgraduate course was an opportunity to learn from scholars (LO8). 

For a successful research report, I needed support from my workplace sponsor (WS). When I first spoke to my WS and expressed my topic idea, they were supportive. At this point, I knew I wanted to research the societal norms which dictate a women's career, but I was unsure what secondary research was available. I conducted an initial search and identified that there was a plateau of research. When confirming my topic with WS, they were not content; they had envisioned me concentrating on why women progress through police officer ranks - a directive from senior leaders. This was a massive curveball – although female progression is an issue, the research would heavily concentrate on perceived organisational barriers. I now had to influence my WS (LO4) to support my idea. As a Chartered CIPD member I need use impactful communication to move forward (CIPD, 2021). I calmly explained: 
· what the theory demonstrated 
· how the learning can be used to recruit more female officers which is heavily monitored by the Home Office  
· concerns that internal officers would not interact with a survey regarding this topic; a similar survey was undertaken in 2018 and there is little evidence that the organisation has listened and enacted any change 
· it would be easier to engage with recruits to seek their untarnished views 
WS was agreeable to my idea and has been a great ally in ensuring the success of my research report.   

So what?  
To influence my WS, I provided valid insights to underpin my argument from a variety of sources, whilst being aware that my bias would be towards the outcome I wanted; evidence-based practices are a core CIPD value that promotes the application of critical thinking, the use of data from multiple sources assisting with the elimination of bias (CIPD, 2022). I utilised the GROW model (Performance Consultants International, 2009) to put my case forward for my chosen topic; I learnt this idea through a virtual classroom activity to apply this coaching model as a problem-solving tool during the DDE module.  

Learning from the managing employee relations module and my assignment where I considered how my organisation can improve employee engagement, I noted that the employee voice will exist whether we choose to listen or not (CIPD, 2021c). This underpinned my argument to undertake the topic of my choice as a previous survey had been conducted but there had been delays in communicating results; this can undermine the legitimacy of the survey (Bennet, Saundry and Fisher, 2020). The CIPD code of conduct states that members uphold their responsibilities as professional people towards the wider community (CIPD, 2020a) – I considered the impact a change of topic would have on employees who engaged in the last survey and their line managers delivering the psychological contract (CIPD, 2022a).  

What next? 
I enjoyed completing the IBI research report. I have enrolled in the PG/DIP HRM course however I am considering enrolling on to the MA Strategic People Management final year at UWSTD as this would be the completion of a larger research report (UWSTD, no date). My reservation is how difficult it has been to balance my studies and working a demanding job. I would also need to self-fund the course; therefore, a conversation would need to take place to determine if I receive organisational support to undertake further research; this time I might not be able to influence the topic choice as I have already successfully negotiated this before (LO4). My PDP will reflect this to ensure that I am making the right decisions about my academic future, including the creation of another influencing business case for my chosen research topic. 

I was confident using the GROW model as an influencing tool to solve a problem; however, I would like to use this again for coaching. I feel like remote working and unrealistic deadlines have forced my leadership style away from this ethos and towards a more command and control style. Forcing myself to use a coaching ethos when asked for problem-solving again will enlighten my passion for this approach.   

3. [bookmark: _Toc103104032]We need more police officer candidates 

The below scenario and reflection links to learning outcome (LO) three and five. 

What?   
The UK Government pledged to recruit 20,000 police officers nationally (Gov, 2019); each force being allocated a percentage creating a yearly recruitment target for the next three years. The recruitment plan for 2022/23 was created based on historical trends; this was before a labour shortage (ONS, 2021), ‘the great resignation’ (Chugh, 2021) and negative media attention impacting females trust in policing (Bates, 2021) causing significant issues in attracting candidates to the role of a police officer (DPP, 2022a). 

The national recruitment process has various stages of assessment (CoP, 2022) where candidates are organically lost and subsequently the process is long due to stringent employee checks undertaken (DPP, 2021). Considering the recruitment candidate pipeline based on previous campaigns, it was evident that there would not be enough candidates for the number of vacancies; this was a problem that needed solving quickly (LO3). As the recruitment senior manager was abstracted from work, a case was put together and submitted to the Strategic Resource Group (SRG) (DPP, 2022); chaired by the head of people services and decisions made by high-ranking police officers. During this meeting, I had to deliver the case against the risk highlighted and answer any queries to ensure this was approved, as the evidence was sound (LO3). As a CIPD Chartered member, I can make well-judged decisions by considering a range of information and adapting business operations based on the business (CIPD, 2021).  

So what?   
The risk of not meeting the required numbers could be a monetary fine imposed by the government. As the data is published it could attract negative media coverage; further impacting the recruitment attraction and my role to recruit talent with increased demand to improve the employer brand – learning realised through the resourcing and talent management module. As a recruitment officer in a small team, I feel responsible for ensuring these numbers are achieved; I can see the long-term impact this will have on the organisation.   

Following each police officer recruitment campaign, I create a candidate funnel diagram demonstrating the dropout rate at each stage. I am confident in creating people analytical reports, using the recruitment system data to make sound and justified decisions driving organisational growth; the HR profession needs to build skills for creating a strong connection between people data and business (CIPD, 2018).   

To build this sound business case to run an additional recruitment campaign (LO3), I referenced data over the past two years, taking an average and applied to the current recruitment pipeline (DPP, 2022b). This showed that the number of candidates in the recruitment process would be lower than needed for the number of vacancies, creating an organisational risk. As a Chartered CIPD member, I can align people data from the recruitment system with business intelligence from the workforce plan to inform recommendations. I have created data reports regularly as part of my role however the IBI module increased my understanding on how to think critically about a topic; underpinning thoughts in assignments with credible theory/data has improved my contribution to reports. I have not previously presented the data to an approval panel before. I was nervous about this element of the submission.  The submission was well written, clearly outlining the request for an additional recruitment campaign; I utilised the RBVF concept to demonstrate the proposal, identifying and inside out approach to the recruitment strategy (Farnham, 2015). When presenting to the forum, although supportive of the idea based on the data provided, the immediate feedback received was a lack of financial cost understanding. To be competitive, organisations need to integrate HR and Finance, considering and employee as a cost centre (Rosencrance, 2014).  

The cost of recruitment is not shared to my level, and I was unable to undertake a cost analysis of the proposal in my line manager’s absence. I has some awareness of costs associated with the invoiced elements and I was able to present this knowledge during the meeting; I do lack knowledge of the other budgetary constraints (LO5). As a public sector organisational, not profit-driven, budgets awareness is top level only. Although I could not provide HR budget costing during the meeting, I did equate this against staff resources time, a budgeted cost, for administering the process and assured the senior leads that the recruitment team had capacity.  

What next?   
To make sound strategic recommendations, understanding the cost of recruitment at DPP is needed, especially as public sector budgets tighten due to rising costs. Recruitment is an essential part of HR activities and as a recruiter, I should be able to demonstrate how I add value through these activities; my PDP will reflect a request to be aware of this data and a request to undertake a analytics course to further build on my knowledge. 

Being exposed to this strategic level of decision making in the absence of my senior leader has confirmed that I do want to progress my HR career to the next level, including obtaining CIPD Chartered membership (CIPD, 2022b). I have already reviewed the job profiles for the senior manager roles in DPP and although these do not ask for Chartered membership, jobs externally at the next level – HR Business Partner – typically do ask for Chartered CIPD membership in both public and private sector organisations.  My PDP will reflect my journey to become a Chartered CIPD Member.  

4. [bookmark: _Toc103104033]We should get it right first time 

The below scenario and reflection links to learning outcome (LO) six and seven. 

What? 
As the recruitment system superuser, I attend weekly meetings with all four Welsh forces.  

Note: the recruitment platform is a collaboration between all the four Welsh forces and therefore changes need to be negotiated and agreed by all; it is Superuser responsibility to continuously improve the system, enacting good changes for both our recruiting colleagues and candidates.  

A new element of the system linked to recruitment references had been scoped collaboratively over the past few months and was ready to be tested; the current process is administrative heavy. As an organisation, references are requested from all past employers over the past three years, including a current employer – if candidates do not have any previous employment character and education references are requested.  

Before the meeting, I tested this alongside a colleague; this not only provides another perspective but will reduce resistance to change. Individuals will react differently to this change, and I play a key role in communicating this change to ensure it is successful. 

When testing the change, it was clunky and confusing for the candidate; this was an issue for us as recruiters. During the superuser meeting, the system manager was asking for approval to sign off the work. One force raised concerns that if we are creating this, it should be right the first time. Although the system changes had resolved an admin heavy process, I agreed – it needed to be fully fit for all users; if we did not resolve our concerns now, we would have to re-visit this work again. An idea was raised to rectify the issue; however, the system manager was unable to fully understand. I understood and agreed it would resolve our issue. Applying my knowledge of the system (LO6) and use of people management skills (LO7), I worked collaboratively until the idea was fully realised; using effective listening and communication skills but ensuring I remained relatable to both individuals.  

So what? 
I am passionate about recruitment and any changes made to the process/system should not negatively affect the candidate's journey; I feel like I have a responsibility to administer a successful recruitment process as the function does not operate in vacuum impacting the employer brand (CIPD, 2021d), onboarding process and long term, retention (CIPD, 2021e); this was reaffirmed through learning from the Resource Talent Management (RTM) module. In the current labour market, it is crucial that I have the skills to react to the external environment to improve attraction and competitive advantage; undertaking regular PESTLE (CIPD, 2021a) and SWOT analyses (CIPD, 2021b) to keep abreast of the changing VUCA environment. 

As taught through the leadership module, I am aware that any changes made, need to be communicated clearly. Lewins three-phrase change model defines a systematic. simple approach to enacting change referring to for and against driving forces (Rees and French, 2016); this change is in the early stages of development therefore now is the time that I should be reinforcing the need for change to reduce future resistance. Timing delivery of communicating the change is important and should focus on adopting a business orientated strategy and business goals (CIPD, 2020b); any change may cause individuals to experience the effects of the Kubler-Ross change curve (Savi Leaders, 2019). As a Chartered CIPD member, I should be confident to ‘assess the best ways to achieve and sustain change’ (CIPD, 2021). I am an ambassador for change and have attended continuous improvement practitioner training in the past – my perceived barrier is the lack on interaction from colleagues on areas of the system that frustrates them; I can only change what I am aware of.  

This meeting allowed execution of a strong people management soft skill set which is transferable to other HR functions, such as interviewing, employee appraisals, and presenting; listening, mentoring, and seeking opportunities collectively help HR professionals be fluent in the business world (Ulrich, Schiemann, and Sartain, 2015). It was evident during the meeting that a solution was required, when one was offered, the individual was given time to express their point of view and I listen to understand and not just to reply (Matthews, 2012).  

I have increased my IT proficiency over the past few years as I have had to be able to make changes to the recruitment system such as the use of coding expressions and visibility rules. Having this insight, understanding and knowledge of the system allows for the right change to enacted.  

Now what?  
I have a passion for change and sometimes forget that others might not have the same mindset. I tend to work in a silo when making change however I need to find a way to engage others; if change was being driven bottom up, it can be used to influence senior leaders.  Exploration of a people management skillset and actions I could take to engage others to want to drive change. 

I have strong IT skills in a vast amount of different IT programmes. I have completed all the training for the recruitment system that is available to me; the next stage is to look at how this system could incorporate into the website. As the content creator for this, RTM module learning reminded me of the impact of the employer brand.  DPP use a Content Management System (CMS), although I have received some training, I have not had the time to embed that learning through action. My PDP will reflect giving myself dedicated time to refer to the user guides, learn system functionality and identify any individual learning gaps.  

[bookmark: _Toc103104034]In Conclusion 

I have learnt a lot in two-years on this course, some I have already had the opportunity to apply to my current role. The next steps, is to prepare myself for a senior role in HR. My PDP reflects my drive to continue learning in my current role, whilst expanding into new opportunities. 
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[bookmark: _Toc103104035]Personal and Professional Development Plan (PDP)

When self-assessing using the CIPD professional map, my learning plan generated is geared toward my current role where I specialise in recruitment. My PDP outlines the learning realised from undertaking this reflection exercise; consideration is given to short, medium, and long-term actions. 











	
Development plan




	NAME:
	Katherine Hobbs
	STUDENT NUMBER:       
	1550595

	COVERING THE PERIOD FROM:
	May 2022
	TO:
	May 2024



	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

	Cost of recruitment (LO5)
	Find out if this is something that can be shared. 
	Create a sound explanation on why sharing this information would benefit me in my current role.
	(1) Receive the information
(2) Use the information to inform recommendations.
(3) Cost analysis the impact of the changes implemented
	July 2022

	What is my conflict management style? (LO2)
	Complete and review the TKI questionnaire
	Allocation of time to complete
	Application of questionnaire in the workplace
	August 2022

	
Masters course (LO8)




	(1) Find out how much time is required for the course. 
(2) Any pressing HR issues which need researching?
(3) Financially viable? 
	(1) Lecturer time to have a conversation 
(2) Dedicated time to speak with DPP senior team
(3) Review personal budget
(4) Speak to close friends and family for views
	I know that I want to progress to the final year – the decision is whether I do I now or have a break. I will know I have made the right decision due to self-awareness of feelings and emotions. 


	July/August 2022

	
Research topic idea (LO8)

	(1) Brainstorm ideas
(2) Decide on a research topic
(3) Organisation support? 
	(1) Create an evidence-based case for what the report will cover and impacts the organisation
(2) Speak with line manager 
	A fully supported organisation topic for research; ideally one that is within recruitment and covers something that I am passionate about. 
	Sept 2022

	Chartered member status (LO3)




	Step 1 – complete the online pre-assessment form
Step 2 – upgrade membership 
(2) Completion of an application form and obtaining feedback from a colleague or line manager. 
	(1) Online CIPD documents
(2) Speak with a colleagues
(3) Determine who will provide me with the feedback
(3) Complete the application form and continue to review over the next few months
	Obtain Chartered CIPD membership
	Submit by May 2023 (first upgrade submission free if with first year of achieving qualification) 

	Research how to engage others in change programmes (LO7)
	(1) Internet 
(3) Change practitioners
	(4) Dedicated time
	Engaging others in change and identifying areas that frustrate them
	May 2023

	
Build confidence skills (LO1)

	(1) Attend a critical conversations course
(2) Read the Chimp Paradox – the mind management book and instant confidence by Paul McKenna
	(1) Line management support for the course
(2) Source the two books – check LDS library 
(3) Allocate time to read and fully absorb the learning.
	Self-understanding on why my confidence levels drop sometimes. 
Being self-aware that I am using my voice more in meetings when I believe other people’s ideas/thoughts are more valid than mine.
	July 2023

	Receive colleague feedback (LO1)
	Participate in 360-degree feedback
	(1) Line manager support
(2) Dedicated line to embed learning
	When I make changes based on feedback
	Dec 2023

	Review CMS user guides (LO6)
	Allocate dedicated time to learn
	(1) Buy in from line manager
(2) Resource from the dept
	Re-build elements of the website
	March 2024

	Data analytics course – funded under the apprenticeship (LO3)
	Line manager support
	Allocation of time to complete
	Completion of course 
	May 2024

	Integrate coaching styles into conversations (LO4)
	Undertake active listening during conversations; being mindful on using coaching techniques 
	CIPD coaching factsheet
	Self-awareness of using the methods day-to-day
	May 2024
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