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Development plan





	NAME:
	Catherine Ann Evans
Additional Development needs highlighted in red – added March 2022
	MEMBERSHIP NUMBER:       
	49835269


	COVERING THE PERIOD FROM:
	October 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”.)

	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

	
Insight, Strategy and Solutions

Gain an understanding of the organisations objectives and how they align to my role.












Develop my project management skills to support the delivery of our targets



Spot potential trends and risks for the organisation 





Gain a more in-depth knowledge of HR Law to achieve a greater understanding

	



Read and summarise documents prepared for the Senior Management meetings.


Attend Peoples Board meeting.

Arrange meeting with Dylan Davies – Senior Manager Workforce Planning to gain understanding of the workforce plan and the strategic aims



Use the internet to develop project management skills.




[bookmark: OLE_LINK1][bookmark: OLE_LINK2]Collect and analyse data from next recruitment campaign to identify areas that need support and identify reasons for reduced attraction.



Arrange meeting with Employee Relations department to identify where the organisation gets information and advice


CIPD Employment Law learning resources


Attend relevant CIPD webinars



	



SMT meeting reports including Peoples Board report for previous meeting.





Workforce plan 2017-2021






Internet tutorials and meet with Line Manager to request Advanced Excel course.



Meet with Senior Manager to discuss areas identified

Liaise with other Welsh Forces to identify any trends and solutions



Research employment law relevant to role




CIPD access
	



Detailed notes that summarise contents.


Detailed notes made from meeting attendance.


Discuss strategic aims confidently and provide recruitment data to assist with the new plan




Completion of course





Suggest initiatives to improve areas identified






Shadow colleague in Employee Relations to increase understanding of role.



Completion of Understanding Employment Law module
	



Ongoing attendance at all meetings.






Late 2021






Dec 2021





This work is carried out continually through each recruitment campaign





Due to covid this has not been possible but will arrange once smarter working implemented



Successfully completed employment law module.


Attended various CIPD webinars

	

Resourcing and Talent Planning:

Analyse data to identify length of recruitment processes 




Improvement of role profiles





Improve knowledge of police officer recruitment









Improve presentation skills and become confident in the delivery of training

	




Collect and analyse data from next recruitment campaign to identify areas that could be improved


Meet with Senior Manager Recruitment to discuss development of new role profiles to accompany vacancy adverts


Attend Southern Recruiters Network meeting in order to gain insight into other forces recruitment processes


Research best practice and selection processes to identify areas of improvement



Design and deliver recruitment process presentation for Police Officer workshops


	




Meet with Team to share findings and brain storm ideas for process improvement.



Research and provide sample role profiles and discuss reduction of attainments for ease of application and shortlisting.


Authorisation from Senior Manager Recruitment to attend meeting




CIPD website, online HR resources





Approval from Senior Manager 
	




Suggest new initiatives in order to improve the process




Develop and implement new role profiles.




Detailed notes from meeting and comparison of processes.


 

Knowledge to allow me to suggest initiatives for improvement to Senior Management Team



Deliver presentation confidently and analyse feedback forms after event.


	




Ongoing through each recruitment campaign




New role profiles being launched April 2022




Attended Southern Recruiters meetings frequently since early 2021



Implemented new processes for police officer recruitment – June 2021 and ongoing



Led on numerous online workshops since 2020



	
Collaborative:

Devise and implement new interview booklet as causing tensions within team



Reflect on how I contribute to the work of the team



	


Research the Competency and Value Framework to increase knowledge



Discussion with the recruitment team on how they feel I contribute to the team and how we support each other
	


Arrange a recruitment team meeting to discuss improving the interview booklet development process which is causing team members problems.


Informal discussion within our weekly Recruitment team meeting
	


New interview booklet template with split in competencies 




Notes from meeting
	


Completed December 2020





Carried out 360 feedback





	Courage:

Reflect on previous recruitment campaign and problems solved




Help colleague to improve confidence





	

Meet with colleagues and Manager to discuss problems faced during previous campaign and how and why we dealt with them in the way that we did. 


Provide support to apprentice to encourage them to speak up when facing any problems and to present and co-ordinate testing for recruits.
	

Place on agenda for monthly recruitment meeting.





Daily support and coaching in process
	

Positive discussion notes around the processes followed and ideas of how to improve future situations.



Apprentice confidence to co-ordinate testing for new recruits







	

Discussed in monthly recruitment meetings





Implemented since February 2021

	
Increase knowledge of CIPD


	
Complete the Level 5 Diploma in Applied Human Resource Management
	
Continue attendance at UWTSD as gain better insight by attending and having discussions with other class members.
	
Achievement of qualification and build up network
	
Due to complete in March 2022

	Time Management






People Practice

Find out about skills gap analysis within organisation


Introduction of smarter working practice due in April 2022


	Research time management and achieve better work/life balance






Meet with L&D colleague to identify how skills gaps are identified


Develop workshop for managers to help them work well with their teams that are hybrid working.


	Discuss with Mentor







Read CIPD factsheet on talent management




Meet with lead from Smarter working group to discuss ideas for implementing


	Use of time management techniques and priority setting






Suggest initiatives to implement improved ways if applicable to identify our skills gaps – due to pandemic predicted skills gaps will increase

Introduction of online courses for ease of access for Managers to meet individual and organisational needs
	Ongoing







December 2022





Ideally prior to implementation or by end of April at latest

	
Working inclusively

Look at what areas could benefit from working inclusively


	


Include L&D in our planning of the new interview and assessment weekend
	


Invite L&D team to join our next meeting to discuss future developments and improvements

Complete CIPD online course on working inclusively

	


Improve relationships between departments by introducing inclusive way of working
	


Start from next meeting in April 2022 and ongoing

	
Resourcing

Research other forces recruitment process – look at new ways to increase  attraction


	

Identify sources of resourcing data to benchmark processes and candidate experience to identify areas of potential improvement.


	

Develop feedback questionnaire for police officer and staff applicants.

Attend CIPD course on recruitment and selection

	

Analysis of feedback reports received to identify areas that require improvement and to identify what works well.
	

Implement for next recruitment campaign and ongoing

	
Talent Management

Support the planning and delivery of talent management





Involvement in promotion board process 

	


Research ways to diversify our talent pools





Take lead on Sergeant promotion board process to increase knowledge base


	

Research approaches to career pathways including direct entry Inspector and fast track for PC to DC

Read CIPD factsheet on succession planning

Look at existing promotion board process and streamline for next process.  Set up team and allocate responsibilities.  Use previous feedback to improve process.

Issue amended feedback forms following process to identify areas for improvement. 
	


Improved knowledge of existing talent pools and identify ways to increase pool. 




Analyse updated feedback following process and make implementations as and when required. 
	


March 2023






Next promotion board due May 2022 – ongoing

	
Employee Experience

Expand employee engagement survey used for Contributing to Employee Engagement assignment






Support development of new employee initiatives



Look at ways to increase female attrition rate – join support groups




	


Send out employee engagement survey to departments

Set up working group to improve employee engagement within organisation




Meet with payroll lead to discuss employee incentives



Join Gender Equality group 
	


Support from department leads and workforce with high completion rates


Read engage for success report 



Research existing employee recognition incentives and ideas for new initiatives




Carry out research and use resources from the gender equality group in our familiarisation event on 14th March

Assist with International Womens Day events on 8th March
	


Reassure feedback will be acted on

Analyse data and identify areas for improvement ie. develop talent, recognition



Support from Chief Officer group to implement new incentives – research family friendly incentives, contribution towards bills for home workers etc.

Increased attrition rate




Increasing networking within organisation
	


Annual survey







September 2022






Attended March meeting and using resources in next familiarisation and going forward


Attended meeting on 14th February
Completed 8th March 2022
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	NAME:
	Catherine Evans
	MEMBERSHIP NUMBER:
	49835269


	COVERING THE PERIOD FROM:
	October 2020
	TO:
	March 2022



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?

	
Insight, Strategy and Solutions

October 2010 and still ongoing









October 2021



December 2021




January 2022





Ongoing








Resourcing and Talent Planning:


October 21 – March 22





June 2021










November & December 2020
November & December 2021



March 2022
	



I have attended various Senior Management meetings including the Senior Resource Group, Force Resource Group, Peoples Board and weekly SERG meetings.
Also attended the Southern Recruiters meetings and the Wales Collaboration meetings.



Provided recruitment data to assist with preparation of new Workforce plan.

Attended Advanced Excel Course




Collect and analyse data  recruitment campaigns – meet with other Welsh Forces



Attendance at CIPD webinars. Attended the following online.
8/2/21 – Training the Workforce for the new normal with Kate Jackson
9/11/21 – Compassionate Leadership with Chris Newport
Watched various recorded CIPD webinars on Youtube.





Developed new role profiles with the recruitment team





Implemented new selection process as part of our police officer recruitment – arranged face to-face role-based evaluation process which is a customer service based assessment to evaluate communication skills.




Developed online familiarisation workshops for the application process for the role of Police Officer and Special Constable




Develop presentation and event for online assessment centre delivery
	



I have already expressed an interest in attending these meetings and had the opportunity to attend 2/3.  My Senior Manager is currently on  long term sickness leave and I have been regularly attending all meetings in her place.




New Workforce plan required for 2022.


To increase project management skills



To help us identify areas that need support and identify reasons for reduced attraction.



Continuous Professional Development











To reduce attainments which will hopefully reduce abandonment of applications.




Identified that we were progressing applicants that were not suited to the police officer role and the National Assessment Centre process was lacking in certain areas – especially since the face-to-face element was removed due to covid.  Increased number of leavers during probation period.


To provide information to applicants and also to increase my confidence in presenting




To assist applicants in the new process 



	



By attending these meetings, it has allowed me to understand how my role aligns to the organisational objectives.
My confidence has grown and I realised that I knew more than I originally thought I did – my knowledge base has grown through attending these meetings.



I now understand the workforce plan and the strategic aims.


Various elements of excel that I had no knowledge of which has helped improve my skills


Identified that the attraction rate was aligned with other welsh forces




Increased knowledge in various areas of HR.











Identified that our existing process is deterring applicants





Our processes have suffered from removal of face-to-face elements of the selection process – hopefully this will be eliminated as we return to normal working practices





Be prepared for all questions and accept that we don’t always have the answers at the time but always respond following the event.
Realised knowledge base is expansive around PC but more knowledge required on Special Constable

Due to increased loss of applicants at assessment centre event needed to provide guidance
	



Continue attending the meetings and this will also take pressure off my Senior Manager on her return to work.







Continue to assist the Workforce Planning Manager with the new plan


I have been able to utilise pivot tables to present data from recruitment campaigns and various other formulas etc. that I have learnt.

Developing feedback questionnaire to be issued to applicants to identify why non-completion or progression with applications.

Continue attendance – recently received timetable for return face-to-face events that I will attend.










New role profiles ready for implementation in April 2022 and we will review the process over a six month period.



Review leaver data – hopefully see a decrease in leavers during probation.







Ensured knowledge base increased in readiness for next event.  Arranging event for PCSO campaign in May 2022.
More assistance required during online event to monitor questions posted in chat

Event to be held April 2022 – track attrition rate over next two events

	Collaborative:

December 2020




May 2021




February 2021










April 2022
	

Met with the recruitment team to discuss improving the interview booklet 


Carried out 360 degree feedback with the recruitment team



Worked with apprentice to improve confidence in her ability.  She was able to shadow me in the recruit testing days until she felt confident enough to lead.






Completed CIPD Level 5
	

The interview booklet development process was causing issues to team members – agreed to split competencies for ease of use.

To identify how I contribute and support the team



Increase confidence in her ability – as she is younger than many of the recruits attending the testing she felt that they didn’t respect her.  I assured her that she knew more than them about the process and she needed to display confidence.




To increase HR knowledge
	

Brainstorming ideas within the team led to improvements for the development team that have to create the booklets and also the interview panel.
Communication is vital.  Feedback was really good but we need to meet regularly as a team to discuss workload.

Identified that even though my apprentice came over as confident – inside she was dreading these events and was getting worked up about it.







I have learnt so much from this qualification which I have been able to put into practice and improve myself as a Recruitment Officer.
	

Currently happy with amended process and feedback from panel members that it is working well.


Arranged weekly recruitment meetings to ensure team are managing workload and to offer support.

She has now single-handedly co-ordinated the last three events but I always ensure that I am in HQ to support her during these days in case of any difficult situations.  She is reassured knowing that I am on hand and her confidence is increasing.  I have also encouraged her to start her CIPD Level 3 which she has recently commenced.

Will look into completing my Level 7 qualification and continue to attend CIPD events.








Development record

Development record
Reflection

The CIPD (nd) describes Continuous Professional Development as an investment that we make in ourselves which helps us to keep our skills and knowledge up to date and also states that reflective practice is the foundation of professional development.  I have used Gibbs reflective cycle, as its questioning framework allowed me to assess what had gone well, what hadn’t and what could be improved.  Gibbs (1988) tells us to learn, it is not enough to just have experience as without reflection, the experience can be forgotten and the potential for learning lost. (Mindtools, nd)
I feel that I have achieved the majority of my outcomes detailed on my plan, although the pandemic has resulted in some amendments or delays but as we return to the office over the next few months, I am confident that these will be achieved.  When developing my plan, I did not envisage that they would all be achievable, but have been surprised by how much I have been able to complete.  I have become involved in more processes than I imagined would be possible.  One of the major barriers was the pandemic, as many meetings and events were cancelled, although due to many meetings moving to online this has made it easier to attend.  Due to these changes, I have now become involved in more than anticipated over the last six months, and have become part of forums including the Informal People Consultative Committee, Ethics Committee and Independent Advisory Group.  I have recently become involved with the Gender Equality Group and we are meeting monthly – we have highlighted our female attrition as a risk and I have been working closely with the Inspector to develop videos to be used in our upcoming familiarisation event.  We adapted many of our recruitment processes at extremely short notice but have been able to achieve our targets and improved many aspects of the process due to the changes required.  By asking approval to become involved in more Senior Management meetings my knowledge base has increased considerably along with my confidence.  As my Senior Manager is on long term sickness absence, I have taken on increased responsibility and decision making and have done this with ease due to my increased confidence in our processes due to the research and learning carried out as part of my qualification.  Completing my course has been a personal achievement, and on reflection, although it has at times been challenging with timescales and work commitments, I have expanded my knowledge in all areas of Human Resources and as a Recruitment Officer this has been invaluable as I am currently in a specialist role but now feel confident to assist other HR departments.  I am currently considering completing the next stage of my development which is the CIPD Level 7 qualification as I feel that this would further enhance my knowledge.  
I have undertaken an assessment using the new CIPD Profession map and identified areas of development –The CIPD tells us that continuous professional development is a mix of approaches, techniques and ideas that will help us to manage our learning and growth and I will continue to use the map to develop and enhance my skills into the future.  Completion of this course has increased my confidence, professional credibility and helped me face unexpected challenges that I have met over the two years.  I started this course at the age of 50 and felt that as I was nearing the latter part of my career it may not benefit me as much as others, however I have been overwhelmed with the increased knowledge, confidence and sense of achievement that I now feel as well as the network of people that I now consider as my friends.  We set up a social media group at the start of the course and have used this to support each other and as studies have shown that ‘cooperative learning experiences result in higher levels of achievement’ (Maughan and Webb, 2001) this will hopefully have assisted in getting us all through the course.
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