Blogs 

Blog 1 – The 4-year Challenge
Focusing on LO2 & 6
I will be using Gibbs model of reflection (1988) to critically evaluate the experience to conclude areas of development required in each scenario.
Description 
For the last 4 years in the HR department, we’ve been looking for an effective HR system that would minimise the administration tasks, provide quicker reporting and accessibility to employees. In the absence of a HR system, we’ve found that COVID-19 has proved equally challenging, and information was mishandled and lost over multiple spreadsheets. We were also finding that without an effective system, administration and reporting tasks have become extremely time consuming, for example a simple headcount report can take up to 5 hours to generate, wasting HR resource and causes inefficient HR decision based on unreliable data.
The main reason why the project was delayed over the 4-year period was due to the HR Director. During this time, she didn’t see the need for a HR system and believed that HR systems were “data dumps”. I particularly believe that she didn’t understand the development in technologies and therefore indirectly discredited HR systems due to her feeling intimidated by technology. After 4 years of negotiations, we compromised on functionalities and responsibilities for the system, and I found an intuitive HR system that was simple to use and created in-depth analytic reports for the team. 
Once the system implementation was complete, we conducted training for all employees and managers. We deliberately gave training for the basic functions of the system as part of the HR training strategy in order not to overwhelm employees (CIPD, 2020). We experienced some push back from managers and older employees, worried about computer functions and accessibility. To mitigate this, we effectively communicated with employees regarding what would support their digital confidence with the new system such as having walk in sessions, one to one training and providing a desktop within the business for those who didn’t own a computer or smart phone (Bazley and Brooks, 2013; Ismail, 2017; Mayhorn and Thompson, 2012). 
Pushback received from the managers were workload related, however we explained to them that this system would replace a lot of manual work and provide accessibility to most of the team’s information, allowing effective communications to their employees when requesting HR information such as outstanding annual leave, performance data etc. 
Feelings 
During the implementation of the system, we found that simple data population was difficult as the data was spread over multiple spreadsheets, paper-based documents, and mishandled information. However, once this was completed it was extremely satisfying that our 4-year challenge was finally achieved. The new system allowed advanced HR strategic decision making and shows more accurate reporting information. 
Throughout the business, the system was welcomed, however the older members of the workforce did feel slightly overwhelmed with the advancement, especially when it came to management of employees. We tried to maintain regular communications and one to one training if needed but found that some of the older members of the workforce avoided using the system. 
Evaluation 
The implementation of the HR system was unique. The downsides about the experience were time constraints of populating employee information, learning the system to be the expert within the business (which included learning all the setting functions) and attempting to avoid selection of wrong settings that may disrupt the systems operations was difficult. Although there were positives from this experience, I also found that there was a lot of collaboration from employees, and it was viewed as a welcomed change within the business. 
Analysis  
HR systems have now become an essential tool to HR departments in order to improve productivity and the effectiveness to make well informed and ethical decision making (CIPD, 2021b; Holliday, 2021). The business also had to implement this change to keep up with the fourth industrial revolution (McLeod, 2020) to work more efficiently with its time and develop its people strategy for agile working and learning culture (World Economic Forum, 2019). Reflecting on the CIPD professional Map (CIPD, 2021a) I reflected on the technology and people section within the core behaviours to influence and guide my decisions of the system within the business and how that would affect people efficiency and engagement.
During the negotiation with the HR Director, we adapted the RADPAC model of negotiation (Janse, 2019). We had to further understand her requirements for the system and debate on some functionalities of the practices. Looking back if we used this technique 4 years ago, I believe we’d have implemented the system. 
When conducting training, we had to effectively communicate with employees and managers to make sure they understood the system. To do this we designed the training based around Gardner's Theory of Multiple Intelligences (1993), to in assist with everyone’s learning needs and develop other methods of learning such as developing resources and infographics (Shackleton-Jones, 2019). 
Conclusion 
In conclusion, as the employee data population was recorded on separate spreadsheets, this added time to the implementation, causing delay. Additionally, if given the opportunity I would have started negotiating sooner with the HR director and provide additional time to train employees. 

Action plan 
If I had to do this over again, preparation and set SMART objectives within the implementation plan would be key as the implementation was rushed due to daily responsibilities. This allows the opportunity to develop my time management, negotiation and communication skills as the process was essential delayed due to misunderstanding of desired criteria.  
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Blog 2 – Supporting Employees through Harassment.
Focusing on LO3 & 7

Description 
It started with a bullying accusation against a senior manager (SM), at the time I thought with would be a straightforward investigation. We started to conduct the investigation process by interviewing employees, as the interviews continued the allegations of bullying quickly turned into serious sexual harassment claims towards women. 
As the allegations escalated, we had no other choice in line with ACAS and Company policy, to suspend the SM for the duration of the investigation. As we were conducting the suspension consultation the SM become very irate despite explanations of why we came to these decisions. We also explained to the SM that this decision was based on the serious allegations made against him, though we weren’t accusing him but to enable a thorough investigation and for his protection his suspension was required. 
Once suspended, we didn’t realise that the SM’s manager influence ran deep within the business and soon, we had witnesses leaving, other employees intimidating witnesses and witnesses revoking their statements. We interviewed over 50 employees throughout the business, some were reluctant to speak as they were afraid of the consequences and others broke down crying about all the harassment they experienced. We then invited the SM to an investigation interview, however during the interview the SM refused to answer any of our questions stating, “no comment”. I explained to him that this was a serious investigation meeting and by refusing to answer our questions he’s not only blocking our investigation but him refusing to speak would have an impact on the next steps of the process. He still refused to speak.  
During this process and interviewing, employ’s productivity and morale decreased, we experienced a higher sickness absence rate and turnover as employees were afraid. To further avoid this and to put our employee’s wellbeing first, we revised all the employee statements and made an evidence-based decision that we had reasonable doubt that he was responsible. However instead of a lengthy disciplinary process the CEO decided to offer the SM a settlement agreement and focus on the wellbeing on his employees. 
Feelings 

This was a challenging experience for the entire Company. I’d never handled a case like this before, I was devastated by the whole experience. It was also difficult to remain unbiased in these situations, when employee’s started talking about their ordeals, it was hard not to remain calm and non-judgmental. 

The employees were equally traumatised by the experience. Most of the SM’s team were provided counselling sessions for their ordeals. It took a lot of time, but we created an open employee communication after the event to make employees feel safer at work and for them to be able to raise concerns. 


Evaluation 

I believe that the negative of the situation was that the sexual harassment had been going on for so long and employees felt that they couldn’t speak to HR or the CEO as they felt that they wouldn’t be believed and felt threatened. Also, the internal conflict that it caused, employees that were interviewed were threatened by other employees under the SM influence, which we dealt with separately. 

The positive of the situation is that after the conflict we worked with employees to create a stronger and open working environment and encouraged open communications for all employees. We also ran additional dignity at work sessions and harassment at work workshops. (Anderson, 2021; CIPD, 2022; Equality and Human Right Commission, 2020).
Analysis 

During the investigation processes we followed the ACAS best practice guide (ACAS, 2019) and the Company’s Dignity at Work policy (Naissance, 2019), which made the procedure easier to follow, providing a step-by-step guide of decisions that needed to be made and actions required. When making the decisions to conclude whether the SM was responsible of the acts, we referenced to the Equality Act (2010) to provide further guidance, to which we concluded he was responsible with accordance to chapter 2, other prohibited conduct. 
I also referred to the employee relations (CIPD, 2019a) section of the specialist knowledge in CIPD (2021) to further influence our decisions regarding how to resolve conflicts relating to the employment rights and impact on the Company culture, which led to the decision of offering a settlement agreement. 
I also considered evidence-based decision-making (CIPD, 2019b) and situational decision-making (CIPD, 2019c) and The Ladder of Inference (Senge, 1990) to make informed decisions of the situation, taking into consideration ethics and risks to the business.
Conclusion
In conclusion, the investigation conducted involved most of the production team, causing them to experience traumatic events. It was difficult to remain unbiased and ultimately, we had to make evidence-based decisions centered on the evidence collated. 
I recognise that I need to develop my emotional intelligence from this as it was difficult not to form an opinion based on witness statements without knowing both sides. I also feel that I need to develop stronger employment law skills in relation to processes and consultation skills, though I believe it would have led to the same outcome based on the internal circumstances. 
Action plan 
If I had to do the same again, I would seek help from experience senior managers and ask for extra resource. I would also consider possible hiring an external investigator/ employment consultant as they would be impartial and their opinion would remain unbiased, allowing me the opportunity to develop my emotional intelligence skills. 
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Blog 3 – At Least I Can Say I Slept Through an Exam
Focusing on LO1 & 8

Description
I knew the LDMP Exam in January was fast approaching…. I created an in-depth and detailed study plan throughout December to prepare as I was feeling under pressure. I hadn’t taken an exam for 10 years and I was nervous, additionally, I have dyslexia which required more time for me to study and make sense of the information. 
Through-out I made an in-depth plan that consisted of studying one learning outcome per week, but this didn’t go to plan.  I made a good start on the first week of December, completing LO1. However, due to sickness I was unable to read academic books or articles. On the fourth week I contracted COVID-19. By the time I recovered, I had 1 week to prepare for the exam, and safe to say by this time I was really stressing out, I calculated that I had one day to revise for each topic, whilst still recovering from COVID-19. 
For the exam revision, I decided to review each presentation, and this required reading for each module, I then started to conduct some outside reading for each topic, which included looking at journal entries, models, and theories. I then created a reference list for each module to prepare for the exam rather than wasting exam time doing this. 
The format of the exam was also very different to the normal exam conditions in an exam hall. Instead of a 3-hour exam it was a 48-hour open book exam with increased wordcount and references. Although this took the pressure off it also increased the stress as I had to prepare more. 
Feelings
I felt under pressure in this situation as I felt I didn’t have time to fully prepare for the exam. I was also still struggling with the effects of Covid with difficulty breathing and feeling exhausted. I considered not taking the exam and resitting in May as I didn’t feel physically fit to take the exam. However, I did manage to sit the exam as it was over a 48-hour period. 
As the exam was for a long period of time, I became disorientated and procrastinated. During the nights I dreamt that I didn’t reference properly and woke up in the middle of the night thinking that I deleted my work, but at least I can say I slept through an exam!
After the exam I felt some relief but extremely tired. I have 1 exam left and I don’t feel as anxious as I previously did. 


Evaluation
The good thing about the situation is that although stressful I’m glad the exam was over 48 hours, it gave me time to evaluate my answers. 
It was stressful and we didn’t really know what to expect. It was heavily opinion based and a lot of prep work was needed before the exam, thankfully I took the time to research around surrounding topic, but I wish I had more time to reflect on my research. 
Analysis
For the exam I had just enough time to prepare the research and references, if I didn’t prepare, I would have wasted time getting everything ready before the deadline. However, several factors disrupted my ability to effectively revise and research for the exam. I also found that I procrastinated during revision of topics I didn’t understand or if I felt stressed. 
During this experience I related to Albrecht's Four Types of Stress model (TWOWP, 2019) involving time stress as I didn’t feel I had enough time to prepare all the information needed for the exam, therefore increasing stress and pressure. 
To prepare for future exams I recognise that my learning style according to Gardner (1993) is through visual media and experiences. Taking into consideration Adult learning theory (Knowles et al, 2011; Lindeman, 1926) I will continue to prepare revision mind maps and study guides through Mural to keep track of my productivity and goals (Schnee, 2022) and develop infographics through Canva to retain basic visual information for the exam (Jorden, n.d.).  I’d also set myself incentive to keep myself motivated through behaviourism learning theory, through reward management (CIPD, 2021; Skinner, 1971).  
I also found the Pomodoro technique (Cirillo, 2018) an effective revision technique to boost my productivity and decrease procrastination. By studying for a period of 25 minutes and taking 5 minutes to rest, this model is proven to enable effective working, however I wouldn’t be able to use this during the exam due to time restrictions. 
Conclusions
I learnt that I need to be more prepared for exams, although I recognised that some situations couldn’t be avoided, if prepared I wouldn’t have been so stressed. I also recognised that I procrastinated as I either didn’t understand the question or was stressed about the formatting of the answer.  
To be better prepared for this again, I should start exam preparation 1 month in advance, and develop my time management skills and self-awareness. 
Action Plan
When I have to prepare for my next exam, I will start revision earlier and read the core text books and essential resources, in order to do this, I need to develop my time and stress management stills. I also need to practice more exam questions to get use to answering questions more effectively and quickly. 
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Blog 4 – Finances and Failures
Focusing on LO4 & 5
Description
Reviewing the financial performance of the business throughout COVID-19, shows that the growth of our core product sales increased due to lockdown and consumers wanted to pamper themselves. This encouraged us to buy more stock to sell to retailers. However now we have seen a drop in sales and the stock bought in is not selling as quickly as expected. Additionally discounted sales pressures have affected our balance sheets, profit and loss accounts and cash flow. 
According to our ratio analysis, stock to sell has risen by 120% compared to 2020 and sales have fallen by 50% compared to 2021. This is partially due to the war in Ukraine (Martin, 2022) as its currently affecting our supply chain as most of our raw materials come from that region and now the business has to resource other materials from different regions at a higher price. These regions also have a competitor advantage as they can develop the same products for no additional costs to its carriage exporting expenses. This also effects our bottom line with the cost of living increasing including fuel, electric and wages (BBC, 2021). Inflation is expected to rise by 8% during spring 2022 (Bank of England, 2022), and now with new resourcing our cash flow calculates that the business will be out of money by August. As MM sells low value products and these increasing costs makes the businesses margins lower, the business has considered increasing the price of the product is not an option due to increased competitors in the market
Evaluating these issues, the business is now focusing on cash flow of the business, changing its strategy, by reviewing the current market, implementing budget processes and reviewing its fixed costs to save money. However, these are long-term strategies and as a result the business has had to make redundancies. 
Throughout the last 4 months, HR have been coordinating redundancies and settlement processes using a performance and redundancy criteria to reduce headcount. However, we also have to ensure that the remaining employees remain effective by trying to motivate them to increase productivity, which can be difficult in a redundancy process. 
Feelings
Conducting redundancy and settlement conversations are always difficult to conduct, unfortunately it’s the hardest part of HR. However, we created a redundancy criteria and evaluated capabilities of employees before the process started. When we started the process, we tried to support employees as much as possible, such as helping them find alternative work and developing interviewing skills. It is an upsetting time for the business to be going through this process, however it also allows other employees to reflect on the situation, and we started to see more collaboration and innovation from our teams since we started communicating this journey. 


Evaluation 
Redundancy processes are always difficult to conduct, you must consider employees emotions and their livelihoods, however this decision making came from the redundancy criteria and the situation of the current finances of the business. Although this is continuing, the business allowed all the team to collaborate and innovate more to increase sales and reduce costs.  
Analysis 
Coming through this process I took into consideration the CIPD professional map CIPD (2021) referring to changing standards (CIPD, 2019), to create an effective organisational culture before and after change and the ethical practice section by making reasonable decisions to find the best possible way forward. 
Additionally, we also used Lewin’s model of change (1951) to practically plan incremental changes toward the business throughout this process (Burnes, 2004), by using the unfreeze-change-freeze model we could effectively navigate the change process step by step and factored in open communications towards employees. 
As we are still in the middle of this process we have had to also keep unaffected employees motivated and productive which has been a challenge. Going forward I will develop my skills to encourage motivation by using authentic and trustworthy leadership theory encouraging trust and effective communication with colleagues (Ouslis, 2018; Wenjin and Tymon, 2016). 
Conclusions
I learnt that as a business we need to be more collaborative and promote open communication regarding the cash health and profitability of the business, as due to the overspending on stock and resources it led to the business being unprofitable causing redundancies. 
From this experience I recognise that I need to develop my understanding of finance data and awareness to further understand the financial health of the business through its balance sheets and profit and loss accounts. I also need to develop my leadership skills and recognise different styles of leadership to coordinate these processes, such as trustworthy leadership. 
Action plan
If I developed my understanding of finance data skills, I could potentially evaluate if this will happen again and if HR need to act quicker to avoid redundancy processes or find alternatives. 
I would also have led differently showing more authentic leadership during this situation to further support employees and motivate and gain trust from employees that weren’t affected to further encourage productivity. 
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