
	
Development plan





	NAME:
	Sarah Mills 
	MEMBERSHIP NUMBER:       
	54832957

	COVERING THE PERIOD FROM:
	05/04/2019
	TO:
	31/05/2021



Planned outcome

	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 

	1. Have more involvement in understanding the operational requirement of the business.

	· Shadow my Manager in Labour Planning meetings, whereby they discuss what labour is required in the building and the financial impacts. 

	Support of my Manager to allow me to sit in the meetings. 
	I will have gained a better understanding of the reasons behind when we hire into the business, when overtime is activated and the financial impacts this has. 
	October 2019 

Left the organisation in June 2019.
	Before leaving Amazon in June 2019, I sat in on the weekly labour planning meetings, which gave me a better understanding of how labour decisions were made, based on the estimated workload. 

	2. Better understanding of Employment Law. Rather than just knowing the process, understand the ‘why’ behind it.  
	· Become a CIPD Member to ensure I have access to People Management Magazine and website updates.
· Attend Seminars around Swansea to meet other HR Professionals, share learnings and experiences. 
· Ensure I attend and listen intently to the Employment Law Module.
	· Financial support from Amazon to join CIPD as a member.
· Support from my Line Manager, to allow me to attend seminars on my working days.
· Have the confidence to approach and introduce myself to other HR
	· I will have improved my overall knowledge and be able to further enhance the support I can offer my internal customers. 
· I will have the confidence to share my new learnings with my colleagues, possibly enhancing their knowledge. 
· I will feel confident in completing the assignment that follows on the Employment Law Module. 
	Review monthly. 

Ongoing for CPD. 

	I attended a number of employment law seminars and interacted with HR professionals from different companies. 
During the COVID pandemic, I attended a high number of virtual employment law updates to ensure I was completely up to date with elements such as furlough. 
I became a CIPD member allowing access to invaluable content. 
When I moved jobs I had access to an Xpert HR account which I visited on a daily basis to upskill myself on many elements within employment law and to help support in my decisions. 

	3. Improve the way I deal with conflict scenarios. 
	· Personal reflection on behaviour in past situations. 
· Pull from lessons learned to improve future scenarios. 
· Continue with Trust workshops, learning more about myself. 
· Start to ask for feedback from peers who have witnessed any situations. 
	· Support from Line Manager to continue attending the Trust workshops. 
· My peers to feel confident to provide real time and honest feedback to myself. 
	· Personal reflection following a new conflict situation.
· Positive feedback from peers, following from being a witness to how I dealt with the situation. 
	Review – October 2019. 

Completed February 2021.
	On reflection, I learnt that I can be quite defensive within situations. Through the trust sessions, it became apparent that my desire for excellence drove me to expect unattainable high standards from everyone around me. This is something I have worked hard on and utilised tools such as personality/psychometric tests to understand not only my own natural reactions to situations but how my peers react to scenarios and how to use these to my advantage. 
I am now much more open to feedback and even encourage this to be able to develop myself further. 

	

4. Have a better understanding of how to support with health and wellbeing in the workplace.



	· Research ideas on how to support employees in the workplace with health and wellbeing. 
· Book on to relevant training courses. 

	· Support from Line Manager to attend courses and introduce findings into the workplace. 
	· Be able to facilitate sessions for employees. 
· Able to provide best advice to managers. 
· Support employees struggling with mental health. 
	Review April 2020.

Completed December 2020.
	I became the wellbeing lead and created a calendar of important events for the company to promote. E.g Mental Health awareness week, wear it pink for breast cancer, Movember. 

Through employee surveys I learnt what was important to the workforce and provided sessions on these topics. 

I attended an I-ACT training course to become an accredited member to allow me to be first line support for employees struggling with mental health. 


	5. Gain a better understanding of Change Management and the best practice techniques in order to improve effective change. 
	· Attend change management module and ensure plenty of research into best practice. 
	· Credible resources with case studies of best practise. 
	· Deliver a successful change initiative utilising the learnings. 
	Target date January 2021.

Completed. 
	Current People Manager role has consisted of introducing a multiskill element to the customer assistant role due to lack of payroll. I utilised the learnings from the change management module and ensured the planning phase was a key focus. In particular, I used a SWOT analysis to identify an action plan.  


	6. Build the confidence and knowledge to review and re-write an organisational policy.
	· Build employment law knowledge.
· Review other organisations policies. 
· Use CIPD and ACAS for best practise templates.
	· Support from line manager.
· Opportunity from organisation to review and rewrite a policy. 
· Work with Trade Union representatives to agree on any changes. 
	· Develop a well written and approved organisation policy. 
	Target date February 2021.

Completed. 
	Within my HRBP role at Tai Tarian, I was given the opportunity to rewrite policies that were due to be reviewed. I wrote the new attendance management policy and presented this to the executive management team just before I left the company. Since then the policy was approved and has now gone live to the organisation. 

	7. A better understanding of coaching and mentoring in the workplace
	· Attend relevant module.
· Book on to training courses.
· Speak with current coaches/mentors to gain a better understanding.
	· Mentor 
· Credible resources 
	· Build an effective coaching style to enhance support given to managers and my own team. 
	Target Date March 2021.

Completed. 
	I identified that I was using a direct coaching style by simply providing managers the answers they wanted, however I have since changed my approach and get them to come to the answer themselves. This has had a positive impact on Managers taking ownership to find the answers themselves rather than looking to me for quick resolution. 


	8. Understand the importance of workforce planning and best practise for effective use. 
	· Attend relevant module as part of the CIPD course. 

	· CIPD website 
· Other credible resource 
	· Have a strong understanding of my organisations approach to workforce planning and be able to assess whether it is in line with best practise or if there are recommendations I can suggest. 
	Target date April 2021.

Ongoing for CPD within new organisation. 
	As part of the 5ARTP module, I had to review my organisations approach to workforce planning and make valid recommendations. On conversation with my line manager, she agreed with my recommendations and has set one of my objectives this year around improving internal talent. 

	9. Use my learnings from the CIPD course to further my HR career.
	· Build knowledge and confidence in HR topics by attending all modules and undertaking further research in order to upskill myself. 
· Gain regular feedback in growth areas. 
	· Prioritising time for research and upskill. 
· New job opportunities 
	· Confidence to apply for new job roles at a higher level. 
	Completed 
	When I started the course in April 2019 I was a HR Partner in Amazon, since then I have moved to a HRBP role with Tai Tarian, this was a big learning curve and gave me the opportunity to experience higher level HR. In February 2021 I decided to apply for a People Manager role within Morrisons which I was successful for, all the learnings from the qualification have helped me to become part of a Senior Leadership Team and have a seat at the table in terms of important business decisions. 

























	
Development record





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

	1.
22 April 2019
29 April 2019
6 May 2019




2.

April 2019 – ongoing 






19 February 2020




8 August 2020






March 2020 – December 2020










	Attended the weekly labour planning meetings with the general manager and senior operations managers. 






Read up to date employment law information on a regular basis. 





Attended the Employment Law lesson facilitated by Hannah Belton. 


Attended a JCP Solicitors Employment Law Breakfast event. 





Attended a large number of online webinars in relation to COVID-19. These included wellbeing through lockdown, the furlough scheme, and recruitment through lockdown. 




. 
	To witness the decision-making process in relation to forward labour planning for the business. 







Ensure I was up to date with upcoming changes and review any new employment tribunal cases for learning points. 



Increase knowledge on Employment Law and be able to complete the relevant assignment. 


To gain an update on potential changes to employment law, it was also an opportunity to network with other HR professionals. 



To understand more about the furlough scheme and best practise on how to support and engage employees through a pandemic. 
	The process the business go through to decide on how many hours labour they require to meet customer demand. This includes the decision to offer overtime or voluntary time off to employees. 




Changes that were required to ensure compliance with upcoming changes in employment law. 



I learnt that I definitely did not know enough about the various statutory rights and also the impact of indirect discrimination within the recruitment process. 


Best practise attendance management processes. 




What the eligibility criteria for the furlough scheme was and how to process this. 
Top tips on how to manage staff virtually and keep them engaged. 
Best practise on how to recruit through a pandemic and manage mass applications.

	It allowed me to have a more operational focus rather than just a people focus. It also gave the opportunity to discuss and address potential skill shortages and training needs. 




Changed contract templates to ensure compliance with the April 2020 changes. 
Ensured payroll were aware of the April 2020 changes to holiday pay calculations. 

For complicated cases, I ensure I look for best practise on websites such as CIPD, ACAS and Xpert HR. 


I followed up by facilitating a session with the rest of the HR Team and passing on the information I had received. I also connected on Linked In with the other HR professionals that I met. 

I was able to provide advice and guidance to my managers on the best way to manage their teams virtually. 
I set up fun competitions to keep teams engaged. 
I was able to recruit for 15 vacancies effectively through the pandemic, managing a very high number of applications for each. 



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

	4.
1st December 2020









22 February 2020









13 October 2020













6.

December 2020 to February 2021










7.
12 Feb 21 






	
Attended an all-day I-ACT course, to enhance my knowledge on how to support employees in the workplace who are suffering with mental health issues. 





To raise aware on suicide prevention, I arranged for a local gentleman to come and speak to our employees and share the story of his battle with mental health and attempted suicide. 




Arranged for an external speaker to facilitate virtual menopause awareness sessions for both staff and managers. 












Reviewed the current Tai Tarian attendance management policy which was due for review in April 2021 and asked for permission to rewrite the whole thing. 








Completed the training course on ‘The role of a coach’.















 
	
Be able to identify and support employees in crisis. 








Data showed that in Wales, tradesmen were one of the highest occupations of male suicide. Due to over 50% of staff being in this occupation, I wanted to raise awareness. 




I had the opportunity to sit in on one of the sessions as part of my CIPD course, I could not believe how much I learnt about the effects of the menopause and what support employers can offer their teams. I wanted to be able to share this with the organisation, 








Following my learnings through all the research on employment law and best practise in relation to attendance management. I felt the current policy was outdated and did not include a detailed process for long term absence. 






To further my knowledge on the role of the coach within the workplace. 
	
I knew more than I realised and that sometimes the natural common-sense approach is the same as what is written in the text book. 






An event that did not take much time to organise, could have such a major impact on employees. Having someone from the community share their personal story had a much stronger impact than using data and figures.  



The menopause is often a forgotten taboo subject which seems strange considering it can impact such a high number of employees within the workplace. I learnt that the Menopause was covered under the Equality Act and read into employment tribunal cases about the topic. Most interestingly was the Davies Vs Scottish Courts and Tribunal Services (2018) where the case was won based on disability discrimination. 




That writing a policy from scratch was not as scary as it sounded in the first place. I learnt I had the knowledge in order to write a great policy and was happy to take feedback from my peers. 







The difference between direct and non-direct coaching styles and best practise models to use for success.
	
I became a registered I-ACT manager and part of the mental health first aider team. I’ve been able to give better advice to Managers who are managing team members going through a crisis. 
I will continue to use my knowledge and experience to support where I can. 

Continue to arrange events that raise awareness of such important topics. 







I have used my upskilled knowledge to create menopause groups within the workforce and ensure the topic remains something that is discussed regularly. I will continue to try my best to break the uncomfortable barrier that some male managers have when managing someone going through the menopause. 







The policy was approved by the executive management team and rolled out to the organisation. I will now use my confidence to review other policies and make recommendations when required. 







I identified that I was using a direct coaching style by simply providing managers the answers they wanted, however I have since changed my approach and get them to come to the answer themselves. This has had a positive impact on Managers taking ownership to find the answers themselves rather than looking to me for quick resolution. 






Reflective Summary 


As I sit back and reflect with the hope of making sense of what I have learned and why I learned it, (CIPD, 2018) the last 2 years have felt like a whirlwind with challenges thrown left, right and centre. Right from the beginning I knew returning to studies would be testing as I did not attend University, so assignment writing and Harvard referencing, were something new to me. 

When I first started the programme in April 2019, I was working as a HR Partner at Amazon where everything had a robust process, therefore I never needed to understand the ‘why’ behind decisions. My role was to enforce the process and support and coach managers to ensure they were following the policies and procedures to the letter. Clements (2019) would describe this as an entry level HR role.  However, at that time, naively, I believed that I was a knowledgeable HR professional and was not actually that sure what I would learn through the CIPD course. I swiftly realised that although as a HR generalist I had experience in a lot of the practical components of HR, my actions had been based on my own common-sense approach, not from understanding the theory behind decisions.  

I had only completed one module when I was offered a role as a HR Business Partner at Tai Tarian and transferred across to complete the apprenticeship through Coleg Sir Gar. The jump up to HR Business Partner was a steep learning curve, however the knowledge built through this course helped me greatly to become effective in my role. 

The research on change management and coaching and mentoring in particular, really opened my mind to different ways of working and allowed me to positively impact my organisation. I changed my coaching style based off my research into the topic, which resulted in providing managers more autonomy in their decision making, resulting in a decrease in the level of reliance on me, Stanier (2016) highlights this as an important benefit of the coaching process. My new learnings from employment law supported me in developing an effective attendance management policy which is being utilised in the organisation now. As a HR professional I believe part of my role is to be the conscious within the organisation, (Sharma, 2015) through undertaking this course, I have built the confidence and knowledge to be able to challenge when I feel necessary and back these with justified reasons. 

The COVID-19 pandemic came with major change, I transferred to full time homeworking, alongside home schooling two young children. This had a large impact on my studies as I really struggled to find the time to catch up with work tasks around the children, never mind trying to complete hours of self-guided research, this impact was something many parents were struggling with through the lockdown period (ONS, 2020). As a result, when I reflect on my assignments, I feel like I could not give my all and that the end products were not the best that I could have achieved. The pandemic also impacted the way the lessons were facilitated, and I quickly realised that I struggled with the virtual classes. I learn better from conversation and discussion around real life examples, according to the VAK model, I would be an auditory learner (Mindtool, n.d.) however, with people adapting to virtual platforms and technical difficulties, I found it hard to get value out of the virtual lessons. 

All in all, I am happy with my progress against my original development plan and believe the knowledge I have gained throughout my studies has supported me to gain employment as a HR/People Manager in Morrisons. I do not believe I would have had the confidence to put myself forward for this position without the learnings from this course. 
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