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Personal Statement

Introduction
In this report, I reflect on my progress against my original Personal Development Plan (PDP) produced just after I started the CIPD Level 5 in Applied Human Resources in November 2020. I describe how I have reviewed my plan and developed new objectives, using the CIPD Profession Map (CIPD, 2021) and development needs due to a change in role part way through the course. I also explain my development record and the activities I have undertaken during the year that have supported my learning.

Reflective practice

Reflective practice is an important tool for people to use to learn from their experiences, particularly if they haven’t gone to plan (MindTools, n.d.). I have used the Experience, Reflection and Action (ERA) reflective model developed by Jasper in 2013 (University of Cambridge, n.d) to reflect on my performance against my personal development plan over the last 18 months and to identify new learning objectives moving forward.

Performance against November 2020 Personal Development Plan
Throughout the first and second waves of the pandemic, there was little time for CPD (CIPD, n.d.) activities. During this time, I grasped the opportunity to support workforce activities relating to mass recruitment including interviewing, managing the pre-employment check process and supporting workforce planning for the staffing of field hospitals. It was this experience that led me to proactively find the CIPD course and seek senior manager approval to study for the Level 5 diploma in Applied Human Resources. 

In April 2021, an opportunity to join the Workforce and Organisational Development team as a Senior Workforce Manager arose. I applied and was successfully appointed, commencing in post in July 2021. As a result, some of the development actions I identified in my original PDP became obsolete and therefore, not all have been achieved.

However, I am confident that my CPD has continued, particularly as my new role offered a very different way of working, moving from a strategic planning role into very much more of an operational role in workforce efficiency, job evaluation and business support. Much of my learning since July 2021 has been focused on getting to grips with my new role and building my team. 

Updates against the objectives in my original PDP are provided in Appendix 1. I have carried forward four of the objectives identified in this plan into my revised PDP for 2022/23, albeit some of the associated actions have changed due to my change in role.

New learning needs identified
As part of my review of my PDP, I completed a number of self-assessments against the CIPD Profession Map (2021) at associate level:
· Core knowledge – Evidence-based practice
· Core behaviour – Situational decision making and profession courage and influence
· Specialist knowledge area – Resourcing

Reflecting on my responsibilities in my new role and the skills I need to achieve my objectives, these are the areas I believe best support my development over the next 12 months. 

Based on my self-assessment, I have identified 7 further actions to progress in 2022/23, all focused on activities to support the delivery of my work objectives.



Development record
Reflecting on my development record over the last 18 months, I was pleasantly surprised at the extent of CPD activities undertaken during this period, particularly given my change in role part way through. My CPD activities included on the job training, academic learning, attending work-related seminars and self-learning. 

Moving into a completely new role into a directorate that I hadn’t previously worked in was a huge change. Consisting of three very different portfolios, two of which (workforce efficiency and business support) were new to the directorate, most of my development has focused on settling in and getting up to speed with the role. 

Only a few months after starting, the lead for Job Evaluation left their job which meant I had to act down for 2 months whilst I recruited to their replacement. Although this took me away from some of my other objectives, in hindsight this period was an excellent opportunity to really understand the process and the challenges this service faces. I am now using this learning to propose and implement improvements to the service.

Conclusion
There is no doubt that the last 18 months has been a huge learning curve for me. I proactively sought support from the Workforce and OD Director to undertake the CIPD course and am extremely proud that at the age of 50, I was able to change career, moving into a new profession. I absolutely have no regrets undertaking the CIPD or changing roles and look forward to developing further in the profession in the future.


Reference List
CIPD (2021) Profession Map. Available at Profession Map | CIPD Profession Map. (Accessed: 20th March 2022) 

CIPD (n.d.) About CPD. Available at What is Continuing Professional Development (CPD) | CIPD What is Continuing Professional Development (CPD) | CIPD. (Accessed: 20th March 2022) 

University of Cambridge (n.d.) Reflective Practice Toolkit. Available at Models of reflection - Reflective Practice Toolkit - LibGuides at University of Cambridge Subject Libraries. (Accessed: 20th March 2022)

Appendix 1

	
Personal Development Plan





	NAME:
	Sharon Richards
	MEMBERSHIP NUMBER:       
	57493181

	COVERING THE PERIOD FROM:
	November 2020
	TO:
	May 2022




	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 
	Evidence of achievement and reflection

	Insights, strategy and solutions

Develop my understanding of the Health Board and use this knowledge to develop Workforce-related strategies and solutions that contribute to the organisation’s Strategic and Planning objectives




	Read bi-monthly Board Performance reports in relation to Workforce performance and use insights to inform the projects I am involved in.
	Health Board bi-monthly Performance Reports
	Recognising trends in Workforce performance and understanding mitigating actions.
Being able to apply learning to the projects I am involved in.
	December 2021
	Achieved - Board papers were regularly reviewed to identify key trends. In August 2021, a new People, Organisational Development and Culture Board sub-committee was established and I regularly not only read, but contribute to the performance dashboard presented to the committee. As the Business Support lead for the WOD directorate, reading these reports is good practice and provides me with information that enables me to produce updates against the WOD planning objectives and 10-year strategy on behalf of the directorate.

	
	Be proactive in seeking out engagement opportunities to find out stakeholder views on the risks and opportunities of a project and seek to understand the interdependencies between projects.
	Access to key individuals
	Using identified risks, issues and opportunities to inform project development.
	Ongoing as projects progress.
	Partly achieved - I feel that I engaged well with smaller projects that I led on, such as implementation of a new risk management system and review of the charitable funds procedure. I found it much harder to engage with the Improving Together programme as it was led at a more senior level and I played more of a co-ordination role, often responding to need as and when it was required. I also struggled working on this programme as it was a much longer-term ambition and was failing to get traction during the pandemic. Working on this programme, I realised that I am much more of a ‘doer’ than a ‘thinker’ and I much prefer working on projects or tasks where outcomes are clearly delivered in a specified timescale.

	
	Regularly access CIPD resources such as survey results and research to identify any trends or risks which may impact my organisation.
	Access to CIPD Knowledge Hub
	Being able to confidently refer to and apply an evidence-based approach to the projects I am involved in.
	Quarterly review commencing March 2021
	Achieved - I regularly access CIPD resources for both study and work. My change management portfolio was based on an active change and I applied evidence-based approaches as a result of my learning. This is an area that I need to continue to work on, particularly as I have a number of key objectives to meet in 2022/23. I need to set aside time to proactively seek out good practice and innovation, before embarking on my objectives to develop a new job description template and to implement a medical bank for the organisation.

	Leading HR

Increase my knowledge of HR policy and practice




	Seek out a mentor who can support me to gain experience in wider HR practice
	Access to a Mentor within the organisation. (SJ?)
	Improving my knowledge in various aspects of HR and being able to confidently provide advice in relation to the projects I am involved in.
	Identify and engage with Mentor by end January 2021
	Achieved - I engaged informally with a mentor during this time; however, in July 2021 I started a new role in WOD where my mentor became my line manager. I have continued to learn from her over the last 9 months and as I am new in the profession I envisage this to continue for at least another 12 months whilst I really embed into the role.

	
	Undertake training to become an Investigating Officer for the organisation.
	Access to training – currently on list – training suspended temporarily due to COVID
	Becoming an Investigating Officer for the organisation.
	May 2022
	Not achieved due to COVID – courses not available.

	Organisational Development

To support the design, implementation and evaluation of organisational development initiatives.
	Support the development and delivery of the organisation’s Planning Objective to implement a revised performance management approach.
	Support of my Line Manager to remain allocated to this project.
	Development and maintenance of project documentation, attendance at project meetings, attendance at relevant change management training provided and ultimately the delivery of project outcomes.
	May 2022
	Achieved - I supported the programme until I moved role in July 2021.

	
	Discuss the kind of support that managers and employees require during a typical change programme with an OD specialist.
	Support from Senior OD Manager (RB)
	Being able to discuss and facilitate appropriate support for managers in change projects that I am involved in.
	December 2020
	Not achieved as the opportunity to get involved in OD initiatives did not present itself during this period due to the delays in implementing the Improving Together programme. I will link in with OD if and when I am involved in future change projects.

	Behaviour – Curious

To be more proactive in exploring new and innovative approaches within HR 
	Read HR Disrupted by Lucy Adams

	Personal time to read.
	Being able to think ‘outside the box’ and consider and share ideas of alternative HR solutions.
	January 2021
	Achieved - The ethos of HR Disrupted is something that our Director of WOD is very keen to emulate in our organisation.

	
	To keep up to date with developments in HR using social media and CIPD resources.
	Access to HR-related social media accounts and maintenance of CIPD student registration. 
	Being able to share ideas and good practice on HR issues with non-HR colleagues.
	May 2022
	Partly achieved - I follow various social media accounts and receive PM daily email updates. I have maintained my CIPD registration and intend to continue to do so once qualified. My organisation has a corporate subscription to The Disruptive HR Club site, and I try to make time to listen to the 5-minute Monday vlogs. However, I have struggled to proactively explore new approaches purely due to lack of time as I work fulltime and study. This is something I hope to have more time for once my study is complete. 

	Behaviour – role model

To ensure that my personal behaviours align with the organisation’s values, to be a positive influence within the organisation and taking a ‘can do’ attitude to change. 
	Set up monthly 1:1s with my Line Manager to create an opportunity to reflect on my performance and any learning needs.
	Access to protected time with Line Manager.
	Demonstrating awareness of my own strengths and weaknesses and identifying learning objectives and development opportunities as part of the ADR process.
	Monthly, commencing December 2020
	Achieved – bi-monthly meetings held with Line Manager at which we discuss learning as part of my development in my new role. I have also regularly met with my Line Manager to discuss my learning needs aligned to the applied modules of the course.

	
	Undertake the CIPD short course ‘Valuing People’
	Access to CIPD resources. Personal time to complete.
	Being able to understand the importance of valuing people and to develop this behaviour to achieve positive outcomes in my area of work.
	August 2021
	Not achieved - Undertake a review of learning needs against the Profession Map to understand if this is still a priority given my new role.

	
	Consider the long-term aspirations of my team and ensure that, where appropriate, these are reflected in their PADRs.
	Access to Health Board PADR policy and templates
	Agreeing actions with team members that support them to develop and reach their potential through informal and formal routes. 
	April 2021
	Achieved – all PADRs completed in timescales required. Team ambitions reflected in PADRs and in my previous role, all the team members undertook training some have gained promotion. This objective will need to continue with my new team.

	Behaviour – Driven to Deliver

Demonstrate determination, resourcefulness and purpose.
	Agree my objectives with my Line Manager for the next six months. 
	Health Board PADR process. Support of Line Manager.
	Having agreed, clear objectives, timeframes and success measures.
	January 2021
	Achieved – all objectives agreed.

	
	Undertake the CIPD short course ‘Situational decision-making’
	Access to CIPD resources. Personal time to complete.
	Making evidence-based and risk assessed decisions that support the delivery of the organisation’s planning objectives. 
	August 2021
	Not achieved - Undertake a review of learning needs against the Profession Map to understand if this is still a priority given my new role.






Appendix 2

	
Personal Development Plan – REVISED MARCH 2022





	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 
	Evidence of achievement and reflection

	Insights, strategy and solutions

Develop my understanding of the Health Board and use this knowledge to develop Workforce-related strategies and solutions that contribute to the organisation’s Strategic and Planning objectives
	Regularly access CIPD resources such as survey results and research to identify any trends or risks which may impact my organisation.
	Access to CIPD Knowledge Hub
	New job description template and medical bank to be based on good practice and evidence-based research.
	In line with personal objectives completion dates.
	

	Leading HR

Increase my knowledge of HR policy and practice

	Undertake training to become an Investigating Officer for the organisation.
	Access to training – currently on list – training suspended temporarily due to COVID
	Becoming an Investigating Officer for the organisation.
	Tbc when training recommences
	

	Behaviour – Curious

To be more proactive in exploring new and innovative approaches within HR 
	To keep up to date with developments in HR using social media and CIPD resources.
	Continue to access HR-related social media accounts and maintenance of CIPD registration. 
	Being able to share ideas and good practice on HR issues with non-HR colleagues.
	Ongoing
	

	Behaviour – role model

To ensure that my personal behaviours align with the organisation’s values, to be a positive influence within the organisation and taking a ‘can do’ attitude to change. 
	Consider the long-term aspirations of my team and ensure that, where appropriate, these are reflected in their PADRs.
	Access to Health Board PADR policy and templates
	Agreeing actions with team members that support them to develop and reach their potential through informal and formal routes. 
	PADRs for new team members to be agreed by April 2022
	

	Core behaviour - Situational Decision-making

To ensure that the decisions I make are effective and pragmatic and are based on the specific situation or context
	Workforce efficiency – re-familiarise myself with the WHC agency pay and price caps in order to assist my decision-making when presented with price increase requests.
	Dedicated time to read.
	Making decisions without having to refer to Line Manager for guidance.
	June 2022
	

	
	Job evaluation – to ensure that I am up to speed with the NHS Job Evaluation handbook and to attending panels regularly so as to maintain and improve my level of knowledge in this area.
	Dedicated time to attend panels
	Improved knowledge and faster assessment of job descriptions against job evaluation factors. 
	Sept 2022
	

	Specialist knowledge area – Resourcing

To be able to positively contribute to the Health Board’s recruitment process.
	Design a revised Job Description template that can be used:
1. To arrive at a job size/banding in an organisation’s JE scheme.
2. In recruitment for attraction and a clear understanding of candidate requirements.
3. To manage the on-going employment relationship i.e. setting objectives, managing performance and contractual disputes.
	Support from colleagues to develop, consult on and implement.

	Implementation of new JD template
	July 2022
	

	
	Read the CIPD’s factsheet and related content on Recruitment. 
	Dedicated time to read and continued access to CIPD resources.
	
	June 2022
	

	Core behaviour – professional courage and influence
To be able to skilfully influence colleagues to gain buy-in
	Business support – to work with colleagues across the Directorate to agree the most effective way to collaboratively support the business function e.g. FOIs, consultations, Annual Report, Intranet 
	Dedicated colleagues time for consultation.
	
	September 2022
	

	
	Workforce efficiency – agree the approach and tools to influence managers to exit high-cost agency workers from the service with my line manager.
	Line Manager support
	
	June 2022
	

	Core knowledge - Evidence-based practice

To use evidence-based research to explore opportunities that can support workforce efficiencies.
	Explore NHS and academic reference websites to gather evidence relating to workforce efficiency programmes. 
	Dedicated time, access to online resources.
	
	October 2022
	






Appendix 3

	
Development record





	NAME:
	Sharon Richards
	MEMBERSHIP NUMBER:
	57493181

	COVERING THE PERIOD FROM:
	September 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?

	October 2020 and ongoing
	Joined and maintained CIPD student registration and signed up to CIPD People Management Daily emails

	To ensure that I am kept up to date with developments in the HR profession and can access reliable information from a reliable source. 
	Regular updates on employment cases and law.
	Whilst in my current and previous roles I have not led on employee relations, these articles help my general understanding of my responsibilities as a Line Manager. 

	14th October 2020
	Signed up to receive National Wales Shared Services Partnership Legal and Risk Newsletter ‘Illuminate’
	To learn from employment team updates on recent employment tribunal cases and updates on legislation.
	Increased awareness and learning on aspects of employment law.
	As above, keeping myself up to date as a Line Manager.

	15th October and 4th November 2020
	Attended HEIW Workforce Planning events
	To understand how the organisation can build workforce planning capacity and capability.
	How to baseline knowledge and understanding regarding workforce planning, develop and strengthening workforce planning skills, to understand the six steps in workforce planning methodology and to link these to the principles for Workforce Planning during the Coronavirus pandemic.

	I used these skills to set up and maintain a workforce plan for nursing staff during the pandemic, contributing to the wider strategic plan for our future workforce.

	10th November 2020
	Attend a virtual session on Harvard Referencing
	To ensure that my CIPD assignments are appropriately referenced in line with the required University Referencing Guide
	How to appropriately acknowledge other people’s work by referencing them in a recognized and consistent format.
	I have applied the learning to all CIPD assignments as well as using when report writing in work. 

	24th November 2020
	Attend the virtual Psychology of Data Visualisation seminar hosted by the Bevan Commission 
	To understand how to produce concise and engaging data-based presentations.
	How to present data in a visually engaging way to tell the story i.e., through graphs, icons, colours and infographics. 
	Within my new role, one of my objectives is to develop an Executive dashboard for agency usage within the Health Board. I will be using the learning from attending this course to inform its development.

	26th November 2020
	Acted as a member of the interview panel for a Project Manager role in the Workforce and OD Directorate
	To refresh my interview skills and observe good practice in interview techniques.
	Key learning from this experience was the importance of ensuring that questions are aligned to, and can be scored against, the job description and person specification.
	In subsequent interview, I have used a template to record and score responses. I ensure that I align questions to the JD and PS and note the responses I would expect the candidate to cover. 

	10th / 11th December 2020
3rd / 4th January 2021
	Supported Covid phase 3 mass recruitment by interviewing candidates for HCSW jobs
	To play a part in supporting the organisations response to Covid.
	I didn’t particularly learn anything new in terms of interview skills but had to use my interpersonal skills to try to assess candidates’ suitability for the post during a very brief, unplanned telephone interview. 
	Being involved in this process built my confidence and experience should we need to hold mass recruitment events in the future.

	16th December 2020
	Attended virtual Engagement HQ platform training
	To learn how this platform could support the ‘Improving Together’ programme.
	I learnt about the functionality of the platform and the different widgets that we could apply to engage our staff through Engagement HQ.
	The Improving Together programme did not progress within the expected timescales before I left my role and therefore, I did not apply my learning. However, I do now have an awareness of the platform and will consider it’s use in future engagement activities.

	8th January 2021
	Attended a Well-being at Work ‘Team Resilience’ webinar
	To gain practical knowledge and learn strategies that support team resilience in challenging times.
	The importance of regular communication and accurate updates to staff, the resources that are available to staff to support their wellbeing, and how to access them, and the benefits of taking regular breaks and rest.
	As a direct result of this webinar, I set up weekly team meetings to share updates and messages regularly with my team, keeping them in the calendar as a touch-base even when there were no updates. I have become more encouraging in terms of taking breaks and try to model this in my own behaviours.

	February 2021
	Read HR Disrupted by Lucy Adams
	Our Director of Workforce was advocating this book as her ambition to move from traditional HR practice to new ways of working, moving away from the traditional parent-child relationship of HR.
	Lots of practical tips on engaging with staff as individuals and groups. Also learnt about the EACH model – Employees as adults, consumers and human beings – not penalising all staff through rigid policies but treating people as individuals. 
	As a Directorate we have embedded the EACH concept into how we deliver against our planning objectives. Using staff experience to inform how we work. As well as generally applying this learning through my line management responsibilities, I am working with staff to deliver my own objectives. 

	4th March 2021
	Attended the Bevan Commission conference ‘Doing things differently – Health and Care in Wales 2021’
	To understand what the future looks like for health and care in Wales as it continues to respond to, recover from and refocus after Covid-19.

	An understanding and appreciation of the huge challenges the Health Board are facing in terms of the significant increase in waiting times, the backlog and the impact of this on the health of the population.
	Whilst interesting, this conference felt more like an opportunity for politicians to set out their future manifestos. I did share the key points with my manager, although they were generally issues we already knew about.

	March / April 2021
	Led the recruitment for a new Project Manager in the Transformation Programme Office
	As the Line Manager for this post, it was my responsibility to lead on recruitment.
	Applying the learning from the previous interviews supporting the HR department, I wrote the interview questions, assessment criteria and scoring basis.
	I have gone on to continue to apply this process to all interviews, and indeed shared with and advised others.

	27th May 2021
	Attended the CIPD Learning and Development Network Group session ‘Putting the CIPD qualification into practice’ 
	As an opportunity to network with the CIPD Wales Network and learning how to put the CIPD learning into practice at work.
	Applying to CIPD Professional Map in practice, maximising the benefits of CIPD in the workplace and to how it can offer value for employers
	I didn’t find this information particularly useful as it seemed to be aimed more at those who were thinking of starting CPID or moving on to level 5. However, useful reminder and reinforcement session.

	July 2021
	Completed induction and met new colleagues to understand the wider team and Directorate objectives
	Started new role as Senior Workforce Manager: Workforce Efficiency, Job Evaluation and Business Support
	These sessions gave me an insight into how my role fits within the wider team and Directorate. I learned about colleagues’ objectives and how they linked with my own. 
	I continue to work with colleagues to deliver our joint objectives and as a leadership team for our pillar.

	July 2021 and ongoing
	Attend weekly R&U senior team briefings

	To help my understanding of team objectives and their relationship to my portfolio. To keep abreast of updates and news so that I can inform my own team on a timely basis.
	My learning centres around working with others to agree our approach to the delivery of key joint objectives. For example, the implementation of a new Job Description template. As a relatively new member within the WOD team, these meetings have also allowed me to learn about the different functions and roles within the wider team and build relationships across teams.
	As a senior member of the team, continued attendance at these meetings is critical to facilitate the collaboration that’s needed to deliver our objectives.

	20th July 2021
	Joined a HR professional closed group on LinkedIn and Facebook.
	To gain exposure to HR issues and practices outside of the NHS sector.
	Being a member of this group has raised my awareness of ER issues and how they are resolved in other organisations. It is also a helpful resource for policy / practice development.
	After seeing a post about Job Descriptions, I connected with a HR professional who shared their documentation. I will be referring this to help inform my review of our new JD template.

	23rd July 2021
	Deputised at an urgent Track, Trace, Protect workshop
	I was asked to attend this meeting at short notice. It was important that a member of the Workforce team attended to understand the key workforce issues and the support that was required to support this service.
	This was key learning in terms of understanding the workforce issues both regionally and across sectors and the additional pressure that the TTP requirements were putting on our workforce, as more people were needing to self-isolate following contact with a positive case.
	Attending this helped me to understand the key workforce issues facing the organisation at a time I was joining the WOD team. A few days later, I was asked to attend a Strategic Workforce Bronze meeting to feedback actions.

	August 2021 and ongoing
	Read bi-monthly People, OD and Culture Board Committee papers
	To keep up to date on the progress of wider Directorate objectives, the key workforce issues and other activities / policies / legislation that impact on our workforce.
	I have gained a good overview of the Directorate’s workplan and progress against the Workforce Strategy. 
	As Business Support lead for the Directorate, it is important that I regularly read these reports to help inform any updates or responses on business matters on behalf of the Directorate.

	September 2021
	Read the NHS Job Evaluation Handbook and undertook a self-assessment against the national guidance requirements.
	As the new Health Board lead for the Job Evaluation Scheme, I wanted to understand our compliance and the areas where we needed to improve.
	There are a number of areas where we are not fully compliant against the national guidance, largely due to capacity issues within the organisation and the impact of the pandemic.
	Following this self-assessment, the team’s capacity was reduced as a key member of staff left their role in JE. Addressing non-compliance remains outstanding and needs to be picked back up in early 2022 once the vacant post is recruited to.

	October 2021
	Managed the process for a change in managed service provider for agency staff, including facilitating a series of Stakeholder Engagement events on the change.
	The existing contract had come to an end and procurement rules did not allow us to extend the arrangement for any further period of time.
	This was important learning in terms of how a managed service provider operates, understanding our landscape for agency usage across the Health Board and running a change programme in a short space of time. 
	Whilst not everything ran smoothly, we did implement the new arrangements within the timescale with no loss of service. Leading this change alongside completing the CIPD Level 5 Change Management portfolio helped me to understand learning points that I need to apply to future change activities, for example, the importance of developing a stakeholder analysis.

	November 2021 – December 2021
	Acted down to operationally run the Job Evaluation process for the Health Board to cover a vacancy in my team
	There was a gap between the postholder leaving and recruiting to the vacancy and as the service is business critical, it had to continue.
	Whilst having to act down, meaning some of my strategic objectives were delayed, having to operationally run the service was extremely beneficial in terms of my understanding of how the process works in practice and the challenges we face in running an effective and efficient service.
	JE remains a significant part of my portfolio and the learning from this period is helping me to develop a business case for investment into additional resource for the service. 

	5th November 2021
	Attended ‘Developing the Workforce and OD profession’ seminar
	To learn about the work that is ongoing at a national level, led by Workforce Directors, to shape and develop the WOD profession

	Work is progressing on a national level to understand the roles within the profession, to agree the vision of the profession in NHS Wales, provide the development opportunities for staff to build their competence and capabilities and to keep abreast of current thinking in people management. 
	An understanding of the national aims has helped to align our own thinking as a team.

	8th November 2021
	Set up the WOD CIPD Collaborative Teams Channel
	It became clear during our monthly Directorate ‘Collaborative sessions’ that we needed a support forum for staff who were studying CIPD, regardless of level.
	Lots of learning is shared on the channel which I may not have seen. I have also linked in with staff who are embarking on their CIPD Level 5 to offer encouragement and support.
	The CIPD channel has 22 members and continues to grow as more staff enrol. Members use the forum to share events, news, tips and support for learning.

	14th 15th December 2021
	Attended Job Evaluation training
	To enable me to fulfil the requirements as my role as Job Evaluation lead for the organisation.
	This practical training focused around the 16 key factors used to evaluate a job description to ensure equal pay for equal work, regardless of job type.
	This learning is applied daily in my role, either via acting as a member on JE panels, advising managers on job descriptions or advising my team on requested amendments to job descriptions.

	February / March 2022
	Attended Digital Literacy course
	To enhance my learning on how digital technology can support both work and personal collaboration.
	How to collaborate in real time using Google docs, how to use enhanced searches to refine research results.
	Whilst I use Teams rather than Google, the principles are similar, and I have applied my learning to the workplace. I regularly use the enhanced search when researching both work and CIPD topics.

	10th February 2022
	Attended the HPMA Mock Tribunal session
	To learn how an employment tribunal operates.
	How situations involving sex discrimination, use of social media and deviating from employment law practice can result in unsuccessful outcomes for employers at employment tribunals.
	I will use the learning to inform my own decisions as a line manager.

	February 2022
	Undertook a staff engagement exercise on engagement through Team Brief
	Both to fulfil the course requirements but also to understand the reasons why staff engagement with our Team Brief has diminished.
	Application of the learning from the ‘understanding’ EE module to a real scenario, using engagement tools appropriately and analysing the results. 
	This work is still in progress. In intend to use the results to make changes to the content and development of the Team Brief to ensure that it remains interesting and relevant, involving more staff in its development.




