5CDPP Developing Professional Practice in Human Resources – Activity 6, AC 5.4.

	
Development plan





	NAME:
	Carla Roberts
	MEMBERSHIP NUMBER:       
	53274210

	COVERING THE PERIOD FROM:
	November 2018
	TO:
	May 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

	Employee Engagement - How to design and develop reports and presentations to feedback employee engagement data

	Ask colleagues how I can support with the design and delivery of employee surveys for the organisation. 
Learn from observing how they design different, specific pieces of research.
	· Allocated time and support from colleagues and line manager.
· Access to previous pulse survey results. 
· Fact sheets from CIPD on Employee Engagement.
· Benchmarking – visit other businesses to see what they do.
· Read Chapter 4 of Human Resource Management: People and Organisations (Taylor and Woodhams) 
	Creation of a new engagement survey, with feedback from managers / HR manager
	April 2019

	Organisation design - The principles of job levelling



	Undertake research on job levelling using the CIPD website and other online HR resource, as well as asking relevant people within Bluestone. 
	· Data gathered from the CIPD website and other online sources, including Organisation Design factsheet.
· Time allocated with managers to understand levels and structures within departments and across the business.
· Meet with L&D to discuss career development opportunities and to come up with career paths
·  Read Chapter 8 of Human Resource Management: People and Organisations (Taylor and Woodhams)
	Contributing to organisational design being implemented using job levelling as a factor. 
Create career paths in collaboration with the L&D team.
	October 2019

	Decisive thinker - To be able to assess the value of information and data before using it to make decisions
	Investigate the range of information/data used in the HR function, for what purpose it is used, how it is analysed and reported by speaking to colleagues and, if relevant, HR information specialists.
	· Support from line manager. 
· Time allocated to research how data can be used effectively within HR.
· Use knowledge from Finance Director to create reports.
· Guidance on what information is relevant to the business and required by managers/directors
·  Read CIPD factsheets about HR analytics.  
	Better understanding of how information can be used
Send new monthly HR reports to HODs and Exec team including items such as absence analysis, attrition reports and exit interview feedback.  
	February 2019

	Gain courage to deliver presentations to a large audience
	Deliver small presentations to build confidence before building up to a larger audience
	· Support from line manager
· Training course on delivering presentations (June 2019)
· Deliver school presentations (September 2019)
· Deliver presentations to tour groups (students)
	Feeling confident to speak in front of large groups of people, whilst sounding professional. Gaining positive feedback from attendees / colleagues. 
	October 2019

	Use problem solving and innovation to address resource gaps within the organisation
	Look at labour market figures and find best practice on how to solve recruitment difficulties; namely, Chefs and Web Developers
	· Access to labour market data
· Research from competitors and other organisations
· Taylor and Woodhams – Resourcing and Talent Planning chapter
	To bridge the current gap so all professional vacancies are filled. Feedback from senior managers and HR Director. 
	July 2020

	Develop and sustain relationships with key stakeholders and gain confidence to challenge and influence them.  
	Use knowledge to persuade managers in employee relations and recruitment decisions. 
	· Keep up to date with employment law
· Continually assess previous decisions to use as case studies
· Support from line manager
· Attend stakeholder meetings
· Have fortnightly meetings with operational managers regarding relation and recruitment issues
	Feeling confident to challenge managers’ views, whilst still respecting their opinions. Gain good feedback from managers and peers regarding the decided outcomes. 
	November 2020

	Help design and implement reward approaches to attract, motivate and retain workers. 
	Re-assess the current benefit schemes and create a policy that covers all employee benefits, with new additions. 
	· Work with HR colleagues and director to assess the current offering
· Assess reasons for leaving to determine how the rewards affect this
· Look at best practice and what competitors offer
	Launch new benefits and assess whether it results in an improvement in engagement scores, and whether attrition improves. Feedback from managers. 
	May 2021





Development Record

	NAME:
	Carla Roberts
	MEMBERSHIP NUMBER:
	53274210

	COVERING THE PERIOD FROM:
	November 2018
	TO:
	May 2020



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

	
November 2018

	Read several Xpert HR reports on a variety of topics, including ‘Staff Christmas Shopping at Work’, ‘Redundancy: Pregnancy and Maternity Leave’, and ‘Conducting Termination Discussions.’
	To broaden my HR knowledge and help with employee relations issues
	I got a better insight of HR generalist knowledge which made me feel more comfortable in answering questions from managers regarding employee relations issues. 
	I have progressed into the role of Senior HR Officer which means I deal with generalist HR more rather than focussing solely on recruitments. Therefore I use this knowledge daily..

	January 2019
	Attended the Redkite Annual Employment Law update
	To understand any employment law changes, including possible impacts of Brexit.
	This reassured us that we were being compliant and it also gave us additional information regarding the content of contracts. 
	We audited our employment contracts and I started to ensure that managers informed me of new starters in a timely manner so new starters received their contracts before their first day.

	
February 2019

	Attended ‘Recruitment, Selection and Retention’ workshop with ACAS.
	To strengthen my recruitment knowledge and gain understanding of best practice.
	This gave me ideas on how to address gaps in the labour market, and gave me confidence that we were abiding by all employment law relating to recruitment. 
	I use this knowledge regularly as it led me to redesign our job descriptions and strengthen our employer brand.

	February 2019
	Attended ‘Learn to Film’ training
	To learn how to film and edit movies using an iPhone, for the purpose of recruitment videos.
	This was really useful as I am now able to use iMovie to create videos without needing help from the Marketing department, who are often too busy. 
	I created a film about how Bluestone are disability confidence which got nominated for an award. 

	March 2019
	Attended workshop on Discrimination: Equality and Diversity in the Workplace
	To better understand forms of discrimination and harassment. 
	How to create a flexible and open culture, how to avoid discrimination and how to manage sickness absence. 
	This was really useful to help investigate discrimination claims and we amended our Managing Attendance policy which is now more structured and fair.

	May 2019
	Completed online ACAS training in ‘Discipline and Grievance, Managing Absence, Recruitment and induction, and Performance Management. 
	Relevant to daily practice and to see whether they would be suitable to roll out to line managers
	These online courses reinforced previous knowledge and were a good refresher. 
	The courses had good content so were rolled out to line managers and supervisors. 

	August 2019
	Attended a Mental Health First Aid course
	We deal with mental health issues on a weekly basis
	I learnt how to manage employees with mental health issues, using the ALGEE method. This involved picking up the signals and signposting them to the relevant support.
	I have used my understanding of mental health on several occasions when employees have been distressed or their absences are affected due to their mental health status. 

	September 2019
	Attended employment law seminar which was in the form of a mock tribunal
	Luckily we have never needed to attend an employment tribunal but thought it would be good to understand how they work.
	We would know what to expect if we ever had to go to a tribunal, and it also went into detail about how to conduct investigations properly so some tribunals can be avoided.
	We make sure we have tight processes so employees cannot claim wrongful, constructive or unfair dismissal. 

	October 2019
	Attended an ‘Age at Work’ roundtable discussion
	Asked to attend as part of our BiTC membership.
	Learnt the myths of employing older workers.
	The morning was helpful to understand the myths but it didn’t really give any solutions in how to attract older workers. 

	November 2019
	Attended a recruitment open day for a competitor
	To see what their pay, benefits, job roles were to see if it might affect our retention. Also to see what their open days consisted of.
	I got some ideas for future open days and we were satisfied that the new job openings would not result in us losing many staff.
	Helped towards the pay comparison data and put HR and managers’ minds at ease. 

	February 2020
	Attended a careers fair for Year 10 and 11 pupils
	To promote Bluestone as an employer to pupils thinking about their career choices, to help attraction.
	Spoke to a lot of people about their future careers and how Bluestone could be a suitable employer. 
	Hopefully this will benefit the business in a few years, when the pupils are looking for work.




5.4. Reflect on performance against the CPD plan, identifying any further learning needs and revising the plan accordingly.

It is important to reflect on performance to encourage growth and assess how we can keep learning to become the best we can be. CIPD (2020a) notes that reflecting learning is a process that deconstructs experience to assess our thoughts and feelings, analyse behaviour, being aware of our values, questioning our assumptions and challenge our perceptions. This makes up part of the CPD cycle, which helps structure people’s CPD. CIPD (2020a) notes that these stages are identify, plan, act, reflect, apply, share and impact. Schon (1983) suggested that ‘reflection in action distinguishes the truly outstanding professional.’ Therefore, to be the best versions of ourselves we should reflect on our performance and behaviours. CIPD (2020a) recommend using Gibbs’ reflective cycle as a tool of reflective practice; the stages are description, feelings, evaluation, analysis, conclusion, and action plan. I have therefore reflected on my personal development plan using this cycle. 

I aimed to help design and develop employee engagement data to help understand how engaged Bluestone employees were. Employee engagement results in staff retention, high performance, effective recruitment and a happier workforce (CIPD, 2019). This is something I have a keen interest in so I enjoyed working with the HR Manager and key ‘people managers’ to understand how we could better collate this data. This resulted in a new survey that provided results in a well-presented way, which can be compared using the quantitative data collected. There was good feedback from staff and managers which has resulted in an action plan to increase the scores. The survey content and report will continue to be analysed to ensure it is always fit for purpose. 

As part of my PDP, I identified that I wanted to further my knowledge of job levelling and contribute towards organisation design. This was more difficult to succeed in, as it required a great deal of influence and decision-making powers. However, as part of organisation design I was able to get involved in a pay project which resulted in some job roles being valued correctly; SHRM (2015) note that jobs that are valued too low employees can feel under-appreciated. Therefore, it is hoped that employees in these job roles will now feel more valued and are more likely to remain at Bluestone. It has been decided that a pay review will be done every two years which I will do the research for. 

To become a decisive thinker, I wanted to have more experience and knowledge of how data can be analysed and reported. 
CIPD (2020b) suggests that people analytics provides HR and stakeholders with valued insight about their workforce and the effectiveness of HR policies and practices. As part of my role, I report on recruitment data such as lead time for filling vacancies and probation pass rates. However, I have also helped collate data in regard to absence analysis, leaver data and attrition analysis. Therefore, I feel that I have developed well in this area and I’m a lot more confidence in displaying and presenting meaningful HR data. This will continue with a monthly HR report that I have input into. I learn better from experiencing things, so the more experience I get the more my skills will develop. 

During the 18 months I have also added several new learning outcomes to my PDP. This included gaining confidence in delivering presentations, this is so that I can progress in the future and help deliver HR training as well as delivering presentations in the community. I have delivered presentations to school and college groups which I have received good feedback for, which has helped grow my confidence. However, I am yet to deliver HR training other than to very small groups so this will be a focus going forward. 

As a Senior HR Officer, I have some influence but need to be more assertive and feel confident to puts my opinions across. CIPD (2020c) state that it is vital for a HR professional to have the courage to hold lines on ethics, morality and fairness, being on the side of good, virtuous and just outcomes. Therefore, I will work on this during the next 6 months. It is also my aim to implement an extensive benefits programme at Bluestone that is clearly advertised to prospective candidates and the current workforce, this will require working with the HR team and researching best practice. 

Overall, I feel that my skills have developed during my CIPD course, through the course itself and through skills learnt in the workplace. The modules that I took an interest in the most were employment law, employee engagement and resourcing and talent planning; these are the modules that I use in my role and have a passion for. I would therefore like to continue to progress in these areas. My learning experience has been a positive one, although I found it difficult to juggle work, study and home-life. Therefore, I aim to continue my studies into Level 7 in the near future, but will take a break from studying in order to achieve a better work-life balance. 
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