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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
	Evidence and reflection summary

	Improve my knowledge of employment law.


	By reading regular law publications, setting aside half a day a week to do this.
	Access to HR Magazine.co.uk

Access to Personnel Today

Listen to Daniel Bartlett podcast when released.
	Better understanding of the legal requirements and impacts on HR related topics.
	March 2020
	I have attempted to keep up to speed with the changes in legislation and employment law over the last 18 months. I have done this by listening to regular podcasts from Daniel Bartlett and from reviewing the Gov.UK website. This has not been an easy thing to do to fit in with my day to day role and on reflection I feel it would have been beneficial to allocate a period of time each week to do this, uninterrupted. This is something which I will do moving forward to assist my learning.

	Gain a greater understanding of the PRINCE2 model of project management.


	Spend some time to Force’s Project Manager discussing the process she follows when managing a project in the workplace.
	Agreement and cooperation from Project Manager.


	Completed a project plan for next project I undertake in work.
	April 2020
	I have acquired some project management skills which I have learnt through undertaking the CIPD Higher Diploma in Applied HR qualification, which has allowed me to create basic project plans for small pieces of work in my role. 
I have not felt able to dedicate the time to spending more time with one of the organisation’s Project Manager’s, particularly given the impact COVID-19 has had on workload and the requirement for remote working. This is something which I will need to do more of in the future If I am to be able to better deliver high quality, professional projects within my role and for my team.

	Practical Experience of dealing with a change management process


	Spend some time with the Senior Manager for Change Management and shadow/assist during a change management process.
	Support from Senior Manager and department going through change process.
	Undertake part of a change management process independently, potentially consultation/engagement with affected dept.
	December 2020
	During the last 18 months I have worked far closer with the Senior Manager – Workforce Planning and Change Management, which has given me a far broader knowledge of how the organisation approaches such changes. I have done this on a more administrative level, assisting with the contract requirements when these changes have occurred as well as being involved in some of the pre-change discussions. 
In addition, the change management module which has been completed as part of this qualification has helped me gain a greater understanding of the need for specific pieces of work to be carried out when embarking on a change programme, no matter what the scale of the change. This includes the need for a stakeholder exercise and communication plan, two things which I would not have considered beforehand. These have helped me approach these type of programmes in a different mind-set.

	Conduct a 360-degree feedback with members of my team, members of the senior management team, as well as members of the People Services Team


	Gain a greater understanding of how my actions are perceived by others and where by team and colleagues believe I can improve my performance.
	Buy-in from colleagues to participate and to do so honestly.
	Make practical changes to the way in which I work, following receiving feedback.
	April 2020
	I have conducted a 360 degree feedback programme with my staff on several occasions in the past. I feel that this is an important way of gaining feedback on your performance from your peers, your supervisor, but also from your direct reports as well. By doing this it has helped me to assess the way in which I communicate with my team and the regularity of team meetings and their structure. 
The outcome of this has been to increase the number of teams meetings which are now held – which has been beneficial given the remote nature of work – as well as to have more frequent one-to-one meetings as well. 

	Review and develop a selection process workshop for internal colleagues


	Engage with the Learning and Development department and the People Service Senior Manager, responsible for Employee Relations. 
	Access to L&D support and access to information which can be included within the workshop, along with support to alter this process by key senior colleagues.
	Completion of the design of a workshop and delivery to an initial cohort.
	April 2021
	I have not been able to achieve this section of my development plan. I have discussed this as an option, however there was a lack of organisational support for this to be taken forward after raising it within one of the Forces Reference Group meetings. 
I still feel that this is something which is required within Dyfed-Powys Police and something where there is a similar approach taken for Police Officers, however not for Police Staff.

	Review the induction process for Dyfed-Powys Police and devise a booklet for new employees.


	I will have reviewed the component parts of the Force’s Induction process for new employees
	Access to information contained within the current induction process and Senior Staff support to alter.
	Successful completion of a review of this process.
	December 2020
	I have not been able to achieve this part of my development plan. The organisation has started to take a view of the content of our current induction process, however due to the onset of COVID this has stalled and so far little work has been on this project. I have been involved in initial discussions regarding this and have reviewed the videos which were shown to new employees and have provided feedback on these. This has resulted in these videos being removed at present, due to the number of role changes in the organisation, resulting in them being considerably outdated. I intend to continue being involved in this project when it commences again.

	Develop an induction plan for new HR employees


	Provide a measurable structure for new team members to follow and to allow effective performance monitoring to take place.
	
	I will have created a product by the time the new employee starts.
	March 2020
	I have developed an induction plan for new HR employees, something which has bene used for the most recent new employee to the team. This has been an important way of measuring their probationary period, particularly given that this was done on a remote basis.
When conducting the on boarding process and the subsequent probationary reviews, I have used this plan as a check and test to review their process, as well as a means of identifying what skills gaps there are which need addressing. This has driven individual training sessions with the team on particular areas of development.

	Gain a greater understanding of employee engagement across the HR teams
	Conduct a department wide Engagement Survey
	Support from Senior Leaders in both Business Support Unit and People Services
	I will have tangible feedback from an engagement survey which can be used to build an engagement action plan.
	April 2021
	During the course of this qualification I have learnt a lot about employee engagement and have seen this as an area that I am very interested in. This has included using the documents provided on Moodle for that particular topic, as well as conducting personal research into Dan Pink’s view on Mastery, Autonomy and Purpose.

I have conducted an engagement survey across all HR related teams, which has resulted in tangible evidence to support a requirement for an action plan to be drawn up to improve employee engagement. 

	Improvement in my ability to provide feedback
	To gain a greater ability to be able to offer feedback to teams members, both positive and constructive.
	Access to Moodle / CIPD documents and resources provided as part of Transformational Leadership training course.
	I will be more regularly providing feedback to my team, which will be recognised by them.
	April 2021
	At the commencement of this qualification I attended a Transformational Leadership qualification with my employer, which focused (amongst other topics) on providing feedback and the concept of feed forward. I have always found this to be an areas of required development, as I have often not provided enough feedback to individuals, whether this be positive or constructive.
I have actively provided more feedback to individuals within my team when I have recognised good work and this has been welcomed and in doing so, has seen a greater level of engagement.

During the course of the last 12 months, I have also had to deal with an underperformance issue with a member of my team, which has required me to be able to address a drop in standards. This was made easier to deal with by having provided constructive feedback to them, however has prompted the importance to me of doing this on every occasion that their performance dips. This has ensured that there is little room for challenge in these processes.

I have reviewed the ACAS guidance on this subject, which has assisted me in ensuring that these processes are delivered fairly and consistently.


	CPD Record


	Key Date
	What did you do?
	Why?
	What did you learn from this?
	How will you use what you learnt?

	
	During the last 12 months I have become more involved in the administration of some change management processes within Dyfed-Powys Police. This has involved being involved in the preparation of letters to those affected, as well as resolving low level queries.
	Due to an increase in workload within the People Services Department, I have been requested to assist with the administration of change management processes conducted by the Change Management / Workforce Planning Team. 
	Whilst this has largely been as an administrative support this this process, it has given me a greater understanding in the consultation process undertaken when change management processes ae conducted. It has also given me a better understanding of the legal requirements and the content of letters which are provided to individuals who are affected.
	I will, and have, used this knowledge when dealing with individuals who are either affected by a change management process, or who supervise those who are affected. This allows me to be able to resolve queries more effectively as I have now experienced the process first hand.

	
	Since mid-2020 I have become the sole administrator and support for the Dyfed-Powys Police job evaluation process. 
	Due to a change in roles within the organisation, there has been a gap created where an individual has left who previously offered this support. This has also been done to assist the Senior Manager in People Services, who previously provided some administrative support to the process, resulting in the process being less efficient.
	During this process I have been solely responsible for the administration of the job evaluation process in its entirety. This has increased by knowledge of the composition of role profiles within the organisation and the factors considered when these are created and how this feeds into the competency framework used within the organisations recruitment process. In addition to this, I have also gained a greater knowledge of the Local Government 13 Factor evaluation scheme which is used to evaluate all of our role profiles. I have used this when reviewing submissions from individuals, who are looking to have their role evaluated. I have been required to undertake consultation with individuals on their submissions, ensuring that this meets the requirements of the process, offering advice where necessary.
	I have used this regularly when undertaking this role, which now allows me to be more proactive and productive in administering the job evaluation and any subsequent appeal processes. This has also helped me in the creation and amendment of role profiles, ensuring that these are created consistently across the organisation and are done in line with the Force’s job family groups.

	
	Creation and administration of joint People Services and Business Support Unit Working Group.
	To ensure that the two departments work more closely together and to assist in the transfer of administration tasks from individuals in People Services to staff within the Business Support Unit. 
	During this process, I have been required to create a terms of reference document and to consult with the group members on this document. This has given me a greater understanding of the need for group governance to exist. I have also been required to provide administrative support to the group with the creation of an action table and maintaining meeting minutes and actions, which can be tracked to ensure that these are progressed.
	I will use these skills in future to establish the objectives of any group that I set up, defining clear objectives. This will allow me to be far clearer when assessing the benefits and whether the group(s) are effectively meeting their objectives.

	
	Creation of performance framework and reporting system for customer contact.
	To evaluate and assess the level of service provided by People Services and Business Support Unit to the customers of Dyfed-Powys Police and to be able to identify any areas for improvement.
	From this process I have learnt a great deal about engagement and the need to fully explain the need for a particular process. There were several of the staff within the two departments who thought that this process was a punitive one, which would identify wrong doing and apportion blame. I have had to use my communication skills to explain the true meaning behind this process and what the ultimate benefit of this process would be.
	I have used my communication and engagement skills throughout this qualification as these are key areas that have stood out to me as important in many areas. This has been particularly beneficial when trying to motivate and manage staff during a remote working scenario due to the COVID pandemic. These will be skills I will continue to develop and use in my working life.


Developing Professional Practice

David Harris – 1907534

Reflective Summary

Reflection is a vital element of learning from your experiences and is something that is needed to grow in both your role and your personal life. One of the ways to learn from any type of experience is to use a reflective cycle, which will promote self-reflection (Gibbs). The CIPD (no date) describe ‘Reflective Practice’ as “making meaning from experience and transforming insights into practical strategies for personal growth”. The CIPD also build this step into their Continuous Professional Development (CPD) 6 stage cycle, whereby this is used as a means of transforming ‘experiences into insights and practical strategies for personal growth’ (CIPD).
During the course of this qualification my knowledge of HR related matters has grown greatly in all areas covered in this course. This has given me a greater understanding of many different areas of Human Resource Management, which do not form part of my current role with Dyfed-Powys Police and has given me the confidence to become more involved where possible. Whilst I have been keen to become involved in different areas of HR, this has also shown I require development in certain areas due to a lack of exposure. 
On reflection, I have not been able to complete all of the planned actions in my development plan. This is partly due to the on-set of the global COVID-19 pandemic, which has impacted on my role and the increase in workload which has resulted from this. Secondary to this is the requirement for a more remote / agile approach to work, which has affected my ability to access some of the individuals in the workplace to progress some of my plans. Whilst I have not been able to complete all parts of my plan, I have improved my overall confidence and knowledge in HR and have shown this with my increased involvement in areas such as change management, employee engagement and my increase in the use of feedback and feed forward.
In addition to the impact of COVID-19 and the impact of long spells of remote working, I feel that I have not planned enough time into my working life for reflection on my work. This is not only linked to my qualification work, but also my role within Dyfed-Powys Police. I have too often fallen into the trap of moving onto the next piece of work too quickly due to a high workload and the pressure to deliver work in a speedy manner and over extended periods (Porter, 2017). This has been the case for my qualification and I have failed to fully capitalise on the feedback offered upon the completion of each module. In future I intend to set aside time in my week specifically for reflection and self-development (Wichert, 2018).
Whilst this is true in part, I have reflected on my writing style over the course of the qualification and feel that this has become more objective when compared within my initial modules and I have searched for a more evidence base when making decisions or recommending change. This has assisted me in my role, particularly when required to deliver reports on topics to managers and staff within my team.
Whilst I have not been able to achieve all of the goals I originally set within my Development Plan, I have been able to take learning from each of the modules covered within this qualification. The modules have provided me with a greater understanding of the use and importance of engagement within the workplace and how to use this with my team, particularly since the onset of the global COVID-19 pandemic. I have met more regularly with my team on a group and one to one basis, as well as a conscious effort to provide a greater level of feedback, both positive and constructive, where required. This has proven very beneficial as it has created a more trusting relationship within our team.
Upon completion of this qualification, I feel that I have some definitive areas where I would like to grow in HR. Employee relations is the main area where I would like to improve upon and become more involved in. I have a real passion for working with others and helping people and feel that employee engagement / relations is an area which both excites me will allow me to do this. To do this, I intend to look for roles within an employee relations, either with Dyfed-Powys Police or outside the organisation. Also, I feel that I currently operate at the Foundation Level, stated within the CIPD Profession Map (CIPD, 2018), offering a more tactical approach to the way that I work, with limited ability within my role to be able to work with a wider group of stakeholders on projects that benefit the organisation as a whole. This is certainly something I would like to do more of, and will use the Profession Map to work towards the Associate Level. The use of reflection and dedicated learning time within my working week will assist me achieving this.
Overall, I feel that this qualification has been a valuable experience for me and has helped me develop in general HR and my role specifically. Whilst there are definite areas of development I can improve upon, and a need for a greater degree of reflection to be undertaken, I feel that I am a far more capable individual now that when I started. I feel that the working conditions of remote working has impacted on my particular learning style and has hampered my ability to take on as much course information as I was pre-COVID, however overall I have enjoyed the experience.
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