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Reflection
It is commonly known that continual professional development has become high on the agenda for organisations in the modern age (Taylor & Woodhams, 2016).  That is not untrue for the Human Resources (HR) team member either – not matter what role/level.
Reflective practice incorporates tasks that allow the individual to become aware of various practices, including noticing patterns, challenging assumptions, and changing actions and attitudes (CIPD, n.d.).  Schön (1983) used the term ‘reflection in action’ to describe this activity, when individuals reflect on the situation while it is happening, similar to the practice of mindfulness (Beiner, 2015).
It is suggested that reflective practice is a vital aspect of professional development, but needs to be practical and personal to the individual (CIPD, n.d.).  Schön (1983) also suggested that is helps individuals create their own individual best practices and can help individuals link professional development to practical outcomes.  
There are various tools that can be used for reflective practice, including the use of the CIPD Cycle.  This cycle is a continuous process that allows the individual to identify, plan, act, reflect, apply, share, impact (which leads back to identify, plan…) as part of their development (CIPD, n.d.).  Gibbs Cycle is another such tool.  This involves a critical analysis on a specific situation where the individual questions themselves against the following categories: Description; Feelings; Evaluation; Analysis; Conclusion; Action Plan (which then leads back to description, feelings…).  
At the beginning of my studies the Learning Styles Questionnaire suggested that I am a ‘visual’ learner, which did not come as a surprise to me.  During these two years, I have realised that I rely a lot on my visual learning style.  As a ‘reflector’ I do naturally think about things after they take place; however, what has become clear to me is that it is not a structured and meaningful reflection that I naturally do in all cases.  The biggest issue in reflective practice for me has been time.  With the continuous changes that have taken place over the last two years, there has been a constant need to change and keep up with what it happening.  Finding and protecting the time for genuine reflection has been challenging.
I drew up a personal development plan as part of my professional development and have worked towards most of the goals over the last two years.  This plan is an active document, being changed and added when needed, as change is an inevitable aspect of HR (Cheese, 2018).  The documents to follow reflect this:




	
Development plan


	NAME:
	Shelley Dony
	MEMBERSHIP NUMBER:       
	53274174

	COVERING THE PERIOD FROM:
	November 2018
	TO:
	May 2020


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”.)
	CIPD Profession Map recommendation
	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

	Insight, Strategies & Solution:
Find out the different HR specialisms within your organisation and speak to each area to learn who your specialist colleagues are. Who are the experts in your organisation and how do they get things done? Take time to get to know them and their work better.

	Staff from Angie’s team and Steve’s team (both Assistant Directors).  Talk to them first and ask who the best people would be to speak to in each specialism.
Spend time learning more about the work of your colleagues and other HR teams. Consider how your own work impacts theirs.
	Angie
Steve
IT systems
Time
Line manager support
	Relationships with others in the broader HR directorate developed.
Successful collaborations.
	July 2019

	Insight, Strategies & Solution:
Become an expert in your field by regularly updating yourself on relevant employment law, by using websites, organisations and law / people publications.

	Continue to read relevant and key documents.
	People Management magazine
LinkedIn – various articles
CIPD Website
NHW Update Events
	Completion of the CIPD Employment Law module and passing the assignment
	Ongoing weekly and monthly reading of various resources.
November 15th (NHS Employment Law Update Event)

	Insight, Strategies & Solution:
Locate the most recent annual review or report for your organisation or find out someone who knows about the organisation's performance in terms of its measures, scorecard and commercial performance. Find out what the key performance measures are, and what the trends have been of this performance in the last five years. What are the performance goals for this year?

	Read the completed IMTP, analyse and discuss with line manager.
	IMTP
	Understand and make note of the key performance goals for Mental Health, Primary Care, Community for the next three years.
	March 2019

	Insight, Strategies & Solution:
Build your external network and make time in your week to read the major business and news publications and understand how external factors can impact your organisation.

	Read the CIPD HR Outsourcing Factsheet.
Read the CIPD Research: ‘Megatrends: the trends shaping work and working lives’ document.
Ongoing weekly and monthly reading of various resources.
	CIPD HR Outsourcing Factsheet
CIPD Research: Megatrends: the trends shaping work and working lives
	Increased knowledge, understanding and application to the Health Board.
	May 2019

May 2019



Ongoing weekly and monthly.

	Insight, Strategies & Solution:
Review other organisations' approach to recruiting, retaining and developing talented people. What elements of their approach could you successfully adopt in your organisation, or with your business area?

	Speak to recruitment officers in other Health Boards.
Work towards CIPD Recruitment and Talent/Resource Planning module.
	Willing recruitment officers from other Health Boards.
CIPD module resources.
	Completion of the CIPD Recruitment and Talent/Resource Planning module and passing the assignment
	2020

	Leading HR:
Spend time with business managers to clearly understand issues which are causing problems in their department. Ask open, probing questions to find out what the people impacts are of these problems, and brainstorm different solutions with your colleagues.

	Ask line manager if I can attend various/relevant sub-group meetings to listen to issues and help with.
Attend these meetings.
	Diarised meetings

	Positive feedback gained from managers on usefulness of contribution.
	(Ask permission) November 2019

(Meetings attended)
Ongoing

	Leading HR:
Ask a range of other people (such as your manager, a couple of your peers, a couple of your customers) for feedback on the work you deliver and the way you deliver it. Ask for some specific examples of areas you could improve, and strengths to build on. Ask your manager and trusted peers to offer some feedback on the extent of your HR expertise in the area you work in.

	Carry out PADR (professional appraisal and development review)
Carry out 360-degree appraisal
	Line manager
PADR
	List of attributes, knowledge or skills to work on.
	September 2019


January 2020

	Insight, Strategies & Solution:
Towards the end of each financial year, ask to be involved with the development of next year's HR budget. Share your insights into the people priorities that your team needs to focus on for the next 12 months, and have ready some costed plans to support those budgets. Take responsibility for one or more budgetary areas for the for the HR team.

	Request from Assistant Director to take responsibility of HEIW budget for the 2019/2020 financial year.
	Line manager
Finance Team 
Monthly breakdown spreadsheet
Confirmation letter of budget for 2019/2020
	The finances will balance at the end of the 2019/20 financial year.
	Request in March 2019
Undertake until March 2020.

	
Apply new insights gained from neuroscience and cognitive studies (including brain plasticity, deep practice, memory and recall, social motivation and the impact of age on learning). Apply these when designing a new learning programme (or reviewing an existing programme.

	Read CIPD Research: Neuroscience and Learning: Fresh Thinking in Learning and Development
	CIPD Research: Neuroscience and Learning: Fresh Thinking in Learning and Development
	Areas learned included in lesson plans on workforce planning.
	April 2019

	Resourcing & Talent Planning:
Compare your organisation's talent and succession planning processes with other organisations in the sector as well as with organisations who have been recognised as leaders in this area (e.g. award winners). Identify best practice that could benefit your organisation

	Read the CIPD Workforce Planning Factsheet.
Read the CIPD Talent Management Factsheet.
Read the CIPD Recruitment: An Overview document.
	CIPD Workforce Planning Factsheet
CIPD Talent Management Factsheet
CIPD Recruitment: An Overview
	Completion of the CIPD talent planning module and passing the assignment

	2020

	Resourcing & Talent Planning:
nitiate a review of current resource levels and talent for a department within your organisation and compare this with future requirements (e.g. you could review headcount data, training records, skills audits, performance appraisals and business plans).

	Ascertain with line manager which department would require this for workforce planning.
Download report from ESR for that department.
Meeting with manager/clinical lead of department.
	Line manager 
ESR & report
Manager/clinical lead of department
	Matrix completed
	March 2019

	OD
Use an OD tool (such as open systems model for teams), to undertake an assessment of a team that you are familiar with. The assessment should consider their capability and capacity to meet their collective objectives. 

	Read the CIPD Organisational Development Factsheet.
	CIPD Organisational Development Factsheet
	Discuss the findings with your line manager.
	November 2019

	OD
In your next organisation design project, support the business managers in anticipating the amount of time and personal energy commitments the change will take. For example, planning, scheduling appropriate meetings and briefings with staff, documentation, selection, appointment processes, as well as time dealing with the emotions and productivity issues during change.

	Read the CIPD Organisational Design Factsheet.
Appropriate planning when carrying out primary schools research project.
	CIPD Organisational Design Factsheet.
Gantt chart and appropriate scheduling.
	Satisfied managers through feedback; successful time/resource management throughout the duration of the project.
	January 2020

	Employee Relations:
Reflect on a disagreement that you have had with someone at work (possibly with a coach or mentor). Review what happened by imagining that you are a third-party observer of any communications and interactions. Consider how your approach could have been more collaborative and constructive.
	Carry out a reflection on the Physio disagreement.
	Reflective document.
	Lessons learnt, principles/actions to take forward.
	February 2019

	Employee Relations:
Map out the current internal network you have within your organisation and the strength of these relationships. Identify mutual interests or priorities that you can use as a way to form new relationships.
	Produce a list of services, departments and managers/clinical leads – relationships formed and not formed.
	List of services, departments and managers/clinical leads – relationships formed and not formed.
	Network Map produced, and new relationships identified.
	September 2019

	Learning & Development:
Pick one area within your role that you are less comfortable or familiar with. Proactively research this area through reading, research and talking to others.
	Read CIPD Factsheet: Board Level Volunteering

	CIPD Factsheet: Board Level Volunteering
	Increased knowledge.
	June 2019

	Learning & Development:
Gain feedback on your expertise within the workplace from a key customer, manager or peer. Pick one developmental area to focus on. Work to build up your expertise by reading, researching and building relationships with individuals who have experience in this area.

	Carry out 360-degree appraisal
	360-degree software
Line manager, peers, other colleagues and customers
	Completed appraisal, with feedback and coaching
	January 2020

	Resourcing & Talent Planning:
Assist Senior Workforce Development Manager in IMTP process
	Data from all services.
Hold meetings with relevant key managers.
	Workforce Planning Team, Business Intelligence Team and all service managers.
	Completion of IMTP into the Welsh Government.
	December 2020

	Resourcing & Talent Planning:
Work with the Resourcing Team and Primary Care to employ Physician’s Associates
	SBAR, job description, job advert.
	Resourcing Team, Primary Care team, all General Managers, Medical Education Team, Finance Team and Workforce Planning Team.
	Employment of the right people into the right number of PA posts.
	July 2020

	Employment Law:
Keep abreast of changes in employment law.
	Continue to read relevant and key documents.
Attend relevant events
	People Management magazine
LinkedIn – various articles
CIPD Website
NHS Update Events
	Apply in workplace activities.
	Date not yet arranged

	Insight, Strategy and Solutions:
Carry out a research project on how primary school aged children may be influenced into career decisions.
	Research into psychology of childhood development, Learning & Development, and Recruitment.
	CIPD Website
Various academic websites

	Completed project submitted to the Executive Board.
	December 2020







	
Development record





	NAME:
	Shelley Dony
	MEMBERSHIP NUMBER:
	53274174

	COVERING THE PERIOD FROM:
	November 2018
	TO:
	May 2020



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?

	May 2019

June 2019

July 2019

August 2019

	I have attended a variety of meetings, including the Nursing Workforce meeting, Workforce and OD Sub-Group meeting across the health board.
	To find out the different HR specialisms within my organisation and learn who my specialist colleagues are. 

	Our organisation does not have a HR generalist practitioner at all; every person employed is employed into a specific specialism – legal, payroll, benefits, wellbeing, recruitment, workforce planning, workforce development, learning and development, engagement, OD, and HR.
	I will know who to contact regarding various aspects of HR and will continue to develop my relationship with them for better collaboration.

	Ongoing monthly 

November 2018


	Reading of People Management Magazine.

NHS Employment Law Update Event
	To regularly update myself on relevant employment law, by using websites, organisations and law / people publications.

	The need to be aware of the use of I.T.; as seen in the case of a disabled worker who was awarded £45,000 after a voice recognition software dispute (CIPD, 2019).	Comment by Hannah: you can remove this to save word count
I have been able to assist a colleague when advice was needed on an employment law issue – maternity leave.
	Continue to read employment law updates/news in People Management Magazine.

Attend the next NHS Employment Law Update Events (date tba)

	March 2019

	Read and review most recently produced IMTP.
	Review the organisation's performance in terms of its measures, scorecard and commercial performance. Find out what the key performance measures are, and what the trends have been of this performance in the last five years.

	Recruitment of doctors has become more challenging.  Profile of workforce is changing as employees are staying in employment for longer.  More staff have required part-time or flexible working.  More departments/services are needing alternative roles to meet challenges.
	Research into alternative roles for health care.

	Ongoing monthly


	Reading of People Management Magazine.

	To understand how external factors may impact on my organisation.

	The potential changes in law regarding flexible working (Jan 2020).
	Continue keeping myself updated by reading People Management Magazine on a monthly basis.

	March 2019


	Research and review other organisations’ approach to recruiting, retaining and developing talented people.
	To see if there are any elements successfully implemented elsewhere that we could look at adopting adopt.
	Other health boards were recruiting and developing apprentices some time before our health board, particularly in England.  Though, other health boards in Wales were only slightly ahead than us.  
All other health boards use career fayres in universities and schools as opportunities to influence and recruit; however, nobody links with primary schools as yet.
	I still want to carry out the research project on primary schools, to see if this can have an impact on our recruitment of talented people.

	May 2019

June 2019

July 2019

August 2019


	I have attended a variety of meetings, including Senior Nurse Development Manager meeting, Nursing Workforce meeting, Workforce and OD Sub-Group meeting, as well as holding workshops with service managers across the three counties. 
	To spend time with business managers to clearly understand issues which are causing problems in their department. Informing them what initiatives are being delivered and designed within the health board that could help them.

	Staff shortages have been a major concern – particularly with registered staff.
	There appears to be a need to further develop alternative job roles and incorporate into workforce planning.

	September 2019


January 2020
	While a formal 360-degree appraisal wasn’t carried out, feedback has been gained from my line manager, subordinate, director, and peers.
PADR carried out in September 2019.
	Ask a range of other people (such as your manager, a couple of your peers, a couple of your customers) for feedback on the work you deliver and the way you deliver it. Ask for some specific examples of areas you could improve, and strengths to build on. Ask your manager and trusted peers to offer some feedback on the extent of your HR expertise in the area you work in.

	Positives – very good at delivering comms to a variety of audiences; supportive to staff members; risk aware and methodical in approaches.

Negatives – lack of confidence in meetings and can come across too quiet.
	Work closely with Senior Workforce Development Manager in gaining more confidence to speak in meetings.

	March 2019


	Due to a change in the structure of the department, the responsibility of HEIW funding was allocated to another colleague.  However, I was able to advise based my colleague, based on my experience from the previous year.
	The aim was to be involved with the development of next year's training budget and take responsibility it.

	
	

	Not completed


	I have had to use dedicated research time to other areas, as it become more of a need – i.e. apprenticeships, project management, physician’s associates.
	The aim was to apply new insights gained from neuroscience and cognitive studies (including brain plasticity, deep practice, memory and recall, social motivation and the impact of age on learning). Apply these when designing a new learning programme (or reviewing an existing programme.

	
	

	April 2020


	Having researched the organisation’s approach to talent and resource planning, as well as researching model, theories and ‘best practice’ on talent planning, I have passed the Talent Planning module.

	To understand my health board’s processes on talent and succession planning processes.  To understand and learn what best practice is and whether it can be applied within our health board.

	I have learnt that our health board does not carry out workforce planning in its true sense.  It ‘fire-fights’ instead of looking forward.
There is a lot of work to do in changing the culture of workforce planning in the organisation.
	I feel more comfortable in the workforce planning aspects of my job role and understand where the issues lie. I will continue to keep my knowledge refreshed in this area.  

	March 2019


	Analysis conducted twice on Staff In Post, last time for the module Contributing to Resourcing and Talent Management.  
	Initiate a review of current resource levels and talent for a department within your organisation and compare this with future requirements (e.g. you could review headcount data, training records, skills audits, performance appraisals and business plans).

	The data shows that the recruitment of nurses is still not decreasing the shortage gap.  While we take on more nurses, approximately the same number of nurses leave.  The two main reasons for this is to work for more money in agencies and movement to another service/health board.
	This is evidence that could support my request to carry out a research project on primary schools, as our current initiatives aren’t minimising the gap.

	February – September 2019
	A tremendous number of planning, meetings, communication, creating processes, and evaluating took place over the course of the 9 months in the run up to the new healthcare apprenticeship programme and after the start of the programme.
	This was to support the business managers in anticipating the amount of time and personal energy commitments the change will take. For example, planning, scheduling appropriate meetings and briefings with staff, documentation, selection, appointment processes, as well as time dealing with the emotions and productivity issues during change.

	Working closely with a number of HR managers, service managers and educational managers meant that all activities were carried out on time and successfully.  The number of people that needed to be involved was larger than initially anticipated, but people were brought in when it became apparent that they were needed.
	I need to maintain these relationships and bear in mind the lessons learned during this process.

	February 2019
	Reflect on a disagreement that you have had with someone at work with line manager.
	To consider how your approach could have been more collaborative and constructive.
	From the reflection I have learnt that it would have been better to carry out the interactions face to face, or if not possible then by telephone, rather than by email.  There is a chance that a quicker resolution may have been attained that way.
	I will ensure that any conflict resolution is carried out face to face where-ever possible.

	September 2019
	I carried out an internal network analysis.
	To identify areas of strengths and weakness in my relationships across the health board and identify where relationships needs to be made.
	New relationships have been formed with a number of key department/clinical leads.  
	This has helped progress the apprenticeship project and the work on the Physician’s Associate.

	March 2020
	Thorough research on the role of Physicians Associate.  
	To understand an area of my role that I am less comfortable or familiar with. 
	I now understand why these roles are needed, their scope of practice, how they have been utilised by the health board so far and the attitude towards them, how other health boards have utilised them and at what costs.
	I have been able to contribute to the workforce planning process and meetings with relevant and key information.

	September 2019

January 2020
	While a formal 360-degree appraisal wasn’t carried out, feedback has been gained from my line manager, subordinate, director, and peers.
PADR carried out in September 2019.
	To gain feedback on your expertise I offer.
	Positives – very good at delivering comms to a variety of audiences; supportive to staff members; risk aware and methodical in approaches.

Negatives – lack of confidence in meetings and can come across too quiet.
	Work closely with Senior Workforce Development Manager in gaining more confidence to speak in meetings.

	December 2019
	Attended the Morgan La Roche Employment Law Update workshop
	To keep my knowledge up to date on the recent changes and how they could affect practice.
	Changes and updates in legislation (e.g. itemised payslips and contracts of employment) and case law updates (e.g. vicarious liability).
	Attend future update workshops to keep my knowledge up to date.
It provides me with context for my activities.

	January & February 2020
	Attended Workforce Planning refresher webinars
	To keep my knowledge up to date, network with relevant managers and share best practice with others.
	Nothing new learned, but good to get a refresher.
Met and networked with the Transformation Team; good for future reference.
	I now know the Transformation Team and feel more confident if required to work with them again in the future.

	Ongoing monthly
	Review potential alternative roles for healthcare
	To gauge how other health boards and countries are dealing with the shortages of registered professionals, and see if there is anything we can utilise within our health board.
	The UK (including Wales) are vastly behind other countries with the use of technology in healthcare – e.g. telehealth.
Other countries have health and social care responsibilities linked more closely together than here in Wales/UK.
	I will work closely with the workforce planning manager to see how we can develop this further.
Continue to research alternative roles across the world.
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