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	NAME:
	Jessica Rainbow
	MEMBERSHIP NUMBER:       
	54071923

	COVERING THE PERIOD FROM:
	13/06/2021
	TO:
	Ongoing



This record sheet is for your guidance only – you may present your development plan in any other format.

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

	Leading HR

· Providing accurate financial data to support HR budgeting and financial planning.
· Different working styles and preferences
· Methods for analysing financial and non-financial data
	

Spend time with the Director of People Services and Director of Finance to further understand how budgets are managed and forecasted, and obtain a better understanding within my role and my required input into people financial planning. 

	

CIPD podcast on using metrics to drive value through people 

Meet with line manager/Financial director

PDP feedback from line manager

	

Ability to collate and analyse data and produce monthly reports to share with the board

Attending and contributing to the monthly HR budget meeting

PDP feedback 
	

End of 2022 Appraisal

	Driven to deliver

· Identifying the steps to achieve agreed tasks and objectives in the immediate and short term, and longer term
· Keeping track of own progress, completing work to deadlines or informing others when targets can’t be met
· Time management

	

Discuss strategic goals for the year ahead with my line manager and continue to plan steps and measures required to meet each objective including timescales and deadlines.

Ask for feedback from line managers and others in the organisation how how my work delivery could be improved and apply these learnings to my daily practice. 
	

Meet with line manager regularly to keep on track with the action matrix 

Meet with managers who are renowned for being organised for coaching 
	

Clear understanding of goals and objectives – immediate, short term, long term, including clear timescales and deadlines and meeting these consistently.

Feedback from line manager and other managers who I closely work with. 
	

End of 2022 Appraisal

	Personally credible 

· Seeking feedback and developing own expertise to add the greatest value in the organisation
· Showing enthusiasm to broaden own experience, knowledge and skills




	

Carry out an audit of own skills, experience and knowledge and use the findings against the work required for me to deliver in line with the 2022 strategy. Work with my line manager to form an action plan and develop any gaps. 

Choose an area within my role that I am less familiar with and research this area via reading and talking to other professionals and managers.

Seek out individuals you perceive as reliable experts for advice and guidance. Discuss previous experiences and understand how they may have approached it or their thought processes. Implement any learnings

	

Meet with line manager to discuss findings from skills audit

Meet with other managers for advice and guidance

Schedule mentoring sessions with businesses Organisational Development Director. 
	

Completed audit and action plan identifying gaps.

Completed action plan.

Confidence in areas that I am currently less familiar with or lack experience in

Reflective learning conducted, ability to demonstrate learnings when dealing with similar situations in future. 
	

End of 2022 Appraisal

	Role Model

As I have now progressed to People Services Manager, I now lead a team of 4. I wish to ensure I am a role model to my team members including acting with integrity, impartiality, and independence, balancing personal, organisation and legal parameters. Specific areas include:

· Manage any conflict between personal values and those of the organisation
· Consistently role model, acting according to own principles and delivering to espoused values and expectations
· Handle emotive issues with sensitivity, applying wisdom and judgement to identify a constructive path forward


	

Undertaking mentoring sessions with the Organisational Development Director.

Carry out reflective learning when dealing with emotive issues.

Coaching own team members


	

Mentoring sessions

CIPD Factsheet on mentoring: https://www.cipd.co.uk/knowledge/fundamentals/people/development/coaching-mentoring-factsheet#7005

CIPD Podcast – Coaching: It’s a culture thing: https://www.cipd.co.uk/podcasts/coaching-culture#

Book: Reflection in Learning and Professional Development

	

Team members performance.

Reflections.

Own progress through mentorship programme.

Feedback from team during reviews and from other management across the business.
	

End of 2022 Appraisal

	Collaborative working

Working effectively and inclusively with a range of people, both within and outside of the organisation. As I have progressed – I need to ensure I am utilising my peer group and working with other managers across the business.

· Ensure people with complementary skills, interests and viewpoints are brought together, ensuring work benefits from diverse input
· Form collegiate working relationships with a diverse range of employees within the organisation
· Act in line with organisation needs, rising above the demands of any one stakeholder or influential group.


	

Not consistently working in isolation and involving appropriate stakeholders when pursuing a solution.

Build contact with people beyond own working area – working with other managers in peer group.

	

CIPD Articple – Collaborative working: https://www.cipd.co.uk/news-views/nutshell/issue-64/collaborative-working#gref


	

Good working relationships with different departments and management – evident in working collaboratively on various projects and from feedback.
	

End of 2022 Appraisal

	Decisive thinker

Demonstrates the ability to analyse and understand data and information quickly. Uses information, insights and knowledge in a structured way to identify options, make recommendations and made robust defendable decisions. 

· Evaluate information from multiple sources, applying intuition and judgement to weigh their value and relevance to the decision in hand. 
· Make effective decisions in the absence of complete information but with a strong understanding of organisation priorities.
· Create an environment where others can make decisions by clarifying roles and responsibilities and providing support.





	

Deal with long-standing, difficult and sensitive issues

Focus on causes rather than symptoms

Evidences accurate data analysis

Evaluating the meaning and source of data or analysis

Understand organisation decision-making processes 

Ensure a collaborative focus, making decisions in the interests of all not just self.
	

CIPD podcast on critical thinking: https://www.cipd.co.uk/podcasts/critical-thinking

Read ACAS article: Managing workplace conflict: changing role of HR


	

Feedback from senior management and from my line manager.

Dealing with issues without having to escalate them.

Making defendable decisions and recommendations to the business which prove successful 
	

	Courage to challenge

Show courage and confidence to speak up skilfully, challenging others even when confronted with resistance or unfamiliar circumstances.

· Holding own position determinedly and with courage when it is the right thing to do, even when senior leaders have divergent views.
· Fostering openness and honesty through own example
· Backs own position with relevant knowledge
· Identifying when a quick decision will be more effective than consultation or further research, ensuring others understand and are aligned
· Explore and take account of both the organisation’s political forces and personal standing in debate.  

	

Face difficult conversations and confrontation where necessary 

Do not ‘cave in’ when challenged or questioned.

Show confidence in own knowledge, abilities and judgements.

Take a clear stand in issues rather than sitting on the face. 
	

Bluestone internal “Assertiveness Training”.

External course – Fearless speaking

Mindtools article on assertiveness: https://www.mindtools.com/pages/article/Assertiveness.htm


	

Having difficult conversations and dealing with issues without the need for escalating. 

Questioning decisions or making recommendations during meetings with senior management. 

Feedback on development of confidence from line manager and from other managers. 
	

End of 2022 Appraisal
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	NAME:
	Jessica Rainbow
	MEMBERSHIP NUMBER:
	54071923

	COVERING THE PERIOD FROM:
	01/01/2020
	TO:
	Ongoing



Please note: Due to the pandemic and being placed on furlough for a period – access to training opportunities have been limited. 
	Key dates
	What did you do?
	Why?
	What did you learn from this?
	How have/will you use this?
Any further action?

	
25 January 2020 





16 January 2020 




2 January 2020




30 January 2020



5 February 2020









27 February 2020







13 October 2020











20 November 2020





24 June 2021




5 October 2021



14 January 2022



25 January 2022
	
ACAS Training – Managing Underperformance




Substance 101




The Bluestone Way – People Development Workshop



Annual Employment Law Update: Redkite Solicitors


LGBTQ+ Supporting employees and handling matters sensitively






HR Network West Wales Event: Domestic Abuse is Everyone’s Business





Recruitment Webinar – Redkite Solicitors










Mental Health at work: Building back responsibly – BITC Webinar




Ellis Whittam Webinar – Strengthening your sickness and absence framework


Wellbeing and Resilience Training



CIPD HR Inform Employment Law Update


Difficult conversations made simple
	
To enable me to support the management teams in managing performance within their teams.



Wellbeing of employees 




Introduction of new performance management process



Maintain employment law knowledge with up and coming changes


Wellbeing of employees









Wellbeing of employees







Talent planning and resourcing identified as a development opportunity in PDP









Wellbeing of employees





Wellbeing of employees
Increase in absence concerns



Concern for wellbeing of employees



Maintain employment law knowledge with up and coming changes


Courage to challenge identified in PDP
	
· Adjustments to our processes and policy
· Practical application to support the business


· Signposting employees
· An overview of substance abuse


· Move from formal appraisals to informal objective setting conversations


· Relevant changes
· Case law


· Employment law requirements
· Definitions
· Supporting employees
· Signposting





· Employment law requirements
· Definitions
· Supporting employees
· Signposting


· Avoiding discrimination when recruiting
· Key ways to assist in carrying out fair dismissals;
· Mitigating risks when terminating employment;
· Hints and Tips on how to effectively deal with flexible working, including homeworking;


· Support and signposting for employees




· Policy and process review
· Support and signposting for employees


· Recognising own mental health and self care


· Updates for flexible working policy and other employment law changes


· Assertiveness and easy structures of conversations
	
Coaching managers





I have utilised this to support and signpost employees. 



Coaching managers 




Daily practice



Supporting employees and coaching managers








Supporting employees and coaching managers





Coaching managers












Supporting employees and coaching managers



Supporting employees and coaching managers



Managing own mental wellbeing and resilience in supporting employees and coaching managers


Coaching managers




For own development and for coaching managers








Reflection

According to Harvard Business Review (2017), useful reflection involves conscious consideration of actions and beliefs for learning purposes. It provides an opportunity to pause, sort through thoughts via observations and experiences, considering other interpretations for learning, enabling people to be informed for their mindsets and actions. It is believed that this is crucial for ongoing growth and development. 
This activity requires reflection on the development plan carried out at the beginning of my CIPD qualification, and progress made within its duration. I will discuss each header separately.

Leading HR
The development opportunities listed in my original PDP focussed on understanding financial data and budgeting in relation to people – analysing and providing reports to the business. Some progress has been made in this area including self-directed learning and attending the HR budget meetings for exposure and development. However, this remains a development opportunity to enable me to make an active contribution and utilise data for reporting purposes. 

Resourcing and talent planning 
This is a development area which I feel I have made progress – mostly due to our recovery from the pandemic and the recruitment crisis faced. I have been advising managers and employees on process, researching different recruitment channels and potential sources of data for example – we have launched regular door drop of leaflets, utilised LinkedIn for professional roles. I have also been involved in the business approach to succession planning and launched a new performance management structure. All of the above data is analysed, and I utilise this in my monthly People board report. I have taken an active role in all elements of assessment and selection activities and relaunched our induction programme for 2022. Whilst I will continue to maintain my learning through day-to-day experience – I have removed this as an area of development due to the progress made. 

Driven to deliver
I have removed some areas from my plan in this area, however there are some areas of development which remain. I have created an action matrix for myself and the team to keep track on workload which defines responsibilities, timeframes, deadlines for each objective under each strategic aim. Personally, this has enabled me to focus and provided me with the desire to take action and deliver each objective assigned to me – as it provides a sense of completion and achievement. I have retained identifying steps to achieve tasks within my development plan as I feel I could personally develop this with my immediate, short term and longer-term workload – and working with my line manager to identify priorities.  


Personally credible 
This area of development remains in my PDP. Whilst I have spent my time during the course working through the theory of each unit and applying this knowledge in practice where possible, now would be a beneficial time to create an audit of my own skills, knowledge, and experience to identify gaps. I have also scheduled mentoring sessions with the Organisational Development Director to develop my confidence in my delivery. I would also benefit from more reflective learning in dealing with situations. 

Additions to my PDP 
I have included additional areas to my PDP since finishing the level 5 CIPD and developing into a management position based on the competencies outlined in the 2013 CIPD profession map. These including being a role model, collaborative working, decisive thinking, courage to challenge which are explained within the PDP. What I have noted from my PDP, are my development opportunities have become less around theory and more related to my behaviours in my role. 
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