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Task 1 
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Defining what a professional is can be quite a challenge as there are many element to define professionalism. According to Gledhill (2022) there are six elements to what a professional is. Firstly, a professional has specialised knowledge and they may (or may not) have qualifications in the subject area but have a strong understanding of their area of expertise and keep these skills up to date. Secondly, a professional is competent and ‘gets the job done’ with a focus on finding solutions. It is important that a professional is honest and has integrity and therefore will be clear if there is a problem rather than avoid the truth. A professional needs to be accountable and are very aware of what they say and do, even when they make an error. Having good self-regulation is important to remain professional even under pressure. Generally, professionals tend to dress to in a manner which makes them instantly recognisable as a professional.[image: ]
As a people practice professionals, good practice is being a member of the Chartered Institute of Professional Development. The CIPD has a profession map which “sets the international benchmark for the people profession” (CIPD, 2021). The map is used to “make better decisions, act with confidence, perform at your peak, drive change in your organisation and progress in your career,” (CIPD, 2021). Regardless of CIPD membership status, the CIPD Profession Map is relevant to all HRM professionals.
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The CIPD Profession Map looks at the following 3 professional values (Waite, 2021). Following these values should lead to better decision-making in all areas of professional practice. Principles-led is defined by the CIPD as “to see beyond rules to do what’s right,” (CIPD, 2021). As people professionals it is important to have good principles. Secondly, evidence-based values are making judgements based on evidence to inform better decision-making. Finally, outcomes-driven is described by the CIPD (2021) as “The greater our impact, the greater our value.”
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Personal values are important to take into consideration when looking at professionalism. It is imperative that our personal values are reflected in practice and that we work in a way which promotes fairness, honesty, equality, inclusivity and that we value others. 

Professional integrity is to “role-model integrity,” (Gledhill, 2022). Explain decisions and choices doing everything to make it easier for others to act with integrity too. Waite et al (2021) states that “having a moral purpose is one of the core elements of integrity” and therefore professional integrity is applying this moral purpose in a professional role. 

Waite et al (2021) lists the following elements of professional integrity according to Robinson and Dowson (2011) 
· Integration of the different parts of a person
· Consistency (between the self, values and practice)
· Honesty and transparency 
· Independence
· Responsibility for values and practice
· A learning process
· Commitment to purpose
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Decision making is important for organisations as bad decisions can significantly impact the reputation of an organisation and people’s lives (Russell, 2022).  The way in which we handle decisions needs to be done in a manner that is treating people fairly and applying an ethical approach. As people professionals we must role model ethical values such as professional values, principles and integrity. 

Waite et al (2021) discusses how ethics should influence us as professionals. We should work against bribery and corruption, follow organisational codes of conduct, have corporate governance (following organisational governance) and have corporate and social responsibility (our responsibility within the workplace, marketplace, environment and community). People practitioners have a duty to act ethically as decisions made can be so impactful.
[image: ]
Ethics impact on how we work and three ethical values that I hold (which have not already been mentioned) are: Inclusivity and equality, honesty and fairness.

A diverse workforce brings together a variety of backgrounds and therefore generates different ideas and ways of working. This is great for performance of an organisation but also for the people within an organisation. A diverse workforce brings an accepting and inviting element to an organisation and that everyone is accepted. I feel that it is not enough to have a diverse workforce alone, but an organisation needs to be inclusive also. I believe that an organisation who actively promotes being inclusive will be an organisation of choice and will be appealing to a wider talent pool. Personally, I enjoy meeting and working with people from all walks of life and, I believe, that organisations should reflect the make-up of society. My role in Welsh Government is to manage talent and my ethical values around inclusivity and equality underpins every campaign that I run. Since being employed at WG I have introduced a BAME programme at management level to help increase diversity within the workforce at a higher level within the organisation as I found that this was not apparent when I moved into the organisation. Also, I have worked with our disabilities team to learn how to be a more inclusive recruiter. My influence has led to all our talent programmes being converted into braille as I noticed that we did not appeal to people with visual impairments. 

Honesty is also a strong ethical behaviour that I hold. When working in HRM, we do not always deliver positive news but I feel that being open and honest about things builds trust and positive working relationships which is imperative within an organisation. When I have had to give feedback in a review scenario I have been completely honest, but respectful, with regards to areas of improvement. Sometimes, people are not aware that they are not working to a desired standard and that honest conversation can raise awareness and improvements can be made. 

Fairness, is one of the basic principles within ethics I believe. Within my team, I ensure that the workload is distributed fairly and that the pressure of work is not greater on one person than another. I am responsible for the apprenticeship programme within WG and have been part of the team who has encouraged the removal of the upper age limit for the programme. Previously, the scheme was open to people under 25 (due to funding) and we have worked with senior leadership teams to explain that this was not a fair approach and we now recruit apprentices of all ages (above the legal working age). With regards to recruitment for this scheme, we now ask potential apprentices if they know of any people who are employed by WG. Previously, we only asked people if their immediate family members were employed and that sometimes posed issues as people were recruited by friends. We now make sure that if someone is known by an applicant then they cannot be part of the recruitment process and it is dealt with by a completely separate team. 
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As an apprenticeship manager within my organisation I currently recruit apprentices who are coming into the organisation at the bottom of the career ladder. This is a successful programme with full training and it is a scheme that is of particular interest to people who want to change careers or who have not experienced employment. However, I felt that this scheme lacked in diversity. As previously mentioned, I managed to influence managers to remove the age limit on the application to appeal to a more diverse audience. I wanted to add value to the organisation by widening the talent pool and to allow for more people to apply in a fairer approach. 

To influence the management team, I had to prepare evidence to help to support my claim that we were not being inclusive in our approach to the apprenticeship scheme. As part of our recruitment scheme, we log people who have looked at the advert and send out a questionnaire as to why they did not continue with the application. I took this data and assessed the results which were that three quarters of people who did not continue with the application were above the age threshold. I fed this information back to management and gave them the honest data which suggested that we were not inclusive. The evidence that I provided was used to influence management as it indicated that there was a barrier to our process being inclusive and was stopping us from being more diverse. This led to a change in the process.

From this analysis, the data also showed that some of the potential candidates did not apply as they felt that the level of the apprenticeship was too low. I felt that this was not fair as the programme wasn’t going to benefit people who already had an established career. 	I relayed this honest feedback to the management team and from this suggested a solution would be to create a programme targeting people who were already at a higher level. I had researched across the civil service for schemes that were run elsewhere to bring the evidence to the meeting to help influence management. 

Management were satisfied that there was a lack of fairness and since then I have devised a Grade 7 (four grades higher than the apprenticeship) apprenticeship programme which will launch in September 2022. This scheme is open to people of all ages and backgrounds who have skills or knowledge and feel ready for management. The scheme demonstrates good people practice and should help us to create a more inclusive, equal and diverse organisation.
The rules that I followed to influence and persuade are set out by Timms (2022) in the CIPD profession map. 
1. Contribute views and opinions clearly
2. Provide information accurately and in a timely way
3. Initiate purposeful conversations with a range of people
4. Understand the impact of different influencing and communication styles in a range of situations
5. Recognise and accept mistakes				(Timms, 2022)
I explained my views in a clear and concise manner with questions to determine that people understood what information was being relayed. I was previously a teacher and I used questions to determine understanding of information so that I knew my audience had received the message or information that I was delivering. To ensure the clarity of the information that I had to convey, I also provided hand-outs for people to refer back to when thinking about what was discussed. I also answered any questions that were asked in a clear and open manner for people to fully understand what was being said.
I also provided information in an accurate and timely way. From the initial idea to delivering of the information to the delivery of my idea to the management team was a short turnaround. The information that I provided was current and the predicted timeline that I took to them demonstrated a plan of action for the 12 months ahead. I ensured the information was accurate and current to make it relevant and a true reflection of why people were choosing not to continue with an apprenticeship application. The data that I collected would not be of use if it was not current as, especially during a pandemic, the needs and wants of employees has changed quickly and dramatically therefore the data needed to be as fresh and up to date as possible.
It was important for me that I initiated conversations with the correct people in order to influence and persuade them. For an idea to come to fruition, it was imperative that I influenced the management team as it is their discretion as to what schemes money is allocated to. I needed to ensure that I had their support as I would need the financial backing and also the time to deliver the project. I used persuasive language to influence management and also provided evidence that I had discovered from research. Using facts and figures helped to back up what I was saying and also helped to paint a picture of a problem and how to rectify this. I also looked further afield and gathered evidence for other schemes that were out in the Civil Service to help to influence the management team. 
While pitching my ideas, I had to be open and honest about any mistakes that I had made. I think that being open and honest, even when making incorrect decisions or mistakes, helps to move forward and it helps to influence people. Trust is very important and honesty to stand up to mistakes is very important. The management team would not trust the ideas of a person who was not open and honest. Demonstrating honesty will build stronger relationships which is necessary to persuade and influence them.
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I was tasked with the role of organising an International Women’s Day event not long after starting with WG. Due to the importance of the event, I made sure that I signed off every element personally. The event was very popular with interesting workshops and I had arranged for catering to cover the 60 women who would be in attendance. 

The day came and far more people attended the event than were expected. It was during this time that I realised I had forgotten to cancel the corporate booking system (as I had decided to do my own booking system). This meant that there were 120 guests at the event rather than 60. The workshops that I had arranged had to cater for double the numbers and therefore the quality was not as good, we had only provided refreshments for half of the guests that attended and there was not enough room, physically, for all of the candidates. This situation generated several complaints.

After the event, I spoke to my line manager and explained the error that I had made. I was open, honest and extremely apologetic. My manager explained to me that we had to pay double to the facilitators as they had to accommodate the extra attendees. As it is the public sector, this extra expense was coming out of the public fund which is something that I was very concerned about. In order to remedy the situation, I offered to deliver some training sessions rather than take the money from our budgets to hire facilitators. This did help to balance out some of the costing issues.

As another remedy, I also designed a document that checked, in advance, who would be responsible for recruiting participants for any future events and it was accessible by management so that this wouldn’t happen in the future. My manager was very grateful that I was open and appreciated my solutions to fix the problem moving forward. 

I reflected upon how this went and I used the Betari Box Method (Mindtools, 2022). 
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This method looks at how my attitude and behaviour in a situation can have a significant impact on the outcome. In the scenario that I mentioned previously, I have reflected on my attitude and behaviour. My attitude was very pro-active to fix a problem that I had caused. I also behaved in an honest and apologetic manner owning up to what I had done and how I could rectify the situation. My manager was very grateful that I was open and honest and she behaved in a positive manner. As I had made a mistake, she could have issued disciplinary action or I could’ve faced harsh repercussions. However, my manager listened to me and allowed me the opportunity to rectify the mistake that I had made. The Betari Box almost explains that the attitude and behaviour shown by my manager was influenced by the attitude and behaviour that I demonstrated. I am happy with how I dealt with it and, in turn, this led to a positive response from my manager. However, as the Betari Box indicates, if I were to not be open and honest the behaviour and attitude from my line manager could’ve been very different. I will use this method moving forward in my working life as it helps us to recognise how our actions can cause reactions from others.
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Ethical behaviour should be standard practice within organisation. However, this is not always the case. According to Green (2021) we need to ask ourselves the following questions “are colleagues treated with dignity and respect? Are customers treated fairly? Does the organisation acknowledge its responsibilities to wider society?” If the answers to these questions are “no” then this could be a cause for concern that the organisation is not acting ethically. 

Within my organisation I had to raise a concern when I noticed that there were too many candidates gaining employment via the apprenticeship programme who had close relatives within the organisation. I felt that this was unfair and I had to raise it as a concern as it highlighted a failure in ethics. 

I raised the issue with my line manager and presented the information that I had gathered. She was in agreement that this seemed to be unfair. From this disclosure of information, she looked at the interview documentation that had been collected during the process to see if the candidate was interviewed by anyone that who was linked to the family and to see if the candidates were actually scored as the best people for the job. 

My line manager discovered that there had not been any breach in how fair the process was and that the candidates had gained employment in a fair manner. However, as this had been highlighted as an issue she decided that as part of the recruitment process, the question over family or friendship connections within the organisation would be raised. This would not be of detriment to the candidate, as they could still receive an interview and employment, but it would be required that any connections be disclosed so that the person would be judged on their own merit rather than from associations. Failure to disclose this information would result in the application being withdrawn. To ensure that the recruitment process was robust and fairness is a priority, the interviews were conducted by a separate team who did not have any knowledge of the family members working within WG.

When issues are highlighted, it is important that there is a response to this and that the correct people are informed. The concern should be raised to a HR team or line manager, with evidence, if possible. 
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There are many theories relating to ethics which can have a positive effect on people and business. Deontological theory according to Armstrong and Taylor (2020) is the idea that what is right for one person is right for everyone. This would have a positive impact on people within an organisation as each person would be treated in the same way. An organisation which is seen as fair would have a positive reputation and this is important in the world of business.

Stakeholder theory is whereby the organisation should act in the best interests of its stakeholders Armstrong and Taylor (2020). People within an organisation are deemed stakeholders and working in a way that would benefit the people would make for a happier workforce. If the people of an organisation are happy, they tend to remain with an organisation for longer and are more productive. This would result in a positive for the business too. When people feel valued and appreciated they feel like they are a part of something and work harder and smarter.
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Non ethical people practice can have a negative impact on business and people within an organisation. Atkins (2022) in her lecture Professional Behaviours and Valuing People looks at different types of unethical behaviour. Rotten apples are the bad individuals within an organisation that can cause issues for both the organisation and the people within the organisation.
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Reward is a key element in retaining and motivating staff. In my organisation, there has been a great amount of excellent work that has been done whilst in the midst of the pandemic. During this time, there has been no reward or celebration for hard work that has been undertaken and therefore I feel that a reward system needs to be introduced. 

With life, post pandemic, starting to return to some normality, I feel that a positive incentive is to offer an extra day of annual leave. Speaking to colleagues, who have lived a virtual existence for nearly two years, they feel that they need a break and therefore a day of leave would provide an appropriate respite. Many staff members didn’t need annual leave during the pandemic as there was no incentive. For wellbeing purposes, I feel that encouraging annual leave (and therefore offering more as a reward) is an appropriate solution. 

Another reward that I would like to offer is a staff award ceremony. As there have been no face-to-face celebrations since the onset of the pandemic, it would be a good opportunity for people to meet up for wellbeing purposes and for staff to be recognised before the organisation. 

The reward scheme would involve being nominated for going ‘above and beyond’ by a colleague and there would be a panel set up to assess if the actions of the person did exceed what was expected of them. The reward is definitely something that would bring people back into a post pandemic world and would support the transition from homeworking to a hybrid approach. 
2.2 
Since the global pandemic hit in 2020 there has been a shift in the values that people have in terms of how they want to work. We have experienced the “great resignation”, (Boys, 2022) with people moving to jobs which fit their lives better. To ensure that this did not happen within our organisation, we created a people survey to obtain some evidence-based feedback in which to formulate a plan to help retain the staff that we had but to also bring in new recruits during a very difficult period. 

The feedback from staff was that they no longer prioritise work and saw the office as a frightening option of working environment (due to covid). We also asked what they would find attractive about an organisation and the response was overwhelmingly that they wanted a flexible approach to work and would only be attracted to organisations offering this type of working arrangement. I also did some research online and found that the public had adopted the same attitude as the staff in our organisation and only wanted a flexible working approach to work. 

I attended meetings with senior stakeholders and fed back the responses that we had from the people survey. The stakeholders are very employee focused and the opinions of our staff are paramount therefore they wanted to create a solution which keeps staff happy. The solution seemed obvious and that it was to offer a permanent flexible approach to working as the pandemic had proven that it was possible and this is now what our staff wanted. I also explained that research has shown that employees looking for work were now focused more on how work can fit into their lives and how they wanted a flexible approach rather than the previous office based 9-5. The solution seemed obvious to everyone at the meeting and that was to continue to offer the flexible working approach on a permanent basis (allowing for people to return to the office if they choose to) and to put this into our recruitment policy. 

Following on from the meeting with senior stakeholders and the implementation of this approach to recruitment, I held focus groups with staff to get their feedback on the new approach. The feedback was extremely positive and staff were happy that they would now be able to continue working in a way that suits them and that they would not have to look for employment elsewhere. As part of my research, I also spoke to candidates (who had been interviewed for posts with us) to ask why they applied for the post. The feedback contained positive information about the roles that we offered but they also said that it was because we took a flexible approach to working and were recruiting based on the job and not the location. I had feedback from one candidate stating that he had never even considered working for Welsh Government before but applied because of the flexibility that we have within our roles. This means that the reputation of our brand has improved. The feedback was great to hear and I took this to the next stakeholder engagement meeting where it was well received.

Welsh Government no longer recruits to a certain location, all vacancies advertised are Pan Wales to attract people from across the country. This has proven to have a positive impact on retention of staff and also recruitment as we are no longer geographically bound we can attract candidates from across Wales. We are now noting that we are reaching a larger talent pool and therefore the calibre of the candidates applying for positions is far higher than it ever has been. 

2.3 
The needs of the new system is to reward exceptional work that has been carried out during the pandemic (when the organisation moved to working from home). During the pandemic people could not take as many opportunities to use annual leave as they had done previously, now people are looking to catch up and take a break from the difficult times that we have experienced. People within the organisation were also not shown appreciation before the organisation during the pandemic as all schemes were paused. People are now starting to think about moving back to a face-to-face world and it can be daunting. The workforce has become used to being at home and not interacting with people, which has had a negative effect on wellbeing in many circumstances.

The reward scheme will give those people, who have been noted by other team members as going ‘above and beyond’ the realms of their regular job, an extra day of annual leave. This will provide them with some extra free time away from the job to do as they please and will promote a healthy work-life balance and will improve wellbeing. 

The reward scheme will also present those individuals at an organisation-wide celebration event whereby they will be recognised and role modelled as an example of an exemplar employee. This will encourage positive networking and interaction with others which should help to, again, support wellbeing and also reintroduce and reengage the ‘office family.’ 

Upon reflection on the intended outcomes and the outcomes produced from this reward scheme, I feel that this is a positive scheme in which to reward people within the organisation. 

2.3
As stated previously, upon implementing the solution, I re-engaged with staff to get their feedback on the solution. The voice of employees within our organisation is extremely important and has a massive impact on how we work as an organisation. The feedback that we received from them was positive, however, if this was not the case then we would have had to look at the situation again and work out how to tackle the problem and to create a new way in which we could recruit and retain staff. As the problem involved recruitment of staff too, I also spoke with potential employees to see why they had made the decision to apply. I think that reflection and evaluation on a task is extremely beneficial and it can help shape the way in which problems are tackled in the future.
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The reflection process that I use is Gibbs’ model of reflection 1998 (Waite, 2021). The stages of the process are as follows:
· A clear description of the situation;
· Analysis of feelings;
· Evaluation of the experience;
· Analysis to make sense of the experience;
· Conclusion where other options are considered;
· Reflection upon experience, to examine what you would do if the situation arose again. 
(Waite, 2021)

Upon travelling through the stages of Gibbs’ model of reflection I can see that I did not consider many other options. I think that my solution (which other stakeholders agreed with) was to stay as we are and offer this as a permanent way of working. However, not everyone likes this way of working and for some, this is detrimental to their mental and physical health and they want the routine and order that we had in place pre pandemic. 

If I was to be in this situation again I think I might look at other options more considerably. I think an option that I missed out on was to create some roles as office based roles and therefore start to build a community back into the offices for those people who wish to return to the old way in which we worked. I think that there is still a need for this and I did not look into this enough. 

However, I do feel that the task proved fruitful and the majority of feedback is extremely positive and this approach has brought with it a higher quality of candidates applying for posts. 

As with Gibbs’ reflective model, it is important to review a process. I think that there is a need to continue this to keep changing and improving. We have annual people surveys and, as part of that, I will look for feedback on our solution to recruitment and retention issues. If this is no longer working then I will have to look at the situation again and review the process whilst engaging with different stakeholders to reach the best possible solution.














Task 2 – CIPD Portfolio
3.1 Continuous Professional Development is the commitment to lifelong learning and upskilling. In a world where change is constant we need to ensure that our skills are up to date and relevant to remain competitive in the career market.

According to Waite (2021:84) the CPD cycle has four stages (shown below). 
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(Waite, 2021)
The cycle shows that an individual must self-assess what they need to know or learn, plan how to do this and undertake the learning (do). Following this, they must review what has been learnt and then assess what further learning is needed. This continuum means that the learning cycle is ongoing and therefore will keep skills and knowledge current. 

Atkins (2022) explains that the role of the people professional is evolving due to a variety of different factors, such as:

· More onus on data
· More onus on tech and AI
· Hybrid working environments
· Flexible working
· EDI focus
· Growing remit 
· Collaboration
· More recognised and valued by the business
· Changing demographics

Due to the profession evolving and the flexible and hybrid approach to work, it means that people are not constrained to the limits of the physical organisation. For businesses, this opens up the talent pool and means that they can recruit the best people rather than people within the locality. 

The individual now has to be ultra-competitive and therefore has to engage in CPD to remain competitive. It is now more important than ever to have up-to-date skills and qualifications to be able to remain employed in an ever changing professional climate (Waite, 2021). 

An implication for individuals is that now, more than ever, we are part of a wider talent pool and therefore we are more replaceable. It is important, as people professionals, that we continuously improve our skills to be able to remain valuable to an organisation. The shift in the role of the people professional has made job security less stable and we now have to ensure that we continue to develop and upskill.

3.2

Self-assessment
	Core Value
	
	Profession Map Standard
	Perform well
Score 30
	Perform satisfactorily
Score 20

	Requires further development
Score 10
	Reason for judgement

	Ethical practice
	1
	Make responsible choices about your work, applying professional principles and values
	
	MW - 20
	
	I apply professional principles whenever I undertake a task but I always feel that my skills can be improved.

	
	2
	Consider the purpose and implications of actions, decisions and people practices for all stakeholders
	
	
	MW - 10
	I tend to look at immediate stakeholders rather than stakeholders as a whole. I need to look further and understand the implications for all stakeholders.

	
	3
	Raise concerns about people practices and policies which are not consistent with values or legislation
	
	MW - 20
	
	I have previously raised concerns to my line manager. However, being new to HR I lack in some confidence so need to develop further confidence to be able to raise every concern that I come across.

	
	4
	Provide explanations and reasons for the choices you make and the advice you provide
	
	
	MW - 10
	I have only provided explanations when I have been asked. I need to do this more often.

	
	5
	Demonstrate professionalism and consistency in what you say and do in order to build trust
	
	MW - 20
	
	I have demonstrated professionalism and consistency to build trust but this has not been very often as I am new to the role.

	Valuing People
	6
	Demonstrate team spirit and purpose
	
	
	MW – 10
	I actively support the team in any tasks that they undertake. Being new to the team I feel that I sometimes shy away from speaking confidently at divisional meetings as I still carry imposter syndrome as my team is so highly skilled and have been HR professionals for a long time.

	
	7
	Enable others to develop skills and capabilities to be their best at work
	
	MW – 20
	
	As a former teacher I am good at enabling others and helping supporting them in development. However, I am yet to have the sound understanding of HR to support them with too much.

	
	8
	Coach and advise others in the business
	
	
	MW – 10
	I am learning my area of work as part of the talent team but I am learning every day and feel that I cannot coach others in the business as I do not know it well enough.

	
	9
	Enable people to have a voice when designing and delivering solutions which impact them
	
	MW – 10
	
	I have recently designed the Grade 7 programme which supports higher level management entering into WG as a higher apprentice.

	
	10
	Take into account the wellbeing of others in the design and delivery of your work
	MW – 30
	
	
	I am very wellbeing orientated and Welsh Government is so wellbeing is at the forefront of everything that we plan and deliver.

	Working Inclusively
	11
	Get to know people as individuals so you can work together more effectively
	MW – 30
	
	
	I ensure that I get to know people to establish good working relationships.

	
	12
	Actively seek and listen to diverse views and opinions
	· 
	MW -20
	
	I have sought opinions on other training and apprenticeship schemes but I would not say that this is apparent in everything that I do.

	
	13
	Build purposeful working relationships with and collaborate with wider colleagues
	
	MW – 20
	
	I do build purposeful working relationships with people but do not necessarily collaborate with people outside of my division.

	
	14
	Readily share knowledge and expertise with others to solve problems
	
	MW – 20
	
	I share knowledge and expertise with my team and my managers

	
	15
	Support others to resolve conflict and build trust before issues escalate
	MW - 30
	
	
	We have had some issues with apprentices and this has nearly caused issues, I have addressed them and I have also supported line managers with this.


Manager assessment
	Core Value
	
	Profession Map Standard
	Perform well
Score 30
	Perform satisfactorily
Score 20

	Requires further development
Score 10
	Reason for judgement

	Ethical practice
	1
	Make responsible choices about your work, applying professional principles and values
	30
	
	
	Michelle always makes responsible choices and applies professional principles and values in any task undertaken. Well done Michelle.

	
	2
	Consider the purpose and implications of actions, decisions and people practices for all stakeholders
	
	20
	
	I would agree that Michelle has only considered certain stakeholders as this is part of her role. We need to look at the wider organisation and other shareholders and I will make this a priority to go over. 

	
	3
	Raise concerns about people practices and policies which are not consistent with values or legislation
	30
	
	
	Michelle has previously highlighted concerns and this has resulted in changes being made. Her awareness and understanding of fairness and equality has proven to be beneficial to the organisation. 

	
	4
	Provide explanations and reasons for the choices you make and the advice you provide
	
	20
	
	Michelle justifies choices she has made. We need to develop areas of giving advice as this has not been part of her role.

	
	5
	Demonstrate professionalism and consistency in what you say and do in order to build trust
	30
	
	
	A well respected member of the team who is consistently professional, Michelle builds trust with internal and external stakeholders on a regular basis. Keep up the good work Michelle.

	Valuing People
	6
	Demonstrate team spirit and purpose
	30
	
	
	Michelle has a really positive team spirit and has brought a fresh set of eyes to our team. She has settled in well and is doing a great job but I feel that she sometimes lacks in confidence in her own abilities as she is new to HRM.

	
	7
	Enable others to develop skills and capabilities to be their best at work
	30
	
	
	Michelle has trained our apprentices in maths as an addition to her daily job, she goes out of her way to support people who have any learning need and is very supportive. 

	
	8
	Coach and advise others in the business
	30
	
	
	I know this is an area that Michelle is worried about as she is new to the business but she has provided excellent support to our apprentices who are just entering welsh government. I have received such positive feedback about the coaching that Michelle has provided.

	
	9
	Enable people to have a voice when designing and delivering solutions which impact them
	30
	
	
	Michelle looks beyond what we already have in place and identifies areas in which we can give more people a voice and opportunity.

	
	10
	Take into account the wellbeing of others in the design and delivery of your work
	30
	
	
	Michelle is extremely passionate about wellbeing.

	Working Inclusively
	11
	Get to know people as individuals so you can work together more effectively
	30
	
	
	Although this has been difficult as we have been working remotely as an organisation, Michelle has got to know each of her apprentices and team very well. Michelle works alongside another apprentice grade manager and they work together harmoniously despite never meeting.

	
	12
	Actively seek and listen to diverse views and opinions
	· 
	20
	
	Michelle does ask the opinions of her team but has not really had the opportunity to seek opinions and views from further than the immediate team. Moving forward, this will be something that I will be encouraging.

	
	13
	Build purposeful working relationships with and collaborate with wider colleagues
	
	20
	
	Again, remote working has limited the wider element of this. However, Michelle builds purposeful relationships with all of her colleagues.

	
	14
	Readily share knowledge and expertise with others to solve problems
	30
	
	
	I think this element must derive from her previous experience as a teacher as Michelle readily shares documents, ideas and other work with her colleague to help achieve wider goals.

	
	15
	Support others to resolve conflict and build trust before issues escalate
	30
	
	
	Michelle is very diplomatic and has been very understanding and supportive when issues have arisen. She has managed to solve the issues before this has escalated any further. 




Personal Development Plan

SWOT Analysis

	

Strengths
	
From the feedback received from my line manager I seem to be doing better in the area of working inclusively than I had realised. I am pleased with this as being inclusive is something that means a lot to me and I want to work in that way. 

My manager has also given feedback that is positive on the areas of valuing people. Again, this is something incredibly important to me and I respect and value every person within the organisation.


	

Weaknesses

	
I do not focus on stakeholder engagement as much as I clearly need to. I need to be aware of all stakeholders and their needs and role within a project. 

It has also been highlighted at several points within the reviews that I am lacking in confidence with working in HRM as I am new to the organisation and to HR in general. 

I do not have the input that is needed from the wider organisational network and I need to reach out to people in other divisions to see how HR is managed in other divisions.


	

Opportunities
	
My confidence will grow the more that I learn and understand and my level 5 HRM qualification is already helping with this and, hopefully, I will continue to learn more as the course progresses. 

A new step programme has been launched at WG and it enables people to take a step into another department. I would like to get involved with this to be able to have more of an understanding of the organisation.

Offices will once again open for regular business meetings rather than for just wellbeing and it will provide an opportunity to meet people and to network properly. 


	

Targets

	
05/03/2022 - Meeting (in person) with team at Cardiff office. Tour of the office and meetings with the division.

Within 3 months – Engage with STEP programme and visit other divisions once a month (Monday).

Within 6 months – work with external stakeholders who will be bidding for WG business and help to design further programmes. 

Within 12 months – Complete HRM qualification level 5 to improve confidence and knowledge within HRM

Within 2 years – Enrol on HRM level 7 qualification to extend knowledge.



Personal Development Plan

Name: Michelle Williams 		Division: Permanent Secretary’s Group
Organisation: Welsh Government 

Part 1 – Personal Analysis
	Strengths
	Areas for further development

	From the feedback received from my line manager I seem to be doing better in the area of working inclusively than I had realised. I am pleased with this as being inclusive is something that means a lot to me and I want to work in that way. 

My manager has also given feedback that is positive on the areas of valuing people. Again, this is something incredibly important to me and I respect and value every person within the organisation.

	I do not focus on stakeholder engagement as much as I clearly need to. I need to be aware of all stakeholders and their needs and role within a project. 

It has also been highlighted at several points within the reviews that I am lacking in confidence with working in HRM as I am new to the organisation and to HR in general. 

I do not have the input that is needed from the wider organisational network and I need to reach out to people in other divisions to see how HR is managed in other divisions.


	Opportunities
	Threats

	My confidence will grow the more that I learn and understand and my level 5 HRM qualification is already helping with this and, hopefully, I will continue to learn more as the course progresses. 

A new step programme has been launched at WG and it enables people to take a step into another department. I would like to get involved with this to be able to have more of an understanding of the organisation.

Offices will once again open for regular business meetings rather than for just wellbeing and it will provide an opportunity to meet people and to network properly. 

	As a single parent, juggling home and work life can be difficult (especially when children are unwell). 

Also, as I am temporarily loaned to Welsh Government from Her Majesty’s Prison Service, there is always the threat of being recalled early to my previous role. If I stay over 2 years then the post that I am in will become my permanent role. However, this relies on my home department not needing me. As I was a teacher in HMP, there is a real threat that I will be recalled if a snap inspection is announced.



Part 2 – Setting Goals
	What do I want to learn?
	What do I have to do?
	What support and resources will I need?
	How will I measure success?
	Target date for review.

	More about HRM as a whole as I am new to it and for me to feel confident I need to know more.
	Complete CIPD Level 5 qualification in People Management.
	I will need the support of my tutors at the University, support from my line manager to allow me to attend (and to attend my review meetings), I will need the core textbooks (already purchased), access to the Internet and Moodle and I will also need CIPD membership (already purchased). 
	There will be summative assignments at the end of every topic. Completing these to the pass mark of 50% will be a measure of success. Plus, being able to use the skills in my role within HRM is a demonstration of the learning being utilised successfully.
	Every 90 days with Colin from CSG. Next appointment is scheduled for 07/04/2022

	I want to learn more about the division and the people within it. I have not met a colleague and I find that networking is harder when you do not know people. I wish to build relationships with people to give me more of a feel of the organisation.
	Physically attend meetings both in my office in Penllergaer (having never been there) but also other WG offices such as Cathays Park in Cardiff to meet the wider team and network beyond my small team.
	I will need to be invited to meetings across the division so I will need to speak to Natalie Pearson (division head) to see which I can attend and which she deems appropriate and beneficial for me to attend.

I will also need the support from my manager to allow me to attend these and to bring me along to different offices when she visits and to introduce me to others.
	Visiting all offices. By completing this, I will have more of an understanding of the physical elements of the division within each building. 

I will be able to measure this by how many meetings that I attend and how many people that I interact with whilst there.
	The target date for this should be every month. At the end of each month I can assess how many I have attended and whether I am making progress or not and it will inform me of how to plan for the following month. 

Last working day of every month.

	I want to strengthen my confidence. I am new to HRM after being a teacher for over 10 years and I now suffer from Imposter Syndrome whereby I do not feel like I should be in this role. I do not feel that I am worthy of this role.
	I have to undertake training to support my knowledge (see CIPD qualification section) and also attend some seminars/ workshops to support my confidence and help me learn new tools and techniques to support my development.
	I will need the support of my manager to give me time to attend sessions and also allow me to have some of the courses paid for out of the development budget. 

I have researched some courses that WG outsource to and one in particular is Being the Best Possible You as part of our Women In Leadership package. The session is run by Whitehall Industry Group who are renowned for confidence boosting classes. 

I was given permission to attend an event on tackling imposter syndrome by Susie Ramroop on 08/03/22. This had a really positive impact on me and I feel that more sessions like this will help. 

I need to improve on what Susie detailed and follow this up with further TED talks.
	Success will be quite difficult to measure here as it may not necessarily be immediately measurable. I could reflect on every session that I attend to see how successful I found each one and make notes about what I will use moving forward. 

I could meet with my manager to discuss how I am feeling and if my confidence is developing. I could undertake a self-reflection exercise and could also hear feedback on how my manager thinks I am developing confidence wise.
	I need to reflect on every session after it has happened so this will vary depending on the date of the sessions. 

I could meet with my manager on a monthly or fortnightly basis to see how I am doing and for her to also share her feedback on how she feels the courses are benefitting me.



Part 3 – Personal Objectives
	Short Term Goals (next 12 months)

	My initial short term goal is to stay at Welsh Government to continue my career path in HRM. Hopefully, I will not be recalled to my previous post in the next 12 months.

I would like to visit offices across Wales with the priority offices being Cathays Park in Cardiff and Penllergaer in Swansea to attend meetings with the division.

I would like to work with external stakeholders who will be bidding for WG business and help to design further programmes. 

I hope to complete (and pass) my CIPD HRM qualification at level 5 to improve confidence and knowledge within HRM.

Attend workshops and seminars to help improve my confidence and to beat imposter syndrome.


	Medium Term Goals (next 2 – 3 years)

	I would like to become a permanent member of staff within Welsh Government to continue my career within HRM. I hope that a permanent contract within this role will mean that I can permanently change career from teaching to HRM.

If I am made permanent with WG I would like to extend my knowledge of the sector and would like to embark on the level 7 qualification to extend knowledge.

	Long Term Goals (beyond 3 years)

	Upon completion of my level 7 qualification, I would like to move up a grade and become a more senior member of the team.


Activity 3 – Reflective Practice
A key element of CPD is reflecting on the impact of our learning and development, so that we can make further decisions about how to progress.
To compete this assignment, provide a reflective record of how key aspects of your (formal or informal) learning and development, over the last 12 months, have impacted your performance at work and/or general behaviour. (3.4).
Reflect on the impact of your continuing professional development activities on own behaviour and performance. 3.4
(3.4)
Over the last 12 months I have transitioned from teaching to a Talent Lead for Welsh Government. Being new to HRM has meant that everything I have learnt has been valuable to my development. 

Using Kolb’s cycle of reflective practice, I am able to look back at what I have done and see how I have developed through the stages in the cycle (shown below).

[image: Kolb's Cycle of Reflective Practice]


The People Management course has been invaluable and given me an insight to HRM in its entirety. From the learning I have experienced, I have reflected on it and conceptualised it and been able to see it within the organisation. From this I have also been able to take what I have learned, develop upon it and create a plan for change. I have started to understand how my role in talent impacts the wider organisational strategy. I understand the reasons behind the way in which we recruit and retain staff and how important talent management and reward is.

The course has taught me more about my organisation and I can see what I am learning in real time.  I have developed in confidence from attending this course. When I started in my organisation 12 months ago, I had a case of imposter syndrome. I felt like I had to rely on other people to teach and support me. However, from the skills that I have developed and the understanding of HRM, I no longer feel like an imposter or lack in confidence. I now speak up within meetings as I have the confidence to participate as I have more of an understanding of HRM and my role within it. This course has helped me to develop within my role and my organisation and as a result of this, my role has been made permanent as the organisation felt that I was doing well within my role. 

Another learning and development opportunity that I have embarked on within the last 12 months is a STEP opportunity. This is an opportunity to work elsewhere for a period of time to develop knowledge and understanding within that area. I manage the apprenticeship programme for my organisation but was not involved in the recruitment stage. From my CIPD course, I understood how important having the correct recruitment processes are and therefore I wanted to work as part of the team to gain some insight. 

I worked on the development of the application, I have delivered webinars for potential candidates, worked on the outreach campaign in schools, colleges and jobs fayres, I have been involved in the sifting and moderation and now will be a panel chair for the interviews. This has been a massive learning curve as I did not realise how much work has to go into the process and how fairness, inclusivity and diversity is at the forefront of everything that they do. This has given me an opportunity to influence the shape of the recruitment process and to understand the apprenticeship scheme from application to becoming a permanent member of the team. This has helped me to develop and broaden my skills and knowledge and has allowed me to build strong working relationships with key employees who I had never met before. 
Within the last six months I have been given the responsibility of becoming a contract manager for the Talent Team and therefore am responsible for allocating money and ensuring that I monitor the spends of people who are under my contract. This was a completely new experience for me as I have never been responsible for large sums of money and I have found myself being responsible for over £1 million of taxpayer’s money. 

I am learning how to organise this and am about to embark on a level 3 in accountancy to help support my responsibilities as a contract manager. I hope that this develops my confidence and understanding as well as the CIPD course has. I feel proud that I have been given this additional role as it is a responsibility that has been given to me which is the role of a higher grade. I have been recognised as working at a higher level than I should be and therefore have been given responsibilities beyond my remit to work towards moving up a grade. 

Within the next 12 months, I hope to work towards (or obtain) a role within the higher grade. I will continue to use Kolb’s cycle to reflect on my learning and I will also keep undertaking learning and development as it is so important to myself and the organisation.
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