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Introduction
My journey into HR started with being dropped into the deep end of a sole position as an HR Advisor for an Electrical Engineering company. The role was and still is destined to be the biggest influence on shaping me and my future career and only just being introduced to the CIPD Profession Map (CIPD, 2021), it was easy to categorise myself at the Foundation Level of almost all aspects of the map, in particular my business acumen and passion for learning. 
I was soon to realise that this was just the beginning of how passionate I would become for learning more about my newfound profession and the organisation that I work for. I will be utilising Gibbs’ reflective model (1988) to reflect on what I have learned throughout my Level 7 CIPD qualification and to demonstrate how my competency in Postgraduate study is reflected in my work as well as learn how to further my ability to interpret and manage financial information and resources.

“I have not failed, I have just found 10,000 ways that won’t work” – Thomas Edison (Kovacs, ND)
Description. 
Fast forward twelve months since joining the CIPD, and I am full swing into writing a business case for my Investigating a Business Issue from an HR Perspective module. My first year at HEL made me realise that the turnover of employees at HEL is enormous and considering that the company had turned over £12.5million in the previous financial year, it seemed absurd to let employee turnover, eat away at profits. It was evident, that I was to investigate why this was happening and produce recommendations based on the evidence and financial analysis on how to reduce the turnover rate taking into consideration what I had learned through the Resourcing and Talent Management Module. It was here that I was to reach learning outcome five of interpreting and managing financial information and learning outcome eight of demonstrating competency in postgraduate study.
Throughout the project, I calculated the costs that employee turnover was imposing on HEL and analysed the cost-benefit of implementing initiatives such as reward and recognition schemes if the turnover of staff were to reduce to 10% as a result. This allowed me to understand how the integration of HR and finance can positively impact the bottom line through productivity, lower employee costs and streamline operations and processes (Rosencrance, 2014)
Whilst I passed the assignment, there was room for improvement. I received one of my lowest grades to date whilst studying for the CIPD Level 7 for this project and as disappointed as I was, all I can do is learn from the feedback and excel in these learning outcomes in future.
Feelings.
This seemed a daunting task to begin with, with the turnover being as high as 35%, there were many issues that needed identifying and improving. It was daunting as it was obvious from the beginning that with so many potential issues at fault for the turnover rate, I could have opened a whole tin of worms of reasons why people leave HEL which could have swamped me with more problems than I had started with.
I thoroughly enjoyed the project as it allowed me to listen to the experiences of employees and learn a lot about how they felt towards the company and what motivated them. Since completing the project, despite initially being disappointed with the grade, I am grateful that I chose to investigate the issue as it highlighted my passion for understanding people and allowed me to see where I can grow and develop.
Evaluation and analysis.
With the project being heavily research-based, it allowed me to sharpen my research skills and understand exactly what it means to be evidence-based and outcomes-driven as per the CIPD (2021) profession map. This was an imperative outcome of this project for my development to align my future career the professional standards. My research standards were positive for the project, I was able to gain insight into the employee’s voices and use that to my benefit to create improvements for the company through the reward and recognition scheme and improve communication between management and employees to create a workplace of trust and openness as the CIPD (2021b) stipulates and which was severely lacking at HEL.
To understand how the turnover rate would be affected, it was also important that I am consistently passionate about learning. I quickly learned that I would need to consistently keep up to date with external and internal trends to understand the reasons why employees may want to leave the organisation now and in future through consistently conducting SWOT, PESTLE and VUCA analyses as learned through the Human Resource in Context module. I would also need to be persistent in communicating with the workforce to receive and learn from their feedback and ensure that my communication and research skills are always innovative to guarantee plentiful and reliable data to conclude.
Conclusion. 
Following this assignment, I am confident that my business acumen is now at an associate level as per the professional standards (CIPD, 2021). However, feedback on the assignment stated that I could have enhanced this by including extra information, such as comparing the cost of annual employee turnover to the annual wage bill to contextualise the information that I was conveying, and so this will be something to work on in future to advance to a Chartered Member level (CIPD, 2021)
Furthermore, being written in the form of a business case and utilising full Harvard referencing highlights my competency in postgraduate study, as I had passed the assignment. However, feedback suggested that the reasons identified as causing the turnover were not completely definitive, resulting in the outcomes of the report not offering an authoritative answer to the issue investigated. In hindsight, if I had utilised the Toulmin (2003) method to structure the arguments of my findings by the claim, grounds, warrant, qualifier, rebuttal, and backing, I could have made comprehensive and coherent arguments to produce stronger outcomes for my findings.
Action.
Produce more business cases with full cost analyses to practice how to provide context to the financial information.
Utilise the Toulmin model to structure arguments in the final exam and future business cases.
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“The Highest Form of Knowledge is Empathy” – Bill Bullard (Pangilinan, 2019).
Description.
With the organisation’s finance department being split between two offices in North Wales and South Wales, it was becoming difficult to collaborate work and becoming costly for the company. Following a restructure, the purchase ledger administrator role was relocated to South Wales, resulting in a possible redundancy situation for the incumbent. It was here that I reached learning objective two of managing interpersonal relationships and learning objective one of managing myself more effectively at work.
As I had studied Employment Law at a degree level my specialist knowledge of employment relations was slightly more mature at the associate level. Furthermore, through experiencing this redundancy, my specialist knowledge of employee experience developed from a foundation level to an associate level.
My role was to advise the team’s manager on the processes and procedures of redundancy, deliver the at-risk message and manage the consultation process to ensure it went smoothly and the employee felt cared for, and finally, deliver the message that following the consultation process, there was no other alternative to redundancy. 
The timing was of utmost importance to make the process as fair as possible for the employee, it was equally as important to communicate effectively to the employee. When I knew that the employee’s role was at risk, I made a conscious effort to communicate this with them immediately. I made it clear that her consultation process would last for seven days and gave them the precise date that it would end. During the consultation period, I held one meeting inviting them to offer any alternatives they may have to the redundancy, confirmed that redundancy calculations would be sent to them, confirmed the last day of the consultation process and invited them to ask for another meeting during this period should they require it. Finally, when the consultation period was over, a letter confirming the redundancy was sent to the employee along with the final calculations and their effective date of termination. 
As there was only one employee in the HR team at the time, this means that I had to complete these tasks within the time frames I had proposed as well as complete all other daily HR tasks as normal. To make this more manageable, I found following Premack’s Principle helpful by rewarding the harder tasks of writing the announcements and outcome letters with smaller tasks such as creating promotional posters for our engagement initiatives, as suggested by Boyes (2019), further demonstrating how I achieved the learning outcome of developing self-awareness and management.
To ensure that the relationship with the incumbent was preserved it was important to ensure that the way this conflict was managed was to utilise both a cooperative and assertive style of management. Using the Thomas-Kilmann (2008) conflict mode instrument learned through the Leading, Managing and Developing People module, it was evident that the best style to adopt was the collaborating style and so I utilised this whilst navigating the consultation process and the redundancy outcome ensuring that the incumbent was fully informed of the situation and allowing them to offer any alternatives to redundancy (ACAS, 2022). 
Employment Law needed to be at the forefront of my thoughts throughout the whole process. The process needed to be within the law, avoiding unfairness and ultimately minimising the risk of an Employment Tribunal claim. This included following the ACAS (2022) Code of Conduct to manage redundancies, make calculations for the redundancy payment, and give the correct notice period as required by ACAS (2021). 
Understanding how the employment legal system works, managing high-risk disputes and driving effective working relationships are all qualities required at a chartered level of employee relations and are qualities that I demonstrated through this situation, which ultimately aided in avoiding conflict on an individual basis.
Feelings.
Having never dealt with redundancies before, I was nervous. I did not know what to expect, how the employee would take it, and how efficiently I would manage the situation. Of course, after delivering the announcement, the employee was upset and I shared these feelings with them. 
Since the situation unfolded, I can only be grateful that I experienced this. Despite the difficulty and negativity of the situation, I can draw a positive out of the fact that I have gained more experience in my career by effectively managing redundancy.
Evaluation and analysis.
Referring back to the Thomas-Kilmann (2008) model, adopting the collaborating style along with showing empathy for the employee, to manage this situation was the correct decision. The employee continued to work efficiently during her notice period and has remained positive towards the company, highlighting that the management of the situation was effective and reduced potential conflict.
Conclusion.
Overall, the situation was efficient, the employee took the news well and there was no conflict or dispute. I would take this to mean that the models used and my learnings throughout the Level 7 CIPD course, have enabled me to reach my learning outcomes of managing interpersonal relationships and demonstrating an essential people management skill which I demonstrated through this unfortunate situation.
Action Plan.
Implement what I learned about employee relations through this scenario on a collective basis, by using employee voice to shape the organisation’s culture and develop an employee relations strategy to improve the business.
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“If you want to make enemies, try to change something” – Woodrow Wilson (Sutton, 2017)
Description.
After a board discussion regarding Christmas shutdown periods, it was decided that the whole company should align and operate a two-week Christmas shutdown, allowing for family time and improved wellbeing. This, however, meant that eight days would need to be reserved from employee entitlements for that period instead of the usual three days and ultimately gave employees fewer days to take freely. However, most employees are embedded on client sites and therefore this new change would not apply to many employees.
My ability to understand employees’ behaviours and create the right organisational culture was at a foundation level starting the CIPD level 7, as was my core knowledge of organisational change. It was through the delivery of this change that I was to advance from foundation level to associate and where I reached learning objective four of leading and influencing others more effectively and learning objective three of problem-solving.
In a rush to make the change, the news was broken via the HR team through multiple briefings to employees. Throughout the briefings, the change was explained to be effective from this year and that this may not apply to all employees and that they would be contacted if this were the case, but that we did not yet have clarity on who this would affect. Unfortunately, no change management model was followed due to the timeframe being extremely tight. Of course, with it being extremely rushed, unclear and a negative change in general, employees took the news badly and made a lot of complaints as a result. 
Since rolling out the news, I have utilised the design thinking model (Rowe, 1987) learned through the Designing, Developing and Evaluating Learning and Development module, to solve the problem that was created from this change. Firstly, by empathising with employees on why they were upset, understanding that they felt unheard, and undervalued by higher management. Secondly, I defined the problem to be that project managers needed increased input when changes concern their teams, and employees needed to have more voice in regard to company changes to ensure they understand the reasons for it. Thirdly, I ideated with HEL’s HR consultant on how to improve this where we discussed holding monthly briefings to project managers regarding what changes had been discussed that month with the Senior Leadership team, listening to their feedback, making necessary changes and then rolling out the change company-wide.
Following this, I then prototyped these ideas, which meant holding our first project manager briefing and getting feedback on making a change in this way. We found that project managers were happier, however, still wanted some improvements such as email follow-ups to include the contents of the briefings and action lists for the managers, to clarify individuals’ roles in delivering change. Finally, we needed to test the prototype of this new way of implementing changes and ensure that all employees were happy with our improved communication, which has been a success since the original change.
Feelings
As I had expressed my opposition to this change from the beginning, I could not hide my disappointment to have to announce this to the employees, I was also worried about the outfall and how they would take it as I had already foreseen that it would be taken negatively. Following the briefings, I then felt extremely frustrated with the complaints that were now being expressed and regretted that we had not thought about how we implemented this change with more care. Employees were frustrated at the poor communication and unclarity of the new change. However, since discovering employees’ concerns and devising a plan to avoid this problem in future, I now feel a sense of accomplishment. 
Evaluation and analysis.
The situation was catastrophic, senior managers were unhappy that they were not trusted to have an input, and employees were unhappy and confused as they had no clear guidance as to whether it affected them. 
In hindsight, utilising Lewin’s change management model as learned through the Leading, Managing and developing people module, and splitting the change into three sections by unfreezing, changing and then re-freezing the organisation and stretching the stages over a longer period would have helped significantly in creating a smoother transition (Levasseur, 2001; Rees and French, 2016; Burnes, 2020). This ultimately would have demonstrated an improved ability to lead and influence others and would have given the employees a lot more clarity on the situation.
A positive of this situation is that it has allowed me to understand my mistakes and improve going forward to ensure that the same mistakes are not repeated. 
Conclusion
Having failed at successfully delivering this change has given me a lot of self-awareness and has taught me that following models in change management and problem-solving can greatly assist in leading and influencing employees and problem-solving. Not to mention it has indefinitely progressed my ability to understand employee culture and behaviour and my ability to effectively manage change, placing me at the associate level within the CIPD (2021) profession map.
Action Plan
Hold monthly project manager briefings following Senior Leadership meetings to discuss potential change.
Practise design thinking before a project to avoid reacting to a new problem and become proactive.
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“Leadership and learning are indispensable to each other.” - John F. Kennedy (Kruse, 2012)
Description.
HEL’s Project Managers have historically been promoted to their roles and been left to find their own feet without any leadership training. Change was needed to make sure HEL’s managers had the necessary toolbox to become great leaders. I had decided to launch a new HEL ‘School of Management’ to ensure that our managers were receiving the correct training in HR, SHEQ and Finance. For this scenario, I will be focusing on the HR section. I was to start with our newest appointed manager, an internal promotion, who I had vowed to do better for, given his inexperience but clear leadership qualities. 
Throughout this project, I demonstrated an essential people management skill through training and presenting to managers and demonstrated IT proficiency through my use of presentations. Furthermore, my specialist knowledge of learning development as contained in the CIPD (2021) profession map, started at a foundation level as I had never delivered training on a specialist topic. Supporting the new manager through continuing their professional development and curating content to meet their learning needs highlights that I have since developed to the associate level.
The HR training consisted of a ‘People Management’ section, covering management vs leadership, developing and motivating a team and included training on models such as Tuckmann’s (1965) theory of group development, Maslow’s (1943; Mcleod, 2018) hierarchy of needs and the Johari Window (Luft and Ingram, 1961). This was then followed by a section on essential policies and procedures at HEL, leading a team meeting and finally holding performance meetings. 
I needed to keep in mind Knowles’ (1968) theory of adult learning again learned through the Designing, Developing and Evaluating Learning and Development module. Throughout the training, I drew upon experiences that the manager and I shared and allowed him to input his own experiences to give context to the learning. The need for the school of management is directed to the growth of our managers, therefore the manager already had a ‘readiness to learn’ as Knowles’ (1968) model assumes. Furthermore, the training included all skills expected of a leader at HEL, demonstrating that the orientation of the learning was considered and finally the manager’s motivation was that they were progressing through the organisation and their career. Utilising the adult learning theory, aided the success of the training and highlighted that through this project I demonstrated an essential people management skill. 
Furthermore, my use of Microsoft PowerPoint to create an engaging presentation demonstrated my proficiency in IT. Since delivering the induction I will be creating a resource pack which will be made available to all managers on HEL’s HR management Software ‘Bright HR’ and designing learning remotely, through Microsoft Teams evidencing that I have considered how technology can aid in collaboration and improve the worker experience as the profession map requires at the associate level. 
The week ended with the manager going to starting his new role by delivering a team briefing, taking into account what he had learned through the induction. I attended the team briefing to assess and offer feedback, which was a success and demonstrated all that had been taught through the training, underpinning that it was both engaging and a successful project.
Feelings
I was excited about the launch of this project. Being passionate about people management and leadership means that I want to pass my knowledge on. Being a part of an organisation where leadership skills are basic and where the management has so much potential, it was thrilling to see how the ‘School of Management’ would positively impact the business. I would usually be nervous to present, but I found myself excited to share all that I had learned through the CIPD Level 7. The first manager that we were to give this training to had little management and leadership experience and was extremely grateful that he would have guidance and support through this.
Evaluation and analysis
The induction was delivered efficiently, and the manager was engaged throughout and offered his thoughts and experiences, showing that it was a beneficial tool for his role.
Separating the training into the 3 sections of People Management, Leading a Team Briefing and Performance meetings was effective in giving the manager clear guidance as to what we expect from our managers. Of course, there is much more to know about dealing with people matters, such as having difficult conversations, disciplinaries and grievances, etc. and so in future training will be designed for more specialist topics.
Overall, I felt that the manager’s team briefing highlighted that he already had natural leadership skills but that he had absorbed the training he had received from me as to what true leadership meant. 
Conclusion
It has since become clear that the project management induction process is necessary for all of HEL’s managers to ensure that the organisation has a group of efficient leaders. In this scenario, the training I was delivering was to an individual and to improve on my essential people management skills and IT proficiency I could offer group sessions, implement more activities for the managers to get involved as well as offer the training remotely. I will also be following the training up with resource packs so that managers will always have resources to refer to when they need refreshing.
Action Plan
Book all HEL’s managers for a group session create resource packs for future reference and record sessions for remote access.
Deliver specialist training in smaller topics such as holding difficult conversations and disciplinaries and grievances.
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Development Plan - "Don't go through life, grow through life." - Eric Butterworth (LeBoeuf, 2017).
	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

	
Understand how to contextualise financial information and provide all information necessary to support my cases.



	
Practise business cases, for every proposal, provide a cost analysis, return on investment analysis, etc.
	
Support from Line Manager to give feedback on where to improve and what to include in business cases.

Training in the organisation’s financial software to better understand the company’s finances.
	
Providing a clear and understandable cost analysis for HR proposals and successfully gaining stakeholder buy-in on my next proposal at work.
	
May 2023

	
Structure arguments more coherently to become more authoritative.




	
Utilise the Toulmin model to structure my answers in the final exam in HRM in Context module and future business cases for HR proposals.
	
Support and feedback from line manager on my business cases and proposals.


	
Successfully winning Stakeholder buy-in on my future proposals.
	
May 2023

	

How to improve and drive company culture.




	

Develop an employee relations strategy based on employee voice and improving engagement.
	

An effective HR/Engagement budget to financially manage engagement initiatives.

Collaboration with an HR consultant to coach me through an efficient relations strategy.
	

Successful employee satisfaction surveys, stay interviews and reduced employee turnover.
	

December 2023

	
Effectively and positively manage change.




	
Hold monthly project management meetings to discuss potential changes and receive feedback on the new process. 
	
Support from company directors to accept this as part of the process of making changes. 

	
Effective management of future changes, including fewer employee complaints, and increased feedback from managers and employees showing that they are engaged with accepting changes.
	
December 2022

	
Become proactive at problem-solving instead of reactive.
	
Practice design thinking at the start of new projects to foresee any potential issues that may arise as a result of it.
	
Collaboration with HR and management team to ideate and create innovative solutions and projects.
	
Less ‘fire-fighting’ and more time to focus on projects to improve company culture and engagement.
	
December 2022

	
Become more advanced at delivering training
	
Deliver management training in group sessions. 

Design training in more topics for managers and for employees to maximise learning and development in the organisation.
	
I will need access to HEL’s training centre to deliver the training face-to-face.

I will also need to curate content based on ACAS, CIPD and support from HEL’s outsourced HR ‘Pensinsula’ to ensure the training content is accurate by best practices and employment law.
	
Manager’s becoming more people-focused and undertaking more HR duties in their scope of work.

Less of my time spent advising managers on what they need to do and more time spent coaching them through what they feel they should do.
	
December 2023.




Bibliography
1. ACAS (2021) Notice Periods. Available at: https://www.acas.org.uk/notice-periods/notice-when-being-dismissed-or-made-redundant (Accessed: 16 April 2022)
2. ACAS (2022) Managing Staff Redundancies. Available at: https://www.acas.org.uk/manage-staff-redundancies (Accessed: 15 April 2022)
3. Boyes, A. (2019) How to Get Through an Extremely Busy Time at Work. Harvard Business Review. March 26. Available at: https://hbr.org/2019/03/how-to-get-through-an-extremely-busy-time-at-work?utm_source=linkedin&utm_campaign=hbr&utm_medium=social (Accessed: 02 May 2022)
4. Burnes, B. (2020) The origins of Lewin’s three-step model of change. The Journal of Applied Behavioral Science, 56(1), pp.32-59.
5. CIPD (2021) The Profession Map. Available at: https://peopleprofession.cipd.org/Images/full-standards-june-2021_tcm29-95364.pdf (Accessed: 26 February 2022)
6. CIPD (2021a) Learning in the flow of work. Available at: https://www.cipd.co.uk/knowledge/strategy/development/learning-factsheet (Accessed: 26 February 2022)
7. CIPD (2021b) Employee Voice. Available at: https://www.cipd.co.uk/knowledge/fundamentals/relations/communication/voice-factsheet#gref (Accessed: 14 March 2022) 
8. Gibbs, G. (1988) Learning by Doing: A Guide to a Teaching And Learning Methods. Oxford, Polytechnic: Further Educational Unit.
9. Knowles, M.S. (1978) Andragogy: Adult learning theory in perspective. Community College Review, 5(3), pp.9-20. Available at: https://journals.sagepub.com/doi/abs/10.1177/009155217800500302?journalCode=crwa (Accessed: 08 May 2022)
10. Kovacs, D. (ND) 40 Inspirational Quotes Every Graduate Student Should Know. Lifehack. Available at: https://www.lifehack.org/articles/communication/40-inspirational-quotes-every-graduate-student-should-know.html (Accessed: 09 May 2022)
11. Kruse, K. (2012) ‘100 Best Quotes On Leadership’. Forbes. Oct 16. Available at: https://www.forbes.com/sites/kevinkruse/2012/10/16/quotes-on-leadership/?sh=eff82c22feb8 (Accessed: 09 May 2022)
12. Levasseur, R. (2001) ‘People Skills: Change Management Tools— Lewin’s Change Model.’ Interfaces, 31(4), pp.71-73. Available at: https://citeseerx.ist.psu.edu/viewdoc/download?doi=10.1.1.455.8827&rep=rep1&type=pdf (Accessed: 07 May 2022)
13. LeBoeuf, R. (2017) ‘50 Best Personal Growth Quotes.’ Southern New Hampshire University. Jan 5. Available at: https://www.snhu.edu/about-us/newsroom/education/personal-growth-quotes (Accessed: 09 May 2022)
14. Luft, J. and Ingham, H. (1961) The Johari Window: a graphic model of awareness in interpersonal relations. Human relations training news, 5(9), pp.6-7. Available at: http://www.convivendo.net/wp-content/uploads/2009/05/johari-window-articolo-originale.pdf (Accessed: 07 May 2022)
15. Maslow, A. H. (1943). A theory of human motivation. Psychological Review, 50(4), 370-96. Available at: https://doi.apa.org/doiLanding?doi=10.1037%2Fh0054346 (Accessed: 07 May 2022)
16. McLeod, S. (2007) Maslow's hierarchy of needs. Simply psychology, 1(1-18). Available at: https://canadacollege.edu/dreamers/docs/Maslows-Hierarchy-of-Needs.pdf (accessed: 07 May 2022)
17. Pangilinan, J. (2019) 49 Compassion Quotes About Showing Empathy [2022 Update]. HappierHuman. Dec 23. Available at: https://www.happierhuman.com/compassion-quotes/ (Accessed: 09 May 2022)
18. Rees, G. and French, R. (2016) Leading, Managing and Developing People. 5th edn. London: CIPD.
19. Rosencrance, L. (2014) Bringing HR and Finance together. TechTarget. 17 Nov. Available at: https://www.techtarget.com/searchhrsoftware/feature/Bringing-HR-and-finance-together (Accessed: 05 May 2022)
20. Rowe, P. (1987). Design thinking. MIT Press.
21. Sutton, D. (2017) 20 Transformational Quotes on Change Management. Top Right Partners. Oct 12. Available at: https://www.toprightpartners.com/insights/20-transformational-quotes-on-change-management/ (Accessed: 09 May 2022)
22. Thomas, K.W. and Kilmann, R.H. (2008) Thomas-Kilmann conflict mode. TKI Profile and Interpretive Report, 1. Available at: https://www.researchgate.net/profile/Ralph-Kilmann/publication/265565339_Thomas-Kilmann_conflict_MODE_instrument/links/558c15d908aee43bf6ae1917/Thomas-Kilmann-conflict-MODE-instrument.pdf (Accessed: 15 April 2022)
23. Toulmin. (2003). The uses of argument (Second edition.). Cambridge University Press.
24. Tuckman, B.W., (1965) Developmental sequence in small groups. Psychological bulletin, 63(6), p.384. Available at: https://web.mit.edu/curhan/www/docs/Articles/15341_Readings/Group_Dynamics/Tuckman_1965_Developmental_sequence_in_small_groups.pdf (Accessed: 07 May 2022)
image1.jpg
’ﬁornbllﬁ




image2.jfif




