


Diary of a HR Professional
Learning HR through unpredictable and sometimes unimaginable events
My Professional Background
My name is Nicole Smith and I have been working within HR since 2014. I started as a HR Assistant, then HR Officer at a construction company – Jistcourt and now currently a HR Advisor with Wall Colmonoy Ltd. In Wall Colmonoy (WCL) I work as part of a 2 person HR Team responsible for 196 Wall Colmonoy employees.
I originally graduated university in 2014, with a BSc (Hons) Geography and while I studied the world previously, nothing could have prepared me from the world of HR and the complex, intricate and downright difficult environments we as Professionals need to operate in. 
You could say I fell into HR following graduation … but now I’ve worked in HR and the generalist HR role, I couldn’t imagine working in any other field.  I have been very lucky in my career to  have 2 influential managers who have helped shape me into the HR Professional I am today – Mavis Elliott-Smith, formally HR Director at Jistcourt (The person responsible for getting me into HR in the first place) and Julie Wright, Wall Colmonoy’s HR Manager, my current manager, whose ‘Sitting with Nellie’ moments have guided, supported and provided me with invaluable knowledge to navigate the murky waters of HR. 
My Personal Background
I have been with my partner Scott for nearly seven years, together we have a house and a fur baby Lola – Our black Labrador. Me and Scott are getting married in June 2024, with Lola by our side (We have no doubt she’ll charm all the guests and be the main attraction that day, but we’ll love her all the same!).
CIPD Core Behaviours 
My Reflections are based upon learning outcomes which directly maps to CIPD’s Core behaviours. There will be two learning outcomes which link with each reflection. 
Core behaviours are the defining behaviours of HR, with the CIPD (2022a) noting that the eight core behaviours empower People Professionals to ‘create value for people, organisations, society and our profession’. 
The eight core behaviours are (CIPD, 2022a): 
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Reflecting on experiences is crucial to self-development (Morgan, 2022) and fundamental to becoming a better HR Professional (Gibbs, 1988). Simply experiencing situations is not sufficient to learn and develop – Reflecting on them is (Gibbs, 1988; Bassot, 2020). 
For each of my reflections I will use the Gibbs Reflective Model.

Gibbs Reflective Model 
Gibbs’ Reflective Cycle is a framework for examining experiences. This model will be used in all reflections to analyse and explore the experiences/situations (Morgan, 2022; The University of Edinburgh, 2020). 
Gibb’s Reflective cycle has a cyclic nature and structured stages which allow individuals to learn from situations and analysis what went well and what didn’t (The University of Edinburgh, 2020).This is the case for both repeated events and singular experiences (University of Cumbria, 2020).
One crucial part of Gibbs’ model is the acknowledgement of the importance of feelings in reflection (University of Cumbria, 2020).[image: ]

So, what is the model and what does it look like?             
There are six stages of Gibbs’ Reflective 
Cycle (Gibbs, 1988):
1. Description
2. Feelings
3. EvaluationFigure 1: Gibbs’ Reflective Cycle (University of Cumbria, 2020).

4. Analysis
5. Conclusion
6. Action plan
 
Throughout my reflections I will follow each stage of Gibb’s reflective cycle structure, starting my reflection by describing the situation in detail, before exploring my thoughts and feelings about the situation. I will then evaluate the positives and negative aspects of the experience, before analysing and extracting meaning from the situation. I will conclude by summarising learnings and highlighting future changes (Gibbs, 1988: Morgan, 2022; The University of Cumbria, 2020). 
[bookmark: _Hlk128477684]I will not be creating an action plan (Gibbs reflective model 6th stage) for each reflection, as all actions will be accumulated in my Personal Development Plan (Gibbs, 1988).
[bookmark: _Hlk126087486]Reflection 1 – False Positive
CIPD Core Behaviours: Professional Courage and Influence & Situational Decision-making.
Description
[bookmark: _Hlk129874260]I was called by Occupational Health as a new starter had failed their medical which included a drug and alcohol test. It is WCL policy to investigate any failed test and a standardised procedure has been set out to ensure consistency and fairness (Wall Colmonoy, 2020). To heighten this situation further, the new starter was a Senior Manager’s son and whilst it is legal (UK Gov, 2023) and within WCL policy to hire family members, we have a duty to treat family members the same as any other employee (Wall Colmonoy, 2019).  
Any positive drug and alcohol result is always sent for further testing as per WCL procedure (Wall Colmonoy, 2020) and if I had just overlooked or dismissed the failed test then I could have undermined WCL procedure, reduced credibility in the process and put other employees and the organisation in danger (TUC, 2019). 
On my arrival the senior manager was aware of WCL procedure and the need for further laboratory testing on the positive sample (Wall Colmonoy, 2020). The Senior Manager was irate whilst I made the next steps clear, and whilst there was an understanding that I have a duty to treat all employees fairly, continuation of the standardised process was not well received (TUC, 2019). 
Once the Senior Manager and his son left, I apologised to the Occupational Health nurse for their behaviour as the relationship between us and our Occupational Health team is crucial. This close working relationship helps keep WCL employees safe (Cooper, 2017).  
Feelings 
I felt extremely anxious and uncomfortable throughout the situation and felt I handled the situation as best as I could in the circumstances. 
The senior manager was confrontational and tried to manage my response through intimidation (Pryor, 2018). Although this didn’t work in its entirety it did make question my initial approach.
Pryor (2018) notes there is a need to ‘Focus on performance and role’ when faced with intimidating behaviours, this focus, along with taking a step back to regain perspective (Clouston et al, 2017), would have solidified my response to the situation. 
Whilst I acknowledge I didn’t back down in the situation (Which I could have done), I could have been more self-assured and commanding which would have shown I couldn’t be coerced into changing WCL procedure. 
Evaluation 
On reflection, would I have handled the situation differently? Yes.
I realised soon after leaving the situation that I could have handled it better (Johnson, 2018). However, I was earlier in my HR career and brand new in the role at WCL. Shoobridge (2022) notes that younger employees tend to lack assertiveness as it’s a skill developed through time, support, and self-development. 
Whilst I spoke up and ensured that WCL processes were followed in the face of opposition, I could have been more confident and assertive. Joseph (2012) states that self-confidence is crucial to success, exposure to difficult situations is key in growing this confidence. 
I also had no Senior Management support due to the time and date of the medical. Whilst I feel effective and pragmatic decisions were made, I could have been stronger dealing with the difficult behaviours. Managerial support would have advantageous when faced with this behaviour (Clouston et al, 2017).
Analysis 
The CIPD (2022b) states that it is critical for people professionals to have the ability to influence others, whilst having the courage to challenge. The Senior Manager’s behaviour towards myself and the Occupational Health nurse needed challenging. 
The dismissal of the test or deviation from WCL processes due to the Senior Management link would have impacted WCL credibility and I knew that I needed to ensure due process- To ensure alignment to professional principles (CIPD, 2022c). 
I recognise I could have handled the situation better but also acknowledge; I was at a disadvantage by not having the opportunity to have built relationships with managers at WCL (Petrone, 2019). I also had limited exposure to similar situations in my professional career (Joseph, 2013).  
I recognised after the situation that I should have removed the Senior Manager from the room, as he muddied the situation (Wilding, 2021). However, understanding the Thomas Kilmann model and how people react and manage conflict, could have helped me understand and diffuse the situation further (Mishra, 2021). Particularly when faced with a ‘Competing’ personality (Mishra, 2021). 
Further laboratory results showed that the initial positive result was due to the consumption of poppy seeds. The instantaneous immunoassay urine screen (Marcin, 2018; Randox, 2022) used at WCL had no way of identifying this. The increased popularity and prevalence of poppy seeds made/makes testing more difficult (Reisfield, Teitelbaum and Jones, 2022). 
WCL have a moral and legal responsibility for the Occupational Health of its employees, with HR providing the bridge between Occupational Health, WCL employees and their work environment. (Cooper, 2017).
Conclusion
This situation showed evaluation of future practice at WCL was needed (CIPD, 2022c) to coincide with the changes in society and industry (Price, 2023).
Further learning and understanding of the Thomas Kilmann model could also help me communicate and manage conflict effectively, to ensure a de-escalation of similar situations (Mishra, 2021). 
Ensuring more time is spent with different Senior Managers, could help build professional relationships between HR and Senior Managers – Which could result in both parties having a better understanding of their own and each other’s roles.



[bookmark: _Hlk126088554]Reflection 2 – Put your feet up… and type
CIPD Core Behaviours: Working Inclusively & Ethical Practice.   
Description 
An employee had been off work on long term sickness due to an ongoing leg issue which caused pain, lack of sleep and an inability to stand or walk short distances. After 3 months of sickness absence, the Operations team allowed the employee to return on an ad hoc basis and working hours he deemed fit, with no formal agreement or plan in place (Xpert HR, 2023). 
It is WCL policy (Wall Colmonoy, 2021) for all employees to have an Occupational Health Review prior to return, to help determine if a return is viable and if so, establish a support plan for the employee returning from long term sickness (Xpert HR, 2023). 
I approached the Operations team to discuss the situation, to ascertain a forward plan. I was aware we had a duty of care to our employee and needed to be ethical in our approach to ensure we were doing the best for both the employee and WCL (David Morris, 2020). 
There is no one size fits all approach to a phased return so involving Occupational Health was crucial to determine a plan which wouldn’t impact the employee’s long-term recovery (Bright HR, 2023). 
A meeting was held to ensure all parties were involved in finalising a phased return plan. This involved collaboration between Operations, HR, Occupational Health, and the employee, this ensured that all parties had input into timescales, adjustments, and duties to ensure the return was mutually beneficial (David Morris, 2020). Further ‘catch up’ meetings were set to check in with the employee to revisit the phased return plan and offer amendments as appropriate (David Morris, 2020). 
Feelings 
Initially I was frustrated that the team had bypassed procedures put in place to protect employees and WCL. However, I was relieved it had been caught before any long-term agreement had been made and that now a fixed plan (signed off by all parties) could be put in place. 
I was more assured in my approach as this was a situation, I had more experience in. Joseph (2012) notes that the more you do something, the more confident you’ll be at doing it. However, I am always apprehensive when challenging managers as I am aware they could see any challenge as a personal attack on their leadership (Hossain, 2020). 
 Evaluation 
Ultimately this situation shouldn’t have happened, as WCL managers know procedures for long-term sickness return, so it was disappointing the situation had escalated. However, once known the situation was dealt with quickly and effectively with behaviours and decision-making challenged (CIPD, 2022d). 
When I initially approached Operations, the reception was fractious, as the managers thought I was questioning their leadership actions and style (Hossain, 2020). However, I felt that I was assertive, proactive, and confidently spoke up when needed (Wilding, 2021), with informed reasoning from research, employee sickness data and initial discussions with Occupational Health. 
The initial meeting allowed open communication between Operations and HR where everyone involved had a chance to voice concerns, frustrations, and opinions (Prossack, 2021). This was important for a plan to move forward and collaborate with Occupational Health and the employee for a positive outcome. Particularly when collaboration is crucial to workplace success and positive outcomes (Hossain, 2020). 
Analysis 
[bookmark: _Hlk126531058]People professionals are key to working inclusively and collaboratively by facilitating and encouraging relationships (CIPD, 2022e). People Professionals also ensure decisions are made based on good values and principles (CIPD, 2022d). I recognise that whilst managers are aware of sickness return procedures, HR could have been more intrinsically linked, which could have avoided this situation.  
De Cremer and Moore (2020) note that humans falter in the face of self-interested temptation, even if it violates procedures/standards. The employee returning in any capacity would have helped and reduced pressure on the Operations team, potentially blinding his managers of the pitfalls and ramifications of an ad hoc return (Kacmar, Carlsen and Harris, 2013). 
A phased return can involve reduced working hours and limited work duties to allow an employee to continue to recover whilst transitioning from sickness absence to their regular working pattern/hours (Bright HR, 2023). Implementation of a successful phased return can increase employee retention, whilst an unsuccessful phased return results in a greater chance of a sickness relapse (David Morris, 2020).
[bookmark: _Hlk126535624]The Cynefin Framework was developed to help managers in decision making (The Cynefin Co, 2023a). The framework helps managers adapt their approach to changing circumstance and context (Snowden and Boone, 2007).  This framework could mitigate overthinking and would allow managers to make better decisions, avoid mistakes and ask for support/ collaboration (Snowden and Boone, 2007). 
Collaboration is important to deliver efficient and effective outcomes (CIPD, 2022e). Open communication ensures people work as a cohesive unit than in isolation (Prossack, 2021) but can also ensure there is no unclear communication with employees (Hossain, 2020). In this instance, collaboration of functions proved to have a positive outcome for all involved, including the employee. 
Conclusion 
This situation once known was dealt with effectively and efficiently to help mitigate its impact on all parties. Collaboration is crucial to business success and positive outcomes (Hossain, 2020). 
Helping implement improvements and frameworks to aid managers in decision making is a focus after this reflection. This could include exposing managers to the Cynefin Framework which could help them in their approach to decision making within the business environment (Snowden and Boone, 2007). 
Further intrinsically linking HR and Operations in sickness reviews could also avoid parties being overlooked from the decision-making process in future. 





Reflection 3 – Induction? What Induction?
CIPD Core behaviours: Passion for Learning & Insights Focused.
Description 
WCL’s induction process was last updated in 2012 (Wall Colmonoy, 2012) and the timeframe along with the tight labour market, particularly post Covid-19, emphasised the need for WCL to evaluate its induction process (CIPD, 2020).
Lawson (2018) defines induction as a process to either help new starters settle into an organisation or help internal employees transition into a new role. A Cezanne HR (2022) survey found 21% of employees questioned their choice of employer due to their poor induction.
I was given the opportunity to review the process and highlight any shortcomings or recommendations for change within WCL ‘s induction process. I was aware of my own body language throughout the interviews and understood that being approachable would be integral to the success of the research project (Rampton, 2015). 
I knew the key to improving the induction process lay with WCL’s employees (Galbraith, 2018) and created structured questionnaires to ask new starters (Under 1 years’ service), employees who’d changed roles (In the last 12 months) and managers about the current system. 
It would have been unfeasible to interview everyone impacted or associated by WCL’s induction process, so I only interviewed a sample of WCL employees (Saunders et al, 2019). In total I interviewed 28 employees through structured face-to-face questionnaires. 
I used thematic analysis to analyse and evaluate the data collected, this method allowed me the flexibility to identify common patterns, themes, and opinions (Caulfield, 2022). Three distinct themes became apparent: Lack of Ownership, Lack of Structure and Poor Communication. 
Following the research, I presented my findings initially to the HR Manager and Managing Director, alongside four recommendations, which could improve the overall induction process and experience. 
The recommendations were:
1. Implementation of a fixed structure for new starters, which would plan their first month’s activities. 
2. Localised inductions. 
3. New Starter Checklists. 
4. Introduction of manager 30,60,90day reviews.  
Feelings 
I enjoyed undertaking the research and had ownership to create and schedule the interviews I felt necessary. I was aware that whilst I had ownership on the research project, I needed valid outputs to instigate effective change (Hill, 2015). 
As I was studying employee’s induction experiences, I needed to ensure the employees felt relaxed and trusted me with their experiences (Chaplin, 2023). 
At times it was uncomfortable and embarrassing when discussing induction experiences, however, I knew I needed to acknowledge when there was any shortcomings or mistakes in the employee experience, as I didn’t want to invalidate employee perspectives, feelings, and opinions (Zuzarte, 2020; Chaplin, 2023). 
Evaluation 
On reflection, I feel the overall outcomes of the research project was enlightening. I adopted a disciplined approach to understand and diagnose problems in the induction process and used the evidence to develop insights and solutions (CIPD, 2022g).
Face to face questionnaires have the highest response rate (Schröder, 2016) and would be the more efficient method at WCL. Face to face questionnaires within WCL employees allowed me to listen and observe behaviours (Zuzarte, 2020). The in-person questionnaire also provided the opportunity to explain a question, probe initial answers and ensure the completion of the entire questionnaire (Rampton, 2015). The Qualitative approach also, I feel, provided a high level of validity with responses being honest and reliable (BRM, 2022). 
Whilst people will have differing perspectives of events (Saunders et al, 2019). The negative experiences explored during the interviews was crucial to shaping change (Schröder, 2016). 
In hindsight, I would have interviewed more employees and increased the overall sample size of the research. I would also have carried out the research at a different time of year, as conducting research in the summer impacted the availability of individuals. However, overall, I feel I had valid outputs to help inform changes in WCL’s induction process. 
Analysis 
Cheese (2022) states ‘The new normal’ requires HR teams to adapt and innovate to achieve retention and recruitment of employees. This coincides with Howlett (2020) who warns that a poor induction programme could be detrimental to an organisation. 
The CIPD (2022f) notes that it is important for people professionals to demonstrate curiosity and utilise opportunities to learn, innovate and improve. HR professionals need to ask questions and evaluate evidence to create insight (CIPD, 2022g).
A structured induction programme means employees feel supported, learn processes and procedures which allow them to become productive quicker (Fowler, 1999; CIPD, 2021a). 
I knew if I involved managers/ employees in the research they were more likely to support changes (Galbraith, 2018). The questionnaire provided me with a roadmap of what to ask and a structured process for employee interviews (Zuzarte, 2020). 
Engagement with Kotter’s 8 Step Process for Leading Change could help the implementation of changes to the induction programme (Kotter, 2014), Kotter’s 8 step process could engage employees and build trust in the changes (Kotter, 2014). 
Conclusion 
WCL’s induction process was overdue for re-evaluation, particularly with the tight labour market and focus on retention (CIPD, 2020).
The use of Kotter’s 8 Step Process for Leading Change could help WCL introduce necessary changes and implementation of the recommendations (Kotter, 2014). The clear framework for WCL to follow, will allow transparency to all involved (Kotter, 2014) as engagement from employees and their managers is crucial to success.



Reflection 4 – I Suggest…
CIPD Core behaviours: Valuing People & Commercial Drive
Description 
The CIPD (2021b) states that engaged employees are ‘healthier and happier’, with higher employee morale. In WCL, engagement levels are low, with a clock in and clock out culture, it was hoped that the implementation of the Suggestion Scheme could be a catalyst to increase employee engagement – Particularly when organisations rely on the energy, and engagement of their employees to survive and thrive (Gleeson, 2017).
I was tasked with the implementation of a new Suggestion Scheme at WCL. The focus of the scheme was to increase communication, engagement and provide employees with an outlet to give ideas and suggestions (Scoop Health, 2017). 
I was aware that a rollout date had been targeted for January 2020 and was tasked to turn the project around in 3 months (Whilst continuing with my everyday tasks and activities). Grensing-Pophal (2020) notes that HR professionals are expected to handle a variety of functions, activities, and tasks, with prioritising time effectively a core skill needed in the profession. 
I implemented three forms for suggestion submission – Paper entry (via locked Postal boxes placed in canteens); Email entry (A dedicated email address was set up) and mobile entry (A dedicated number for texts submissions). It was hoped that using all three methods could encapsulate all employees and provide an outlet they felt comfortable using (indeed, 2023). 
Entries were not anonymous, and employees were encouraged to give their name/ department and clock number when submitting entries, this was purely so they could be recognised and rewarded for any suggestions (Indeed, 2023). 
After researching similar Suggestion Schemes, I decided that a small financial award could increase engagement (Lytle, 2016), and received sign off to give a £25 gift voucher for a monthly winning suggestion and a £200 reward for the yearly winner (With winning suggestions agreed through a Senior Management group) (Grensing-Pophal, 2020). 
Feelings 
I felt comfortable throughout this task, as I had previous experience/involvement with a Suggestion Scheme model. Further research also provided me with an outline model to follow, which quickened up the implementation process (Indeed, 2023).  
I enjoyed implementing the scheme and had ownership throughout, however, there was pressure to ensure I met the tight deadline for the implementation of the scheme whilst continuing with my everyday tasks and activities (Hill, 2015).
Evaluation 
HR Professionals have a responsibility to ensure there is a focus on concepts that add value for people and business - Providing a business case for change and taking responsibility to deliver it (CIPD, 2022h).
I tried to follow research and keep the process simple and transparent. Employees were provided with monetary rewards and ‘winning’ suggestions shared to encourage further engagement (Benjamin, 2022). 
The Suggestion Scheme initially had a high uptake between January-March 2020, with employees providing suggestions to improve processes, efficiency and increase cost savings (Indeed, 2023). 
The scheme was labour intensive and did require a lot of ‘admin’, through collecting, collating, organising, reviewing and feeding back to managers/ employees – Particularly if research was needed around any suggestions (Bailey, 2018). 
The process initially ran relatively smoothly; however, this was somewhat halted by the Covid-19 pandemic. Whilst the scheme continued, a drop emerged in entries. Ray (2022) acknowledges that to be effective the suggestion scheme needed continuity. Unfortunately, COVID-19 disrupted the ‘norm’. 
Throughout and post Covid-19 the Suggestion Scheme became a place for employees to complain with no actionable solutions and a visible lack of participation has ensued, whilst it was expected for the level of participation to slow, it has now almost halted (Indeed, 2023). 
Analysis 
CIPD (2022h) states HR professionals need to have a commercial mindset to drive and create value. This is alongside the need for HR professionals to value people and enable meaningful employee development, voice, and wellbeing (CIPD, 2022i). 
The ‘Great Resignation’ and the surge of voluntary resignations has increased the need to focus on employee engagement (Stein, Hobson, Jachimowicz, and Whillans, 2021). Particularly when only 15% of employees worldwide are engaged in their jobs (Gleeson, 2017). This is significant when engaged employees are more likely to drive productivity, services, and innovation (Indeed, 2023; Bailey, 2018). 
85% of business leaders globally believe engagement is crucial (Lytle, 2016) Listening to employees, acting on feedback/ideas can help organisations identify and address problems, creating both people and financial value (Lytle, 2016). 
There are drawbacks to a Suggestion Scheme; to be effective employees need feedback on all suggestions provided, otherwise they will lose motivation (Ray, 2022). Employees can also become impatient when changes don’t occur as quick as hoped/liked (Ray, 2022).  
Successful managers are transparent in their approach to improving engagement (Gleeson, 2017). HR professionals can coach managers to enable them to build their own people management capability (CIPD, 2022i). 
The GROW Model is a simple model for structuring coaching sessions and stands for Goal, Reality, Options/ Obstacles and Will (Or way forward) (Culture at Work, 2022). Coaching people through GROW, can help identify the goal and help establish the path to accomplish it (Mind Tools, 2022). WCL need to focus on increasing participation through coaching and active departmental sessions. 
Conclusion 
The current engagement levels at WCL illustrates a review is needed with coaching and the revitalising of processes. A review of WCL’s participation and engagement through coaching of Senior Managers to draft a Toolbox Talk is required, as this could start the process to motivate and enhance employee engagement during active departmental sessions.
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Personal Development plan




	NAME:
	Nicole Smith
	MEMBERSHIP NUMBER:       
	47077114

	COVERING THE PERIOD FROM:
	1st June 2023
	TO:
	31st May 2024



	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

	Learn in detail about the Thomas Kilmann Model

	Sign up for the Thomas–Kilmann Conflict Mode Instrument Certification (Online Course).
(Staff Skills Training, 2023).
	· Resources provided by the training provider via an online portal. 
	· Completion of the online course. 
· Understanding of the five conflict-handling modes 
· Better understanding of how best to approach conflicts.
· Ability to use the model effectively in different confrontational scenarios.  
	September 2023

	Attend departmental morning meetings (Operations and Support Functions meetings).
	Attend the departmental meetings on a rotational basis – Contact managers to find out the times each of their morning meetings take place.
	· Senior Manager sign off to attend their departmental morning meetings.
· Ensure times of morning meetings are ‘blocked’ out in my diary.
	· Attending each departmental morning meeting at least once per week.
· Building rapport with teams and managers. 
· Having a physical presence on shopfloor.
· Increased knowledge of roles and responsibilities of different departments from both a HR and Operations perspective. 
	July 2023

	Learn in detail about the Cynefin Framework



	Sign up for the Cynefin Beginner Self Study Online Course.

(The Cynefin Co., 2023b)
	· Resources provided by the Cynefin Company via the online learning platform.
· Time allocated during work hours to study would be beneficial.
	· Completing the course in the 6-month timeframe.
· Gaining a greater understanding of the Cynefin Framework.
· Utilising the framework in different ‘real-life’ scenarios.
· Eventually being able to educate managers on the uses of the model and cascade across site. 
	January 2024

	Create stronger lines of communication between HR and Operations about employees on Long Term Sickness.
	Schedule bi-weekly meetings with departmental managers who have employees on Long Term Sick.
	· Time assigned by managers to attend the meeting(s).
· Ensure confidential meeting rooms/ spaces are available for meeting(s).
	· Continuity of meetings, to discuss relevant employees.
· Intrinsic links which ensure clear communication and plans for employees between HR and Operations.
· Discuss issues/ scenarios before they arise and ‘nip them in the bud’. 
	September 2023

	Undertake Kotter Training – Foundations of Change.



	Sign up for the online course - Foundations of Change. Online 
(Kotter Inc., 2023)
	· Resources provided by Kotter Inc via the online learning platform.
· Time allocated during work hours to study would be beneficial.


	· Completing the course.
· Gaining a greater understanding of the Kotter Model and the three modules included - The Science of Change, Kotter’s 4 Core Change Principles and. Kotter’s 8 Accelerators for Leading Change.
· Utilising the model in organisational changes. 
	December 2023

	[bookmark: _Hlk132622863]Help contribute to an employee participation refresh at WCL
	Active departmental sessions (via a Toolbox talk) to re-build engagement and participation within WCL
	· Time with Senior Management Team to draft a Toolbox Talk which can motivate and enhance engagement through incentives and structure changes/ refresh.
	· Increased engagement with Suggestion Scheme.
· Higher engagement in Works Council Meeting (Including volunteers to join the Works Council). 
· Greater feedback and participation across site.
· Enhanced employee experience due to increased engagement, participation and feedback. 
	May 2024

	Improve my ability to Coach Employees  
	The Cast metals Federation – Coaching for Success Training Course
(The Cast Metals Federation, 2023a)
	· 2-day training course in the Cast Metals Federation. 
· Time allocated to attend the 2-day training course in the West Midlands. 
	· Completing the 2-day course. 
· Development of skills, behaviours, and confidence for successful coaching
· Gain confidence in my ability to effectively coach others.
	April 2024

	Gaining knowledge of effectively managing change
	The Cast metals Federation – Driving Change Management 
(The Cast Metals Federation, 2023b)
	· 2-day training course in the Cast Metals Federation. 
· Time allocated to attend the 2-day training course in the West Midlands. 
	· Completing the 2-day course. 
· Development of skills to manage change. 
· Ensure commercially viability/ awareness in strategy setting.
· Understanding of the change cycle and communication strategies to achieve change.
· Create links with other similar organisations (Through the training) to gain knowledge of any success strategies used in similar sized/ type organisations. 
	February 2024





Link to access Website: 
https://www.canva.com/design/DAFeA4veT_8/H9Yy_tC9buXjcHWfBWVHyw/view?utm_content=DAFeA4veT_8&utm_campaign=designshare&utm_medium=link&utm_source=publishsharelink 
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