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Statement

Access
I have chosen to format this assignment as a Personal Reflection Blog. The blog website has been created through WordPress.
As advised, the website has been published privately to prevent 100% plagiarism on the Turnitin System. 
To access the site, you must inform me of your email address so that I can grant you access to the site as an Editor. You will then be sent an email allowing you to access the site. Access has already been provided to Natasha.
If you experience any issues accessing the website, please notify me.

The Blogs
The blogs should be viewed in the following order:
· Home Page
· Finding My Feet
· Making Induction Accessible
· Follow the Leader
· Kickstarting NWSSP’s Widening Access Agenda
· Personal Development Plan

Word Count Exclusions/Inclusions
The majority of the Home Page has not been included in the overall word count as this was produced to set the tone and contribute to the realism of the website. However, the Home Page content formatted in bold below has been included in the overall word count.
When viewing the individual blog pages, the following have not been included in the word count:
· the website title and strapline.
· The navigation buttons
· Reference lists
· Tables and graphics
· Captions.



1 Home Page 

A Novices’ Ongoing Journey to HR Professional
The Highs. The Lows. The Achievements. The Mistakes. The Journey.

About the Novice
Welcome to my journey from HR Novice, to … well… an HR Professional with training wheels.
Our world is forever changing. The external environment is increasingly volatile, uncertain, complex and ambiguous (VUCA) (Petford, 2020). Right now, the world currently finds itself amidst a global health crisis – the coronavirus pandemic. This most recent VUCA environment continues to impact people and businesses (Ghabour, 2020) more than two years later – forcing us to continuously evolve and take a more ‘agile’ approach to life (Forbes 2020).
And what better time to start a new career than during the most consequential health crisis since the Spanish flu of 1918! My mum, a now medically retired medical secretary of 20 years, had a brain haemorrhage in 2018. Later that year, applications opened for a graduate scheme in an NHS organisation, NHS Wales Shared Services Partnership (NWSSP). My mum loved the NHS after 20 years of working there (and the fact they had recently saved her life) so with some encouragement from mum, I decided to apply for the scheme and hope for the best!

Turned out to be my best move as I was accepted and started with NWSSP in February 2019. When I started, I had no idea what career path I was on. Quite honestly, I applied on a whim with no expectations of getting accepted. and she encouraged me to apply for the scheme… how could I possibly say no, For me, the 2-year scheme was a journey of personal and professional discovery. My first placement was within the People and Organisational Development (POD) department – HR to most people – I was hooked!
In August 2020, I started my final graduate placement with POD, just in time for my enrolment in the Human Resource Management (HRM) course at the University of Wales Trinity St David’s (UWTSD). So those of you who have a way with numbers would have worked out that I had only been working in my HR department for a month before I enrolled on the programme… and yes, it was a shock to the system. I was surrounded at work and University by these highly experienced and knowledgeable people – and then there was me, a total HR novice.
The last two years have been a total learning curve, and after completing my BA in History in 2017, my MA in Early Modern History in 2018, and nearing the end of my post-graduate diploma in HRM… its fair to say I feel that I have done enough learning to last a lifetime! But is there ever really an end to our learning? Of course not! I might be nearing the end of my most recent qualification, but learning doesn’t start and end with education. For me, one of the most valuable ways to learn is through reflection.













Figure 1: Adapted from University of Cumbria (2016).



For each of the blogs featured on this site, I will be utilising the Rolfe et al Reflective Model, outlined above. 
This blog will take you on my journey of achievements and learning, capturing the mistakes I have made along the way. For me, I feel lucky to work in an environment where mistakes are viewed as opportunities for reflection and learning, enabling me to nurture a personal development plan (PDP).
So, get comfy and take yourself through my reflective blogs to find out about my journey. 

Latest Blogs
· Finding My Feet
· Making Induction Accessible
· Follow the Leader
· Kickstarting NWSSP’s Widening Access Agenda
· Personal Development Plan
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2 Finding My Feet 

Introduction

I started my final work placement of the NWSSP Graduate Scheme in August 2020 with the Employee Relations (ER) team in POD. In May 2021, I was offered a permanent role in the Organisational Development (OD) team in POD – YAY!!!

At the same time, I started the ‘Investigating a Business Issue from an HR Perspective’ (IBI) module, requiring us to investigate an HR issue within our organisation. The question was, should I: 

Figure 2: My Research Dilemma.

What?
I decided to do a bit of both. I noticed that staff absence reduced when the pandemic started and remained low until the beginning of 2021. My Involvement with NWSSP’s culture programme had highlighted that staff felt their jobs were purposeful because of coronavirus. So, I had a hypothesis; NWSSP’s staff's sense of job purposes was impacted by coronavirus. This was an important opportunity for me to demonstrate my competence in postgraduate study skills.  To investigate my hypothesis, I conducted in-depth research into job purpose, motivation, and factors influencing attendance. I used primary data from within NWSSP, which included sickness data, the cost to NWSSP and a staff survey for staff to investigate the link between purpose and sickness. I produced a report where sound and justifiable solutions to resolve the problems identified more effectively in the future, were highlighted. 

So What?
I conducted research following the Onion Model. 
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Figure 3: Adapted from Saunders et al. (2018).

Saunders et al. (2018) encouraged researchers to determine their research:
· Philosophy, 
· Approach, 
· Strategy
· Time horizons
· Data collection methods. 
I had Foundation-Level knowledge of analytics, as whilst I understood what critical thinking was, I had predominantly exercised this by critically evaluating research in assignments (CIPD, 2022). 

After some research, I settled on a mixed approach of quantitative and qualitative data. We had four months to research and write a 7000-word report, so this approach was risky (Anderson, 2009). Quantitative research looks at measuring numerical data (Anderson, 2009), which was staff absence and the cost to NWSSP for my research. I also needed to understand whether staff felt their attendance was impacted by job purpose. For this, qualitative research was necessary as it interprets information to form meaning (Saunders et al, 2018). To save time (Bryman, 2019), I created a survey and circulated it to staff. 

I interpreted the data from my academic research, absence statistics and staff survey, to understand what the data was telling me and decide on a way forward for NWSSP (CIPD, 2022). To determine a suitable way forward, I evaluated the data and created a mind map of possible solutions. Academic research found that when individuals had a purpose, their work, health, and well-being improved (McLoughlin, 2017). Others argued that without purpose, staff would not understand their value (Bastons and Sotok, 2010), potentially resulting in a lack of motivation (Pink, 2010). The absence data in NWSSP showed that when the pandemic hit, staff absence halved from April 2020 to October 2020, before rising thereafter. The survey showed that staff did feel an increased sense of purpose during the pandemic but did not believe this impacted their attendance at work. This research allowed me to grow from Foundation-Level Analytics to Chartered-Member Level, as I applied my critical thinking skills to establish a conclusion and develop ideas to move forward (CIPD, 2022). 

Figure 4: IBI Report Recommendations.

Initially, I was at Foundation-Level of situation decision making. I had always been in a supportive role and had never had the professional opportunity to make my own decisions and take charge. I had:
· Consulted with an array of published research evidence, 
· Critically evaluated my sources, 
· Developed new research by investigating the link between purpose and attendance at work for the first time and
· Produced a well-communicated and structured report.
This module and research helped me develop my postgraduate study skills. I made evidence-based, outcomes-driven and well-judged recommendations that were feasible and fair (CIPD, 2022). This enabled me to reach Chartered-Member Level of Situation decision making (CIPD, 2022) and problem-solving skills. But there was something I had not managed to achieve…

[image: ]
Figure 5: IBI Report Achievements.
After fully immersing myself in a research project which enhanced my postgraduate study, decision making and problem-solving skills, this was a blow.

Now What?
I will continue to enhance my decision-making skills by utilising tools and resources to plan effectively (See PDP). 

I had considered myself to have strong communication skills. I co-ordinate the POD monthly newsletter for staff which entails:
· Communicating key messages, whilst considering tone,
· Consideration of the audience to mitigate negative responses,
· Responsibility for the coordination, content, design, mistakes, and circulation of the newsletter (CIPD, 2022). 

I was working at Associate-Level for Courage and Influence, however, the IBI report was different. It wasn’t enough to just share information, I need to persuade the senior leaders to take my recommendations on board. To nurture my Associate-Level skills and progress to Chartered-Member for skills in postgraduate study, I must develop my communications skills by enhancing my ability to persuade so that I can communicate with impact (see PDP). Sending them my report via email – as I did – was not enough! To achieve success, I could have arranged a board meeting to communicate the content of my report effectively and increase the likelihood of uptake and persuasion. 
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3 Making Induction More Accessible 

What?
In July 2021, I started my permanent role as OD Officer at NWSSP. The pandemic halted Induction Sessions, so I was quickly asked to:
[image: Image.jpeg]
Figure 6: Induction to-do List.
Easy, right?

This would develop my essential people management skills, through developing and effectively delivering training, ensuring that staff felt motivated and integrated within the workforce (Zhang and Kyriakidou, 2014). I would also increase my IT proficiency by improving the accessibility and engagement of induction. With my ‘Designing, Delivering and Evaluating Learning (DDEL)’ module completed – where I recommended a revival of Induction, I jumped at the opportunity to redesign the Induction session! 

I had Associate-Level knowledge of digital work as despite understanding the technological resources available, I didn’t evaluate emerging technologies, or implement them into training to improve collaboration and learner outcomes (CIPD, 2022). DDEL broadened my knowledge of MS packages and exposed me to MS Forms and Mentimeter – interactive engagement and evaluation tools. My learning enabled me to grow to the Chartered-Member for digital working as I understood how technology could support our staff in their learning and evaluate the impact technology was having on their learning and accessibility (CIPD, 2022).

The response? 
[image: ]
Figure 7: Real-Time Feedback from the Welcome Session Attendees.

So What?
I had Foundation-Knowledge of adult learning theories and the links between learning engagement and learning transfer (CIPD, 2022). During the module, I assessed the 5Di (Shackleton-Jones, 2019), Design Thinking (Dam and Siang, 2021) and Professional Learning Design (Dam and Siang, 2021) models, and agreed with the conclusions of Doloriert, Stewart and Sambrook (2014) – that one size does not fit all when considering learning theories. However, for induction, I utilised Shackleton-Jones (2019) 5Di Model.
[image: ]
Figure 8: The 6 Stages of the 5Di Model - Adapted from Shackleton Jones (2019).
Following this model allowed me to:
· Define the learning needs of new starters
· Engage with staff and colleagues to discover learning needs
· Design a new approach and content
· Develop 
· Launch new induction
· Iterate through evaluation and feedback.
To embed learning, I prioritised the application of learning following Induction (Colman, 2019). During IBI, the impact coronavirus had on NWSSP’s staff job purpose was evaluated.  I found that staff had a strong sense of purpose as they could identify their value and the impact they had on the wider community. This supported the views of Biller-Andorno and Thomas (2013) who argued that employees’ understanding of how they fit into their organisation and their value, significantly impacted motivation. DDEL and IBI, enabled me to grow to Associate-Level, as I enhanced my essential people management skills by applying adult learning and motivation theories to the Induction to enhance employee motivation and commitment (CIPD, 2022). To do this, I utilised technology.

I enhanced my IT proficiency skills by realising that whilst technology can support learning and evaluation, its use must be purposeful (Degreed 2017). Engagement with POD and evaluating feedback from other NWSSP courses showed that staff craved more engagement during courses and an easy way to leave feedback. I listened. I used IT packages like Mentimeter, and MS Forms to evaluate learning, allowing me to dip into Chartered-Member, by assessing learner engagement and transfer (CIPD, 2022). 

Despite best intentions, not everything went according to plan! When designing the new Induction, I couldn’t help but dislike the term ‘Induction.’ With the wider POD team, we agreed on a name change to ‘The Welcome Session’ as we felt it was warmer, friendly, and more in line with the strategic message of POD – Aligned to our People. Even though I engaged with POD on this change, I didn’t consult the rest of NWSSP. This caused initial issues when inviting new staff to the session, as managers were not sure what the session was! Communications were promptly shared via our internal channels to avoid further confusion. The communications explained the rationale behind the name change and despite my communication error, remaining open and transparent, as encouraged by Deloitte (2020), resulted in positive feedback around the name change.
[image: ]Figure 9: Email Communications Distributed for the Welcome Session ((Shared Services Communications, 2022).










Now What?
This piece of work and my academic studies enabled me to grow my IT proficiency skills, and essential people management skillset. When considering learning and development, I started at Foundation-Level and grew to Associate and Chartered Specialist Knowledge (CIPD, 2022). When considering my IT skills, I was at Foundation-Level with a broad understanding of technology and its benefits for people and businesses (CIPD, 2022). Today, I am a Chartered-Member (CIPD, 2022) as I understand the benefits it has to employee practice but recognise when technology can help or hinder learning. 

To avoid future communication and engagement oversights, I need to improve my communication skills by ensuring it is shared appropriately (see PDP). Key information must be communicated to the right people, at the right time (Beardwell and Thompson, 2017). 
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4 Follow the Leader? 

Introduction
Following the relaunch of the new Welcome Session, NWSSP’s Specialist Facilitator (SF) for Induction asked for my help on the Local Induction Toolkit, later renamed the ‘Welcome Toolkit’, in line with the new ‘Welcome Session.’ The Toolkit was an important part of the Induction process, and I was excited by the opportunity to:
· Work with others,
· Effective and professional self-management,
· Learn how to lead effectively and
· Influence decision making
[image: ]
Figure 10: NWSSP Staff Induction Toolkit (NWSSP, 2019).

What?
As an OD Officer, my role was to support the 4 SFs in the POD team. I expected the SF to:

Figure 11: Project Leadership Expectations

After 2 months of talking and no action, my hope of shadowing the SF to learn about leading and influencing effectively was slipping away. Frustrated, I learnt about leadership by doing it myself! 

I had no practical experience in leadership but often supported people and projects. I was at the Foundation-Level of ethical practice in leadership, as I took responsibility for my actions and gave honest feedback or opinion to others in a professional manner (CIPD, 2022). However, for professional courage and influence, I was working at Associate-Level as I regularly adapted my communication format and style to engage with others, took responsibility for my mistakes and worked with my colleagues to understand and adapt my approach to suit their preferred style (CIPD, 2022). 

After 2 years of no changes to the toolkit, I had managed to lead and influence my colleagues through a structural and visual change to the toolkit within 4 months. I did this by utilising an MS Teams channel and facilitating engagement sessions with our departments to hear their ideas, share our thoughts, explain the purpose of the toolkit and welcome feedback (CIPD, 2022). The response from staff was positive and we continue to receive high engagement from stakeholders. 


[image: ]
Figure 12: Welcome Toolkit Planning Group Presentation (NWSSP, 2022a).

On other hand, by taking leadership of a project (that wasn’t mine), I was at Foundation-Level as I did not enable the leader to lead effectively (CIPD, 2022). By stepping into the leadership position, staff were confused about who was responsible for the toolkit.

So What?
So why did I do what I did? In my second year, I had completed a module in Leading, Managing and Developing People (LMDP). I learnt about the importance of planning, reward and recognition, motivation and communicating with others when leading change (Forbes, 2020). Unfortunately, I wasn’t seeing any of this or an alternative positive approach to leadership by the SF responsible. 

LMDP advocated the value of engagement for effective leadership, ensuring changes to the toolkit were right, relevant, and useful (Uber Blog, 2020). Deloitte (2020) emphasised that an effective leader would coach employees to understand and commit to necessary change, utilising models such as GROW (Cunningham, 2015 and CIPD, 2022a). Staff needed to be involved in the decision-making process, so I utilised the GROW model to:
· Reiterate the purpose of the toolkit
· Listen to our staff experience of the toolkit (reality)
· Discuss options for improvements
· Set clear actions for the group members to implement [image: ]
Figure 13: Grow Model - Adapted from Cunnigham (2015).
Consequently, I succeeded in leading and influencing change, and managed the project effectively as a Chartered-Member, by: 
· Ensuring there was regular engagement, 
· Clarifying roles and responsibilities 
· Recognising contribution (CIPD, 2022).  
[image: ]
Figure 14: NWSSP (2022b) Appreciation Station.

This approach embedded openness and transparency. As decisions were made, explanations were provided to demonstrate that responsible actions had and would be taken (CIPD, 2022), a key behaviour in trustworthy leadership (CIPD, 2014). This work helped me grow from Foundation-Level leadership to Associate-Level.

In January, I took a step back and followed the advice of the CIPD (2018) by reflecting on my learning and how I had managed myself and valued others in a professional context.  I felt that I had managed the project effectively, but what about self-management? Months earlier, my manager asked our team to complete an Insights Discovery Questionnaire – a model that uses colours to help you understand how you work, your strengths, weaknesses and working style (Insights, 2021). The SF’s (blue) colour preference and my own (yellow) can be seen below.
[image: ]
Figure 15:  Visual representation of my colleague and I's ‘Colour Preferences’ according to Insights Discovery Model (2021).
Personal reflection taught me that I had partly worked at Chartered-Member as I valued the input of staff when implementing changes to the toolkit, but I also had Foundation-Level tendencies as the way I managed myself was not effective in supporting my colleague to lead and influence effectively (CIPD, 2022). 

Now What?

Whilst the experience developed my leadership, influencing, decision making and problem-solving skills, I did not recognise or appreciate the differences between the SF and I, and arguably took away their opportunity rather than supported them. This taught me the value of self-awareness and taking the time to understand others in a professional context.

I should have taken more time to appreciate the differences between me and my colleague and supported them in the leadership of their project.  I need to develop my self-awareness and listening skills (see PDP). If I had been open with my colleague, and listened to their perspective, it may have resulted in a more supportive working relationship. Having this conversation may have helped me to understand their perspective and the extent to which they were committed to the project – essential when leading on change (CIPD, 2021b). 
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5 Kickstarting NWSSP’s Widening Access Agenda 

Introduction
Well… the last 3 years have certainly been a journey.Figure 16: My Journey So Far.



Making mistakes is an important part of learning, and I’m grateful to work in an organisation where it’s safe to mistakes and blame is replaced with opportunity (NWSSP, 2022a). I have grown from someone who has an interest in but is a complete novice in HR, to an HR Professional (with training wheels)! As I write this blog, I have completed my very first project – and this time, it was a project assigned to me that I didn’t just take over…

What?
After joining NWSSP through an alternative career entry route – a graduate scheme – I was asked to do some work on widening access for the organisation. I was excited to:
· Develop career entry processes,
· Manage my interpersonal relationships at work and externally by engaging with our departments and local schools, colleges, career fayres and job centres,
· Promote NWSSP and act as a professional representative for the organisation and
· Enhance my ability to interpret financial information and allocate new starter resources effectively.

But where should I start!? [image: ]
Figure 17: The Start of my Research.
In October 2021, I discovered Kickstart, a government-funded scheme aimed at 16–24-year-olds intended to help them develop working skills and experience over a 6-month paid placement (HM Government, 2022). The scheme was closing on the 31st of March. 
I had to get my skates on!! Between October 2021 and March 2022, I:
[image: ]
Figure 18: The Kickstart to-do List.

My hard work didn’t go unnoticed as in January 2022, I was awarded a Managing Directors Star at the NWSSP (2022b) Staff awards for my work on the scheme.  
[image: ]
Figure 19: Staff Awards Presentation (NHS Wales Shared Services Partnership, 2022).
I was on cloud 9! But, despite advertisement and closing date extensions, we didn’t fill the 31 posts available. Disappointed, I questioned what more I could have done.
So What?
So why Kickstart? To me, widening access meant career entry routes – naive I know! I had Foundation-Level experience in building working relationships with colleagues (CIPD, 2022) as other than my team and managers across the organisation, I didn’t network or engage externally. Leading on the Kickstart Scheme for NWSSP allowed me to manage my interpersonal relations more effectively by working inclusively, in partnership with colleagues and external providers. Whilst external providers like Kickstart and Job Centres had full knowledge of the scheme, they didn’t understand our organisation. On the flip side, managers across the organisation understood NWSSP but didn’t understand the Kickstart scheme. I utilised the Shannon and Weaver Model of communication to adapt my approach and ensure the information I transmitted was understood and received by the appropriate party (Oxford Dictionary, 2011). With our managers, I focused more on communicating the benefits and logistics of the Kickstart scheme, whereas when communicating with Kickstart and Job Centres, I communicated the benefits to young people for joining our organisation and the opportunities available. I worked hard to:

[image: ]
Figure 20: Personal Output Supported by CIPD (2022) Professions Map.
The experience allowed me to progress from Foundation-Level of Working Inclusively, to Chartered-Member by enabling me to manage my interpersonal relationships at work. 

I started with Foundation-Level experience in interpreting basic financial information (CIPD, 2022), as I had never had budget responsibility before. However, signing up to kickstart meant that I had effectively managed the £1,500 grant that came with every new Kickstart employee. I had to determine what the budget would be spent on, interpret financial statements, such as training, onboarding and equipment costs per employee and forecast any remaining budget (CIPD, 2022). Whilst this experience gave me some experience in managing a budget and processing financial information, I am still at Foundation-Level (CIPD, 2022) due to my limited experience and exposure to financial data.

After starting the project, I began the ‘Resourcing and Talent Management’ (RTM) module, which taught me that widening access was so much more than just ‘getting people in’. Employer brand, employee benefits, technology, and career entry routes, all contribute to widening access (CIPD, 2020 and CIPD 2021c). My knowledge of Talent Management was Foundation-Level at the start of this project as I had more enthusiasm than I did knowledge or expertise. 

Peter Cheese recently argued that an organisation's priorities could be the difference between applying and not applying for a role. Organisations such as Accenture and Netflix have proven this, by clearly communicating their strategic goals to attract the most appropriate talent (Accenture, 2022 and McCord, 2014). Besides organisational purpose, potential employees like to understand why they should work for you! 

People Scout (2022) found that because of Covid, people were leaving employment if perks, development opportunities and flexibility at work were inadequate. Surprisingly, 90% of respondents in a recent survey said they would only leave their current employer if their new employer offered hybrid working (De Smet et al., 2021). Had I paid any attention to promoting our employer brand, NWSSP’s purpose, promotion of our agile working strategy, learning and development opportunities and more? No. 

By the end of RTM, February 2021, our vacancies were already closed, meaning that it was too late to implement new attraction strategies. RTM enhanced my understanding of different approaches to defining, developing, and retaining talent, and helped me grow to Associate-Level (CIPD, 2022). Whilst this learning will benefit me in future talent management work, a lack of understanding when beginning the Kickstart Scheme at NWSSP, of how to attract and recruit talent, may have contributed to the low level of applicants.

Now What?
Kickstart was a one-time opportunity. However, my new understanding of what it means to broaden the talent pool through attraction and retention (CIPD, 2022), can assist me with future widening access work. To develop my interpersonal skills more effectively at work and with stakeholders (CIPD, 2022), I need to enhance my organisation skills (See PDP). Improved organisational skills could have resulted in a higher volume of applications.

To further develop my ability to interpret financial information and progress to Associate-Level (CIPD, 2022) I must enhance my skills and knowledge of internal financial systems by familiarising myself with internal systems (See PDP).
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6 Personal Development Plan 821

Now you are all caught up. I’ve learnt from this reflection that whilst I have come a long way, those training wheels are still firmly on! Taking the time out to reflect on my achievements, mistakes and journey has been invaluable in opening my eyes to what I need to do next.
So here it is. I plan to fill my learning gaps and (hopefully) progress in my HR career, as well as personally. 

	Scenario
	What skills do I want to develop?
	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 

	


Finding My Feet
	

Demonstrate competence in postgraduate study through communication skills.

	I need to learn how to tailor my approach, based on the listener, to be more persuasive.


	· Engage with listeners to understand how they would prefer the information presented for higher impact.
	· Response from the listener.
· Realistic expectations from the listener in terms of achievable method of communication. 

	· Engagement from listener is key. No questions or follow up may indicate that they have not understood.
· Engagement and follow up actions will show that the communication has been successful.
	June 2022.

	
Finding My Feet
	
Ability to make sound and justifiable decisions and solve problems more effectively. 
	Tools available to support with decision making and planning.
	· Investigate and utilise tools such as SWOT.
	· Access to the intranet and case studies.
	· Completed SWOT’s before making decisions.
	June 2022.

	



Making Induction Accessible
	

Enhance IT Proficiency and Essential People Management Skills through communication.
	Explore and implement different methods to share information with staff. 
*** NWSSP currently relies heavily on email and virtual newsletters.
	· Talk with staff across our organisation to find out how they would like information shared going forward.
· Research IT resources available that other organisations may be utilising. 
	· Engagement from staff and ability for them to be honest and innovative in their feedback. 
· Access to and time to develop new communication channels, in line with the feedback received from staff.
	· Measure how staff are engaging with the content. 
· If social media is used, tracking the likes, comments and shares can determine the success.
· Intranet page hits and views could also be evaluated.
· Podcasts and YouTube videos could be tracked through views/listeners. 
	August 2022.

	








Follow the Leader

	



Manage myself more effectively in work through self-awareness.

	Reflect on my working preferences and how:
· This can impact the wider team,
· This can influence how my colleagues perceive me.
	· Investigate established reflective models.
· Put protected time in my diary to enable me to reflect effectively.
	· Access to computer/internet and library to conduct research.
· Support from my manager and team to approve and respect the protected reflective time.
	· Time taken to reflect weekly.
· The use of reflective model/s found and used.
	July 2022.

	
	
	Personality differences and how this can impact our work approach.
	· Embark on Insights Training.
	· I will require funding for the course and support from my manager to enable to attend the course.
· The course will enable me to deliver Insight’s training going forward. Consequently, I will need adequate time from usual daily duties to deliver sessions across NWSSP when required. 
	· Completion of Insights training.
· My delivery of Insights Training (once trained) across NWSSP.
	October 2022.

	
	

Lead and Influence others more effectively through listening skills.
	Nurture my active listening skills to enable colleagues the space to share ideas.
	· Attend NWSSP’s active listening course.
· Compare my colleagues Insights Profile with my own to understand and appreciate our differences.
· Allow colleagues the space to share ideas and take the time to listen.
	· Time and support from my manager to attend the course.
· Consent from my colleagues to view their Insights Profile and compare to my own. 
· Team working from my colleagues and collaboration of ideas.
	· During a conversation with a colleague, relay back to them what they have said to ensure you have listened and interpreted effectively.
· At the end of the day, write down the key points of your conversations/meetings that day to test my listening skills.
	August 2022.

	


Kickstarting NWSSP’s Widening Access Agenda
	


Interpret financial information and resources.
	Learn about the financial systems and reporting process in place at NWSSP.




	· Shadowing colleagues from finance.
· Access to the system.
· Training if appropriate and available.
	· Support from colleagues to allow me to shadow.
· Access to the relevant systems/report.
· Time approved by my manager to allow me to shadow/complete training.
	· Ability to interpret the financial stance of the organisation.
· Ability to budget effectively going forward.
	September 2022.

	


Kickstarting NWSSP’s Widening Access Agenda
	
Develop personal- organisation to manage interpersonal skills more effectively.
	How to plan my time and priorities more effectively.




	· Learn from colleagues how they strategically plan and approach their work.
· In advanced, block time out in my diary for planning.
	· Engagement from my colleagues and their willingness to share best practice.
	· Implementation of planning in future projects to limit risk of errors.
	May 2022.
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Base the research on the team I was and had been in for 10 months?


Base the research on the new team I was joining?



IBI Report: Recommendation 1


Consider the findings of this report in NWSSP's ongoing cultural programme


IBI Report: Recommendation 2


Ensure the purpose of the organisation and the key role staff play in the wider NHS is clearly communicated at all times for staff



Identify changes


Prioritse


Engage with Stakeholders


Establush a communication strategy


Establish an action plan with responsible persons and deadlines


LEAD!!



Feb 2019


Joined NWSSP's Graduate Growth Scheme


Sept
2020


Began my final graduate placement within POD


Sept 2020


Enrolled onto UWTSD's HRM Postgraduate Qualification


July 2021


Started permament position as OD Officer in POD at NWSSP



Rolfe et al (2001)


What?


So what?


Now what?
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INTRO
When joining NWSSP in 2019, | attended an Induction; a one-day session led by the internal

HR department, People and OD (POD). In 2020, the global health pandemic put an abrupt

end to face-to-face trai

g, including Induction. By the Summer of 2021, Induction was sill

not running, meaning that more than 400 new staff members had not been inducted
WHAT

In July 2021, | started my permanent role as Organisational Development (OD) Officer at

NWSSP. | was quickly tasked with

« Resigning and relaunching the induction,
« Making it more accessible through IT

«  Establishing an evaluation process

Session’. The rationale was that this felt warmer, friendly, and more in fine with the strategic

message of POD — Aligned to our Peaple. Also, Welcome' is what it says on the tint

SO WHAT?

When | started DDEL, | had never delivered, designed, or evaluated leaming and had a
foundation knowledge of adult learning theories, according to the CIPD (2022)
Professions Map. In DDEL, | assessed the 5Di (Shackleton-Jones, 2019), Design Thinking

(Dam and Siang, 2021) and Professional Learning Design (Dam and Siang, 2021) models, |
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broadened my horizons to tools such as MS Forms and Mentimeler ~ interactive

engagement tools that | embedded into Induction. My learning enabled me to grow to the

chartered member level of digital working s | understood how technology could support
out staff in their learning, and could assess, through online questionnaire, the impact
technology was having on their learning and accessibility. The response? We'l see for

yourself.

There was just one thing | wasn't happy with... the name ‘Induction Following

conversations with my colleagues in POD, we agreed on a name change to ‘The Welcome

had learnt from the session, allowed me to assess learner engagement and transfer, in

line with the Professions Map (CIPD, 2022).

Despite best intentions, not everything went according to plan! When designing the new
welcome session, | engaged with and consulted my team on the name change... but |
missed a trick by not communicating the change with the wider organisation! This caused
initial issues when inviting new starters to the session, as managers were not sure what the

session was — unsurprisingly after using the term ‘Corporate Induction’ for so many years!
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SO WHAT?

I had Foundation Knowledge of adult learning theories and the links between learning
engagement and learning transfer (CIPD, 2022). During the module, | assessed the 5Di
(Shackleton-Jones, 2019), Design Thinking (Dam and Siang, 2021) and Professional
Learning Design (Dam and Siang, 2021) models, and agreed with the conclusions of

Doloriert, Stewart and Sambrook (2014) — that one size does not fit all when considering

learning theories. However, for the purpose of induction, | utilised Shackleton-Jones

(2019) 5Di Model.

Define

Design

Deploy

Develop

Iterate

Discover

Figure & : The 6 Stages of SDi adapted from Shackleton-Jones (2015 a)

To embed learning, | prioritised application of learning following Induction (Colman, 2019).

During IBI, the impact coronavirus had on NWSSP's staff job purpose was evaluated. |
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2.4.2 5DiLearning Design Model
Figure 3 The 5 Stages ofDTM adopted from Dom and Song (2021)
Atthe empatny stage, you try to understand the learning need. This sounds simple,
however, there can be a difference between what the leamer and organisation’s Define Design Deploy
needs. Daly and Overton’s (2017) study showed that 82% of employees feel they () () () () @ ()

have a good awareness of their learning needs but 62% of organisations disagree.
This poses the question of whether it is reasonable to ask each individual learner
what they need to learn. NWSSP could adopt a collaborative approach, taking into
consideration what the learner cares about and ensuring they meet the strategic
direction of the organisation. Failing to empathise with the learners could result in
disinterest and a failure to learn and embed desired changes in behaviour or learning

(Podbean. 2015)
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2020). It NWSSP prioritise the learning outcomes, they will be more likely to consider

the navigation, feel and accessibility of the induction programme when designing.

Like the DTM, the second stage is discovery, followed by design. Shackleton-
Jones (2019 a) recommends the Concern-Task-Resource Matrix, a form of
brainstorming. This approach will allow NWSSP to analyse the best approach and

design for the induction programme.

Discover Develop Iterate

Figure 6. The  Stoges of 5Di adpted from Shackieton-Jones (2015)

Unlike DTM, Shackleton-Jones (2019 a) is not referring to defining the learning
needs and objectives| but rather defining the desired outcomes. Adopters of this
model have claimed this had made for an entirely different assessment, leading to a

more user focused and blended approach (The Learning and Development Podcast,

page | 18

243 Professional Leamning Design Model

Categories of
Learning
Goals

Learning
Delivery
Method

Learning Analysis

[g Display Settings

© Comments

(]

Open
Grammarly

Grammarly




image8.png
File Home  Send / Receive

C3 New Email ~

<
> Favorites

S ————
Time to Change
Job evaluation
Managing
 Meetings
Al Wales OD and Learning...
Careers Network
LPF
Scrum Team meetings
PADR
+ People Development
+ Induction
Laundry
Local Toolkit
Managers Guidance
Welcome Session
Managers Toolkit
+ Training
Train the Trainer
Workshop Certificates
+ Reward and Recognition
Appreciation Station
Staff awards
v Strategic Projects
Agile Working

L =

g e

Items: 150 L Reminders: 2

H L Type here to search

w- 8 M

View Help  En| Changes to NWSSP Staf...

L e

© | File Message Help  Q Tell me what you want to do v BB~ || search People B Y- 58+ | @ Replywith Grammarly | -+
) W~ 5 B | © € = | @ shaetoTeams | -+ )
Local Toolkit on Toolkit
Jodie King (NW - -
i ( Changes to NWSSP Staff Local Induction Toolkit sp) 3 Reply | € ReplyAll | —> Forward
Induction To
Yes please - | also Shared Servi c et NWSSP) (_) (é) - . Thu 27/01/2022 17:07
ared Services Communications ( ) y Eapies 27/01/2029
Jodie King (NW To NWSSP Staff Distribution List 27/01/2022
FW: PPl Induction Tc Retention Policy NHS Wales 7 Year Retention Polic Expires 27/01/2029
Hi Elena Please see
Message on behalf of the People and OD Team
Shared Serviced
a‘a’w“”:’wﬂ Dear Colleagues, lcome Toolkit.” This is in line with the Corporate Induction, which has recently been changed to The
essage on behal
o ftinue to be found as a PDF on the People and OD intranet page, under ‘Induction’ - Induction
The “Local Induction Toolkit’ is now called ‘The Welcome Toolkit.” This is in line
Paula Jones (NY  ith the Corporate Induction, which has recently been changed to The Welcome
Declined: Local Indk . .
A:Z\:;es o | to NWSSP Session. The document can continue to be found as a PDF on the managers are expected to use the Local Induction Toolkit available on the People and OD Induction
People and OD intranet page, under ‘Induction’ - Induction (sharepoint.com ess, as it provides informative and valuable information to new staff about our organisation, services
’R“:g;fp’lr‘;ve"";jﬂ When a new member of staff joins our organisation, managers are expected to
Mo prabem & | use the Local Induction Toolkit available on the People and OD Induction page. to their desktop as it is a live document and is currently undergoing frequent updates.
This is an important part of the induction process, as it provides informative and
Nathan Wi"ianJ valuable information to new staff about our organisation, services and important
RE: Corporate Induc| F€sOUrces.
No problem, Pleas:
Please can we remind all staff not to save the toolkit to their desktop as it s a live
Nathan Willian] document and is currently undergoing frequent updates.
RE: Corporate \ndﬂ
HiElena, Please ind Kind regards
People and OD Team
Gareth Watkin:
195 Local Induction 1] S
HiElena | have just heersremsewmer
Nathan Williams (NWSSP) i)
RE: Corporate Induction Toolkit - H. 25/01/2022
HiElena, Can you send over the
=ik >
Al folders are up to date.  Connected to: Microsoft Exchange [ Display Settings [ - 1 + 100%

1208
04/03/2022

8°C Sunny @

File  Home Insert  Design  Layout
D [)( Arial v
IE}

Paste :
v Sromatpainter | B 1 U - x X
Clipboard [l Font
Navigation v 8
acTon X ~
Search paused [

Headings  Pages  Results

4 DsEL
BLOG - Website to be created
Reference List: Home page
Scenario 1 (940)

Reference List: Scenario 1
Scenario 2 (747)
Reference List: Scenario 2.
Scenario 3 (913)
Reference List: Scenario 3

Scenario 4 (1077)
Reference List: Scenario 4
POP

Page 120127 5608 words [ 3k Accessibilfty: Investigate

References
S AR Al
A- 2

Mailings ~ Review ~ View  Help  Grammarly ¢ Share  © Comments
PFind ~
A nambcedc | aambcede AaBbC( AaBbCel aagbeed AQB asmocer acabcen acabcene acabeeor oy | Gy ol @Q
T Normal | TNoSpac... Headingl Heading2 Heading3 Title: Subtitle  Subtle Em. Emphasis  Intense E... || 5 Dictate. Reuse. Open
" < < < & 1% select ~ Files | Grammarly
5 Paagrapn 5 styes A erm | | ey e @ &

Ihad Foundation Knowledge of adult learning theories and the links between learning
engagement and learning transfer (CIPD, 2022). During the module, | assessed the 5Di
(Shackleton-Jones, 2019), Design Thinking (Dam and Siang, 2021) and Professional
Learning Design (Dam and Siang, 2021) models, and agreed with the conclusions of
Dolorisr, Stewart and Sambrook (2014) ~ that one size does not fit all when considering

learning theories.

To embed leaming, | prioriised application of leaming following Induction (Colman, 2019).
During IBI, the impact coronavirus had on NWSSP's staff job purpose was evaluated. |
found that staff had a strong sense of purpose as they could clearly identy their value and
the impact they had on the wider community. This supported the views of Biller-Andome and
Thomas (2013) who argued that employee’s understanding of how they fitinto their
organisation and their value, significantly impacted motivation. DDEL and IB, enabled me to
grow to Associate Level, as a | enhanced by essential people management skills by
applying adult learning and motivation theories to the Induction to enhance employee

motivation and commitment (CIPD, 2022). To do this, | utiised technology.

Ienhanced my IT profi

ncy skils by realising that whilst technology can support lear

and evaluation, its use must be purposeful (Degreed 2017). Engagement with POD and

evaluating feedback from other NWSSP courses showed that staff craved more engagement

during courses, and an easy way to leave feedback./ istened | used IT packages
Mentimeter, and MS Forms to evaluate learning, allowing me to dip into Chartered

Member Level, by assessing leamer engagement and transfer (CIPD, 2022).

agreed on a name change to “The Welcome Session’ as we felt it was warmer, friendly, and

more in line with the strategic message of POD ~ Aligned to our Peaple. Even though |

engaged with POD on this change, | didn't consult the rest of NWSSP. This caused initial
issues when inviting new staff to the session, as managers were not sure what the session
was! Communications were promptly shared via our interal channels to avoid further
confusion. The communications explained the rationale behind the name change and
despite my communication error, remaining open and transparent, as encouraged by

Deloitte (2020), resulted in positive feedback around the name change.

NOW WHAT?

This piece of work and my academic studies enabled me to grow my IT proficiency skills,
and essential people management skillset. When considering Learning and

development on the CIPD (2022) Profession’s Map, | started at Foundation Level and

grew to Associate and Chartered Specialist Knowledge. When considering my IT
skills, | was at Foundation Level with a broad of understanding of technology and its
benefis for people and businesses (CIPD, 2022). Today, | am at Chartered Member Level
(CIPD, 2022) as | understand the benefits it has to employee practice but recognise when

technology can help or hinder learning.

To avoid future communication and engagement oversights, | need to improve my
communication skills (see PDP). Key information must be communicated to the right people,

atthe right
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On other hand, by taking leadership of a project (that wasn’t mine), | was at Foundation
Level as | did not enable the leader to lead effectively (CIPD, 2022). By stepping into the

leadership position, staff were confused on who was responsible for the toolkit.
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responsibility for my mistakes and worked with my colleagues to understand adapt my
approach to suit their preferred style (CIPD, 2022).

After 2 years of no changes to the toolkit, | had managed to lead and influence my
colleagues through a structural and visual change to the toolkit within 4 months. | did this

by utilising a MS Teams channel and facilitating engagement sessions with our

Page > LayoutGrid > Column > List

@ Edit Page < A Novices' Ongoing X

[ MAStdies # Acionfoint £ Acton Poin [B] Peyscalespef  (B) Userdccount | Login

B Sharepeint @ Home

Save draft

So why did | do what I did? In my second year, | had completed a module in Leading,
Managing and Developing People (LMDP). | learnt about the importance of planning, reward
and recognition, motivation and communicating with others when leading change (Forbes,
2020). Unfortunately, | wasn't seeing any of this or an alternative positive approach to
leadership by the SF responsible.

LMDP advocated the value of engagement for effective leadership, ensuring changes to
the toolkit were right, relevant, and useful (Uber Blog, 2020). Deloitte (2020) emphasised that
an effective leader would coach employees to understand and commit to necessary change,

silick Aol

CDOW (o inah: JadAME tial that staff were involved
E

"H; S| B 1 © v | i o

Reiterate the purpose of the toolkit

Listen to our staff experience of the toolkit (reality)
« Discuss options for improvements

Set clear actions for the group members to implement.

[ Other averites

Frevew n O

page  Block x

List

Create 2 bulleted or numbered lst.

color
@
Background
Typography
Size Default =
16 2 28 2
Advanced ~





image12.png
Blog contentdocx

File  Home Insert Design Layout References Mailings

Xc e
Arial v v AA Aay A

[ cop

e v A £ A~

© Sromatpainter |B] I U v o x X Av 2~ A
Clipboard & Font

Navigation v x

Search document o~

Headings  Pages  Results

4 DSBL

BLOG — Website to be created 4332
Reference List: Home page
Scenario 1(933)

Reference List: Scenario 1

Scenario 2 (809)

Reference List: Scenario 2

Scenario 3 (895)

Reference List: Scenario 3
Scenario 4 (1085)

Reference List: Scenario 4
PDP - 610

Page200f32  6187words [ X Accessibility: Investigate

H L Type here to search

Saving

Review

View Help Grammarly
A
2L 9| | aBbcend| AaBbcecdd AaBDC( AaBbCCL AaBbCcD:
Tie 1Normal | 1NoSpac.. Heading1 Heading2 Heading 3
Paragraph s Styles

« Recognising contribution (CIPD, 2022).

Thave been working really closely wit
Nathan in recent months, developing the
Laundry Induction Toolkit as well as the
revised Local Induction Toolkit. There has
been a lot of changes in terms of the
format and content and | really appreciate
how quickly Nathan has been able to make
portant changes. The toolk

thos
looking great and whilst it is an ongoing
piece of work, Nathan continues to do a
fantastic job in bringing it to life and giving
it that ‘welcoming feel” for our new starters
) Thank you again!*

Figure 1: NWSSP (2022b) Appreciation Station.

This approach embedded openness and transparency. As decisions were made,
explanations were provided to demonstrate that responsible actions had and would
be taken (CIPD, 2022), a key behaviour in trustworthy leadership (CIPD, 2014). This work

helped me grow from Foundation Level leadership to Associate Level

In January, | took a step back and followed the advice of the CIPD (2018) by reflecting on
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After 2 years of no changes to the toolkit, | had managed to lead and influence my
colleagues through a structural and visual change to the toolkit within 4 months. | did this
by utilising a MS Teams channel and facilitating engagement sessions with our
departments to hear their ideas, share our thoughts, explain the purpose of the toolkit
and welcome feedback (CIPD, 2022). The response from staff was positive and we continue
to receive high engagement from stakeholders.
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Figure 1: Welcome Toolkit Planning Group Presentation (NWSSP, 2022).

On other hand, by taking leadership of a project (that wasn’t mine), | was at Foundation
Level as | did not enable the leader to lead effectively (CIPD, 2022). By stepping into the
leadership position, staff were confused about who was responsible for the toolkit.
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Consequently, | succeeded in leading and influencing change ™M

effectively at Chartered Member level, by:

« Ensuring there was regular engagement,
« Clarifying roles and responsi

ties

« Recognising contribution (CIPD, 2022).
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Personal reflection taught me that | had partly worked at Chartered Member level as |
valued the input of staff when implementing changes to the toolkit, but I also had
Foundation Level tendencies as the way | managed myself was not effective in

supporting my colleague to lead and influence effectively (CIPD, 2022).
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In January, | took a step back and followed the advice of the CI Y
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that | had managed the project effectively, but what about s . . . . . .
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Witness testimony for Millie Tottle

Please give specific examples of times when you have seen Millie do the
following below.

Unit 239

As her manager, | meet with Millie on a regular basis. As part of our weekly catch
ups, we have developed an action log which specifies the

« Action required
« Responsible person
« Targetdate

Millie regularly accesses the action log and updates this weekly to show her
progress and met the outlined target date set

During our weekly catch up on the 7t March, | asked Millie to get in contact with
our senior directors and log their availabily for 2022 to deliver a 20-minute
presentation during our monthly staff induction session. | had asked Milie to
complete this action and update the induction schedule accordingly by the 18% <%
March 2022

When we met on the 16%<f March, Mille had actioned this task to a high standard
and updated the action log to show this was completed

Millie assisted with the administration and co-ordination of the NWSSP Staff
Recognition Awards in January 2022. Following the event, Millie was asked to:

« Liaise with the trophy company and submit an order
« Collect the addresses for the trophies to be sent
« Arange for the delivery of the trophies

When ordering the trophies, it came to Millie’s attention the trophy style previously
ordered by our organisation was out of stock. Millie was offered an alternative design
by the company at the same cost price. Whilst the cost was the same, Millie reported
this problem the relevant peaple; the Organisational Development Officer and the
Head of Organisational Development. The Head decided and communicated this to
Millie. Millie liaised with the trophy company following the decision
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classes and workshops take place virtually. As a result, invites need to be sent to
staff promptly with a link to join course virtually.

Initially, Millie was late in sending invites out and this caused issues as staff didn't
have the class in the calendar. The attendance dipped as a result. To rectify the
issue, Milie started to put reminders in her calendar to prompt her on sending the
invites out in a timely manner.

To support the team and Millie’s personal development objectives, it was decided
that Millie would be granted access to our Trac System — a system developed and
used internally for the recruitment of staff in NHS Wales. Millie would work with
others in the team to review vacancies ready for advert and complete a final check
before approving the vacancy.

To understand the system and the checks required, Millie shadowed a member of
the team for the morning to learn about the system and process. shadowed a
colleague from the business partnering team to use the TRAC system. Following the
shadowing, Milie used the system on her own and contacts a member of the team if
there is anything she is unsure of. By doing this, she ensures that she is leaming the
correct and standardised approach, in line with the rest of the team.

c
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I
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&

Millie thanked the Directors for giving some of their time up from their busy
schedules to support the Welcome Introduction for new members of staff. This
allowed the Welcome Introduction to proceed as it would normally.

Millie will be providing support to the wider admin team on the use of our new
internal intranet. She will be delivering an informal training session on how to use the
system

Constructive feedback to our health and well-being colleague on how the information
can be presented for staff on the intranet. Millie put forward reasonable and effective
solutions to enable staff to access links more easily. The constructive feedback was
taken on board due to millis effective communication and the changes have now
been implemented.
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