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Activity 1 – Information Relating to HR Development Programme

Introduction

In order to identify and collect information relating to the HR development programme, detailed below is evidence relating to such task.

There is a contract between Coleg Sir Gar and my employer e.g. Hywel Dda University Health Board for work place training for myself under the Higher Apprenticeship scheme. Coleg Sir Gar will review my learning progress on a regular basis. Hywel Dda will permit access by officers of The Welsh Government and E.S.T.Y.N. to monitor training provision. Even though the contract is between the college it is delivered via the University of Trinity Saint David.

It is a contract of service, not a contract of employment Coleg Sir Gar to ensure all aspects of the programme is delivered to me, and that any competence and knowledge based qualifications, Essential Skills Wales and additional requirements are adhered to. Also that a learning plan is place. I recently undertook WEST Initial Assessments in Communication, Application of Number and Digital Literacy. The results are attached. A questionnaire was completed to identify learning styles e.g. how the individual learns best.

The Welsh Government will monitor performance and contribute funding. As an apprentice, I am required to take responsibility of my learning and development. My employer should promote the value of the apprenticeship along with regularly reviewing my progress. The training advisor is on hand for any concerns and regularly visits myself to carry out a progress review.

The CIPD Level 5 Diploma in Applied Human Resources, is a Higher Apprenticeship qualification in HR Management. It is equivalent to the second year of a University degree in the UK. The Higher Apprenticeship enables me to develop knowledge and skills in Human Resource Management. It takes two years to complete and managing the learning programme is to attend monthly workshops (with additional workshops), undertake activities on the learning plan, and self-study for reading and preparation of assessment evidence.
Once the CIPD’s Diploma has been completed the designation AssocCIPD can be used after my name. CIPD professional membership is recognised globally by employers. 
At the start of each module tutors will provide on Moodle full details of what will be assessed in that particular module. An assessment brief and guidelines on the criteria required for marking. Also details of when the assessment is due and when results will be given along with feedback, performance and any outstanding issues to be addressed.  All assignments need to be completed to achieve the Diploma.

The Key Resources as well as the programme handbook is the learning plan, timetable, reading lists, Moodle, social media, linkedIn, Facebook HR Students at UWTSD, CIPD, CIPD Wales.
A snapshot below of my Timetable:-
[image: ]
Details of what the module comprises of, and the module credits is highlighted above in the “Programme of Study handbook” section.
In order to be successful and complete the CIPD course I need to do guided learning hours, off-the-job learning, on-the-job learning and self-study. Also to attend the monthly workshops, complete activities from my learning plan and read and prepare for assignments. 
The snapshot table below shows an example how each module is structured in terms of credits, guided learning hours and self-directed learning. 
The Module comprises of 16 modules (units), totalling 90 credits (QCF), delivered over 2 years. The units are grouped as follows:
[image: ]
Guided Learning Hours 
· 450 hours: 250 hours to cover the core units and Group A optional units. 
· 200 hours to cover the Group B optional units. 
The Student Code of Conduct sets out the standards of conduct that are expected of me as a student at UWTSD. We should conduct ourselves in a manner that does not bring the reputation of the University into disrepute. Should the conduct not meet the expectation outlined in the Student Code of Conduct, the University Non-Academic Misconduct Policy may be applied. 
The University seeks to provide a safe and inclusive environment for myself as a student, and therefore it takes breaches of this code of conduct seriously. Anything that sits within the code of conduct should be reported to the University as per the Non-Academic Misconduct Policy. 
Professionalism, Representing the University, Respect for Others, Respect for the Community, Caring for each other and Respect for the University Environment should be adhered to.

Being the professional body for HR and people development the CIPD is the voice of a huge community. Requirement for all members to adhere to the standards and behaviours are of importance. These standards apply regardless of the CIPD level of membership.
These obligations are grouped under four principles:
· Professional Competence and Behaviour
· Ethical Standards and Integrity
· Representative of the Profession
· Stewardship
Once you become a CIPD member you should always be mindful of these. Breaches of the code is taken very seriously by the CIPD and allegations of misconduct, Investigation and Conduct procedures apply and these are set out in the CIPD’s Regulations available on the website.
Being a distance learner means that prior to the start of the course, there are various details the University has to setup to enable us to be able to complete the course and contact tutors e.g. new email via I.T. We also need to find out information relating to the course e.g. moodle. Where the course details are held e.g. learning plan, useful links, helpful information etc. MyTSD is a student portal which is accessed via the website. Held in this portal is enrolment details, module results. Personal information is also stored on there.
Deadlines for submission of coursework are given at the beginning of the course.
The programme of Study is advised by the tutor so that we know what is expected.
Due to the covid situation some classes may be done via teams.
Useful Web addresses are Moodle, Information Technology & Systems, Library and Learning Resources, Student Services, Students’ Union, Registry, Finance, Academic Office some screenshots shown below:-
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An induction questionnaire from the University for the CIPD course was completed by myself and this confirmed the following sample:-
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CONTRACT BETWEEN PLACEMENT EMPLOYER AND B -WBL

This Contract is made between the Approved Trainer (B-WBL) and the placement employer: 

                      Hywel Dda University Health Board                                                                  (Employer’s Name)

in respect of work-based training for:

                       Catherine Thomas
Learner’s Name
under *Higher Apprenticeship / Apprenticeship / Foundation Apprenticeship / Traineeship / * (delete as applicable).  The term ‘Learner’ refers to any individual in training with the employer under this contract.

1. This contract shall take effect as from the date of exchange of signed copies of the Learning Agreement.

1. All financial arrangements and hours of work between the Approved Trainer, Employer and the Learner shall be detailed in writing.

1. It shall be the responsibility of the employer to pay the Learner an agreed wage as detailed in a contract of employment complying with the national minimum wage.

Coleg Sir Gar will pay the Trainee a maximum training allowance of £ 30 / £ 50 per week (Delete as appropriate)
1. It shall be the responsibility of the placement employer to take necessary steps for securing the health, safety and welfare and ensure equal opportunities for all learners participating in the elements of the learning programme provided by the placement employer to the extent and in the same manner as an employer is required to carry out under all current employment legislation for example, Health and Safety at Work Act 1974, and the Equality Act 2010. This is not an exhaustive list.

1. It shall be the responsibility of the placement employer to ensure that at all material times there are in force policies of insurance, that include public liability insurance and employer liability insurance in respect of all learners.  Such policies shall afford at least an equivalent degree of cover to the policies maintained by the placement employer in respect of liability for accidents, damage, loss or injury caused by, or to, its own employees. It shall be the responsibility of the placement employer to ensure adequate supervision of learners.

1. Where a learner is injured, it shall be the duty of the placement employer to immediately notify Coleg Sir Gâr, Graig Campus, Sandy Road, Pwll, Llanelli, SA15 4DN Tel: 01554-748000, and enforcing authorities as appropriate.

1. It shall be the responsibility of the placement employer to carry out workplace training, which includes induction to the workplace, health and safety, equal opportunities and support towards the relevant qualification.  The employer agrees to release the learner(s) for all the off the job training requirements.

1. It shall be the responsibility of the placement employer to sign the attendance records. ( if applicable)

1. It shall be the responsibility of the placement employer to satisfy the criteria of the Welsh Governments Health and Safety checklist (VF1) and to supply the learner with the relevant personal protective equipment (PPE). 

1. The placement employer will permit access to the Coleg Sir Gâr - Coleg Ceredigion Training Adviser and/or NVQ Assessor to monitor, review or assess the learner’s progress and to up-date the Health and Safety checklist on a regular basis. The employer will give Training Advisers and Assessors access to Wifi facilities to undertake digital assessments and reviews according to Welsh Government programme requirements.

1. The Placement employer will permit access by officers of The Welsh Government and E.S.T.Y.N. to monitor training provision.

Signed and a copy received by:   

Michelle James
________________________________		                               Date: _ 03/12/20______________
PLACEMENT EMPLOYER

Carola Platz
__________________________________			                   Date:           23.09.2020
TRAINING ADVISER   

Mae'r Rhaglenni Prentisiaeth, Hyfforddeiaeth a Thwf Swyddi Cymru, a arweinir gan Lywodraeth Cymru, yn cael cymorth ariannol gan Gronfa Gymdeithasol Ewrop
The Apprenticeship, Traineeship and Jobs Growth Wales Programmes, led by the Welsh Government, are supported by the European Social Fund.
Prifathro Andrew Cornish Prif Weithredwr/Chief Executive, Coleg Sir Gâr,  Graig Campus, Sandy Road, Pwll, Llanelli, SA15 4DN
01554 748000 
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Activity 2 – Understand the range of HR roles and behavioural requirements of HR professionals
Introduction 
The HR roles have changed over the years from being the standard administrator into more about investing in what is best for the person and the organisation (Taylor and Woodhams (2016), p.68.
The CIPD Map continues to advance to enable the HR role to continue with the professional development (CPD) (CIPD, 2020).
The Professional map will conclude how the bands define the HR profession together with the behaviours. 
The CIPD HR Profession Map is a way to identify areas for development, to make change happen, to benchmark and build capability at all levels. With benefits to the individual as well as the organisation. It sets out standards for HR Professionals this being activities, knowledge and behaviours needed for success (CIPD, 2015).
The map contains ten professional different areas in four bands of professional competence (CIPD, 2015). The two professional areas at the centre are Insights, Strategy and Solutions and Leading HR, and are applicable to all HR professionals regardless of their role (CIPD, 2015). Insights, Strategy and Solutions develop understanding of the organisation and its settings, with Leading HR being a role model; taking the lead, achieving goals, building trust and gauging results (CIPD, 2015).
 There other eight Professional areas are as follows, Organisation design, Organisation development, Resourcing and talent planning, Learning and development, Performance and reward, Employee engagement, Employee relations and Service delivery and information (CIPD, 2015).
The four development bands are from band 1 to band 4, each banding increasing the relationship, focus, time, service, measures and relative skill balance, this at band 1 is 30.70, increased to band 4 is 80.20. Band 1, Delivering fundamentals, band 2, Adviser, issues-led, band 3, Consultant co-operative partner and band 4 Leadership colleague, client and confidante and coach. The key areas that professionals make are; relationship with client, focus on activities performed, where time is spent, what services they provide, and how their contribution and success is measured. (CIPD, 2015). 
The eight behaviours are Curious, Decisive thinker, Skilled influencer – Yemm (2008) (Taylor and Woodhams (2016), p.84. argues that in order to successfully influence others, HR professionals must spend time thinking about their broad message and how they wish to convey it, ‘Values’ are promoted and ‘credibility developed’ with ‘Personally credible’ behaviours.  Working Collaborative is the key to success (CIPD, 2015). ‘Driven to deliver’ is around showing accepted creation and present answers that are relevant and which may have positive outcome, especially when organisations are driven by principles and values (CIPD, 2017). ‘Courage to Challenge’ is about developing a strong sense of drive and being able challenge when necessary. (CIPD, 2015). Being a ‘Role Model’ is about knowing how to lead others and feeling comfortable with it (CIPD, 2015).

The new Profession Map identifies four different impact levels and details the knowledge and behaviours required to excel at each of them. The levels are relevant to all people professionals, regardless of role or specialism, CIPD member or not, an employee, a consultant or self-employed (CIPD, 2015). 

The Standards help you understand the knowledge and behaviours that will enable you to be your best, regardless of whether you move through the levels, or develop and excel at one particular level (CIPD, 2015).
[image: ]
Being ‘business savvy’ is a term used for HR Professionals this enhances credibility and the ability to influence (Taylor and Woodhams (2016), p68-76. The ‘thinking performer’ is very much promoted by the CIPD. Explanation of being a professional is down to the individuals thought of what a professional is? Being a professional doesn’t just mean that you hold a qualification it can mean that you do your job professionally (Taylor and Woodhams (2016), p68-76.
Usually lots of knowledge, practice and literally being taught or teaching yourself counts towards the explanation of being a professional. (Taylor and Woodhams (2016), p.75. Other Governing bodies who hold professional memberships e.g. NMC, GDC, GMC, these are professionals who meet the required standards, within their profession and who hold a pin registration.
HR professionals are with the governing body of the CIPD, and they have to adhere to the code of conduct. Unlike other practices such as NMC, and others noted above, the CIPD membership does not require a formal ‘licence to practice’. The CIPD is the only professional body that functions in the HR setting. (Taylor and Woodhams (2016), p.75.
As work is forever evolving and becoming more diverse, HR Professionals cannot adhere to any ‘golden rule’ or ‘best practice’ that enables them to operate effectively in this rapidly changing environment (CIPD, 2020).


Conclusions
The CIPD Professional map describes areas of success and improvement. It provides clear pathways from the professional areas and behaviours. It is flexible and you can choose what to focus on (CIPD, 2020)
The map shows how HR adds value to people and organisations currently and in the future and it expresses what HR people do and deliver. It can be used to develop yourself or our team members. It can you spot the knowledge and skills needed to accomplish you or your teams HR career goals (CIPD, 2020).
The professional map is constantly being updated to provide development for the organisation or for yourself. It is an excellent source to develop your CPD, to build on your interview techniques whether trying for promotion or developing your expertise (CIPD, 2020).
The value for employers is it can increase your usefulness and significance, it can build role plans, ‘Work matters, People matter, Professionalism matters (CIPD, 2020).
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Activity 3 - Project Management Techniques
Introduction
Within the NHS there are two systems which should be interfacing the absence file between them, this to promote best practice within the systems, and therefore adhere to the policy of the Health Board. 
The Time and Attendance system (T&A) is currently used for clocking in and out by Hotel Services staff, and this pays any enhancements due e.g. weekend working, shift allowance etc. The Electronic Staff Record (ESR) system pays staffs substantive/contracted hours. The interface between the systems for the pay/wage side for contracted hours and enhancements is working well.  However, there is a downfall with the interface for the absence file between the two systems. This needs to be rectified, as it is not in-keeping with the benefits realisation plan, whereby all systems used within the Health Board should be working to the best of its ability on all functionalities within each system.
The five stages of the project were incorporated and are stated below:
Gov.UK (2018) states “Framework & Methodologies is the ability to identify and amend appropriate project frameworks and methodologies to enable a consistent and efficient approach to delivery at all stages of the project lifecycle”.
Initiation
Within the WfIS (Workforce Information Systems) meeting, discussion took place around systems being used to their full potential. It became clear that the T&A interface for absences was not being used and the group agreed this needed to be set as a project to enable the functionality to be working to its full potential. Timescales needed to be identified and a Terms of Reference provided so that the progress of the project would be linked to the WfIS Programme Board, the All Wales WfIS Programme Board and the Workforce & OD Integrated Governance Sub Committee. Implementation needed to be taken forward forthwith.


Planning and design 
Emails were sent to the relevant staff to arrange a convenient time and date for a meeting to discuss rolling out the interface between T&A and ESR. An agenda was sent out with the relevant meeting date, time and location.  
In order to plan and have structure for the project a Gantt chart (Inventor Henry Gantt 1910-15) needed to be designed. Prior to collating this chart, meetings, emails and telephone discussions took place. The Fishbone theory (Inventor Professor Kaoru Ishikawa), Brainstorming (Madison Avenue advertising, Executive Alex Osborn who developed the original approach) and the Six Thinking Hats (De Bono, 2020) were all part of the planning at the meeting, which was very useful in taking the project forward.  An Action plan was also built to provide the relevant staff actions that were required from their department. Minutes after the meeting with sent out confirming discussions, agreements, timescales, and actions for each person.
Execution
Once all the necessary action points and objectives for the data cleansing had been completed it was time to move forward with the project. Negotiations with Head of Workforce, Hotel Services, and Kronos (provider of T&A) were underway, and they were informed of the next stage. All relevant departments were ready to engage, with Hotel Services inserting absences into the T&A system, IT then checking the file and sending to payroll to execute. Kronos required persuading to be on standby in case there were errors. Communication between all concerned was key.
Yemm (2008, quoted in Taylor & Woodhams, 2016, p.84) argues, “in order to successfully influence others, HR Professionals must spend time thinking about their broad message and how they wish to convey it”. Negotiating is not easy, it is hard for colleagues to come to the best deal possible. Leigh Thompson states “most of us feel that we are at our best when we are face to face, reading body language”. 
Throughout, self-management needed the upmost priority, such as brought forward notes, to do lists, calendar reminders etc.


Monitoring and Controlling 
Once execution was underway monitoring and controlling was the next important stage. The action plans/Gantt chart required monitoring to enable the project was on schedule and the background work had been done. Numerous dummy runs had been done and timescales had to change due to progress not moving forward as intended. This was due to managers not fully understanding the reason for the project and not seeing it as a priority, and this was clear managing difficult issues like this had to be dealt with sensitively. Emails were sent to the manager to try and influence on why it needed to progress. Persuading around the Health Boards priority was discussed and the fact that it would provide less work for the department and that they would be paperless was a huge factor, negotiations took place. Also another reason for the project not moving forward was errors in the file not completing.
Due to the errors in with the systems not interfacing a meeting between the relevant staff and managers took place to try and problem solve the issue. The 5 Whys (5 Y’s) (one of the Inventors being Taiichi Ohno) and De Bono’s Six Thinking Hats (De Bono, 2020) (which had previously been used in the planning), was useful to identify what had not gone well, and ideas that were needed to overcome these challenges. Using both of these methods were excellent and helped immensely. This enabled all concerned to take a step back and reflect on the issues in hand. Teamwork involving critical and analytical thinking was very much forefront of the meeting.
It soon became clear that the absences reasons did not match in both systems and these were done immediately. That was the win-win situation done by using Thomas Kilmann’s theory. 
Completion
Dummy runs had to trialled again due to the absences reason’s now being mirrored.  This was done but the file was in an old format. Unfortunately, after numerous emails going back and forth to staff and managers it did not move forward. Covid-19 infection happened in March and priorities were with that. We still have not rolled out with the live system, and recent emails have been sent to the manager concerned asking whether this can be picked back up.


Conclusions
Time management is very important, lots of time was spent being the “middle man” which was frustrating, as deadlines had to be moved. There was not a direct saving but in directly the department will save on staff time, paper and also payroll inputting, so the headcount of the whole time equivalent is a benefit and savings. There were, and certainly still are unforeseen problems, but I hope that we can move forward in these uncertain times. 
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Witness Testimonial

Time and Attendance interface
The time and Attendance interface project has been set up and overseen by Catherine Thomas the ESR Administrator/Workforce Information Manager.[image: ]
Catherine has initiated contact with all stakeholders whose input and cooperation was required to ensure the project was a success, this has involved working closely with the service as it will be them that will experience the greatest change in role when the interface is fully implemented.
Catherine has had to ensure that any concerns from the service were addressed and continually encourage them to embrace the change highlighting the benefits the interface will bring.
[image: ]During Decembers Workforce Information Systems meeting Catherine updated the group of the projects progress and sought support from the group to enable the completion of the project.
[image: ]
Michelle James
Digital Workforce Solutions Programme Lead
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Activity 4 – Concept of Group and/or team dynamics, political behaviour and how it can impact on the achievement of organisations objectives

Introduction
In order for a group/team to be successful, they need to work together and want to achieve the same goal. Each person has different abilities, and some may be stronger than others may but together they can reach the essential objective. Explanation below will be on academic theory and models, political behaviour and how it can affect positive or negative achievements in organisations reaching their aims.
There is no set rule of what a group is made up of, each individual being of a different age, gender, background and who have different views, skills and the way that they work. However, as not all people are the same this can cause conflict and misunderstanding between them (Watson and Reissner et al. 2014, p.210).
Group dynamics is a huge factor and is used in organisations as well as schools, social groups, sports etc, and being able to understand how groups intermingle and what problems may be caused in a group can help us progress group implementation, communication and cohesiveness. Each person’s dynamics within the group, can be frame of mind, what they are thinking, signs, and body posture and these make up the routes that occur between them Dion (2000).
Groups are considered as systems and the system theory relays how people perform and this helps us begin to understand group dynamics. It’s more than just judging the personality of someone, group dynamics is understood by joining the characteristics of each group member, how each member’s actions upset the group, and how these group connections affect each person. A give and take answer is a good way to bond group members together Hogg (2000).
Factors of consideration for team adeptness are emotional safety, believing in the team members enough to take chances, not uncomfortable in putting forward an idea. Loyalty towards your team and other individuals. Organisation and clarify, making sure everyone is aware of the aims set for team or individual. Value in feeling as if you belong, being successful. Control, knowing that if you bring something as an individual that it can make a difference re:work (2020).
There are four types of teams, which are management, task, work and parallel teams, and there are rewards and drawbacks (Aranda et al 1998) in (Watson and Reissner et al. 2014, p.212).	
Five-Stage model by Tuckman (1965) are one of the top recognised models of group and team development; In ‘Forming’ people wonder what the purpose is, and what others can do. Within ‘Storming’ conflict can be present when job roles are addressed. From ‘Norming’ teams come together and build a bond and there is no longer any competition between them. At the ‘Performing’ stage the team are as one and are reputable and have an understanding of the team’s responsibility and answerability. At the ‘Adjourning’ stage the team have reached their drive transforming into a new unit to start the process again Study.com (2003-2020).
In order for a team to become successful, it is for colleagues to think about the advantages of being in a team. Group attitude is one of the key stages to get the group employees thinking as a team, and by coming together as one. Using Belbin Team Roles can be a significant way to unlock talks around the power that people propose in a team situation. Meredith Belbin discovered teams which are made up of lots of people with the same strength, actually do not perform well and his study has recognised nine roles. These are split into three types; Action-Oriented roles which consist of Shaper, Implementer, Completer Finisher who concentrate on the aim. People-Oriented Roles are co-ordinator, Team Worker and Resource Investigator focusing on the people. Thought-Oriented Roles are Plant, Monitor-Evaluator and Specialist who brings imaginative, independence and expert skills (Moodle utwsd, 2012).
Political behaviour in organisations is important for leaders to know the methods it can take, and how to use it for the good of the establishment. It can help the company meet its strategic goals especially during an organisational change. Organisational objectives can be achieved by managers using their professional position to put pressure on a team, or for employees to build partnerships of followers in a new idea to sway others Harvard Business Review (2017). 
Previous studies have shown that people with political aids can do better in achieving more single influence, as well as dealing with pressure and job demands, than their colleagues and can also have a larger control on organisational conclusions. The 4 metaphors of Organisational politics the weeds, the rocks, the woods, the high ground and once leaders use their skills to support broader structural areas will find it easier to get more skilled engaging in positive political behaviours at all levels Harvard Business Review (2017).
One matter for Leaders such as untidiness is unavoidable in companies, being a manager is not about being right but about being able to impact others to see, understand, assess and do things differently, and being there to support changes (Rodgers, 2016, p.6). These characteristics need to be recognised by HR Professionals, as these can be task full and difficult (Rodgers, 2016, p.6). Getting things done, sealing agreements, being dirty, can be seen as political approaches. Organisations should be transparent when handling its actions (Armstrong).

Findings in the People Management article - Brexit in the workplace; could employees face discrimination claims? If they brought their views to work https://www.peoplemanagement.co.uk/experts/legal/brexit-at-work-could-employers-face-discrimination-claims is an example of political behaviour, and the impact this has on their private views CIPD (2020).
	
Conclusion 
Belbin provides excellent team roles objectives. Different people bring different strengths. Political behaviours helps success within a team. 	
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Activity 5 – Self-Assessment – Continuing Professional Development Techniques & Personal Development Plan

Introduction

In order to identify my professional development needs, it meant that I had to undertake a self-assessment against the CIPD HR Professional map at a band 2. I will then relocate the information found to enable my Personal Development Plan. This will include two professional areas incorporating a core area, along with two behaviours. The outcome will help me to focus on areas required for improving, also for any future development.
The CPD map online tool, provided by the CIPD, is an excellent way to identify personal assets, and parts for progress. Having the personalised report gives you an eye on where you need to focus weaknesses or promote strength.
I have chosen the assessing section “I don’t currently work in HR”. However, this is not strictly true in the sense that I work in Workforce, which of course indirectly is HR. The Workforce Directorate involves a number of departments including Recruitment, Learning and Development etc. I do not work in the department which deal with grievances, disciplinary, sickness absences reviews, but I do have a contact with them via our ESR (Electronic Self Service system), as they input employee relations information into the system and therefore I can run reports to enable their query. Managers also insert sickness in the ESR system and reports can be run to help HR with long-term sickness reviews.
The ESR (Electronic Staff Record) is at the heart in our section of the department.  However, we cross over with Recruitment, Medical Recruitment, Learning and Development and HR.  Therefore, there are a number of the core areas I could have chosen. Prior to doing the assessment I did look at them and decided to choose Insights, Strategy and Solutions and Organisation Development (Core), and Decisive Thinker and Courage to Challenge (Behaviours).  


STUDENT ASSESSMENT
Your assessment results
[image: ]

Upon undertaking the self -assessment, results shown above, these helped me to take forward in my daily work and to incorporate in my Personal Development plan.
Recently it was confirmed that my fixed term manager role was being made permanent. Over this period, I have gone from supervisor to manager status; and that is why I selected “Decisive Thinking” as I do this every day in my role for the team I manage, and from an organisational structure development perspective. We work closely with Finance and mirror their structure and being decisive is key in my role. Regarding “Courage to Challenge”, I find myself challenging when the need arises with Stakeholders. These can be advising employees they need to access the system to look at payslips as the Health Board are paperless. Managers, Ward Sisters, to hire staff from applicant to employee. Also challenging the provider of ESR (IBM) when I have raised a service request and they are not fulfilling my query, or that the system has gone down and it is affecting over 13,000 staff including bank staff.
Learning Styles questionnaire confirmed “Reflector”, which means I like to stand back and observe other people. My close one next was “Theorists” which says I like to analyse and synthesise. These two I feel are correct, however, when I read the “Pragmatists” section I felt that was also me. I definitely like to take forward ideas after being in meetings. In order to take on board from the above my 3 development options are as follows:-
1. Ask managers whether I sent too much information instead of just what they require and whether they think I deliberate over the information sent.
2. In my next Workforce Information meeting I will incorporate my style of listening and observing others. All systems used in the Health Board will be discussed which will provide me with an insight into how they are important within the organisation. 
3. Attend a HPMA conference to provide me with getting the point of the debate prior to making my own opinions.
The next step is to create a Personal Development Plan with objectives and also a Personal Development Record on how I 	am progressing with the tasks. To do this I need to:-
· Define my goals
· Prioritise 
· Set a deadline
· Recognise opportunities and threats
· Develop new skills
· Take action
· Get support
· Measure progress
This will help me with my Continuing Professional Development for myself and my organisation. It will provide me with clear structure to enable me to complete the tasks and to fulfil them to the best of my ability. It will also help me in my future career and how I relay scenario’s daily in my workplace. I will also be using the SMART process (Specific, Measurable, Achievable, Realistic, Timely).
Conclusion
Upon accessing the CPD map it made me reflect on my role in my organisation and helped me focus on how I contribute to the department as well as the team. I am looking forward to learning about myself when working through the Development Plan and knowing that it will highlight my strengths; which will make me feel confident, however I know it will also draw out my weaknesses which I will have to deal with and see it as constructive criticism and not as a failure. 


	

Development plan


	NAME:
	Catherine Thomas
	MEMBERSHIP NUMBER:       
	5762349

	COVERING THE PERIOD FROM:
	September 2020
	TO:
	March 2022


This record sheet is for your guidance only – you may present your development plan in any other format.
Planned outcome
Where do I want to be by the end of this period? What do I want to be doing? (This may be evolutionary or “more of the same”.)
	What do I want/need to learn?
	What will I do to achieve this?
	What resources or support will I need?
	What will my success criteria be?
	Target dates for review and completion

	Continue with my CIPD Level 5 in Applied Human Resources to gain the qualification.



	Attend ½ day a month lectures and have an understanding of each module. Do self-learning outside of the University. Complete activities in my learning plan. Read and prepare for assignments.
	Being released from the department to attend Uni to and have the continuing support from the organisation and my manager for Study Leave time, within the working week.
	To pass each Module 8 (16) and overall gain the CIPD qualification in Applied Human Resources.
	October 2020 – May 2022

	HR plan for own part of organisation .

	Seek the Trusts Policies and Procedures to gain more understanding of the operational side. Speak to the Operational HR department to request knowledge of best practice to gain more knowledge.
	Resources from the Health Boards Intranet site. Request time from study leave hours to speak to Workforce Values Team to have more of an understanding of what is expected of managers/employees around the Health Boards values.
	Networking with the HR department. Reading the relevant policies to understand processes that I would not usually require in my role e.g. disciplinary’s.  
	January 2021

	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

	Organisations Performance (including basic financial performance). Find out what things the organisation measures its performance Compare last year’s performance with the previous three years
	Look at previous reports to gain understanding of outcomes. Book a meeting with the manager for discussion around the work undertaken and decisions made. Speak to the manager regarding Health Board Annual Review, IMTP.
	Meeting with dept manager, sight of Annual reports 3 years, papers, spreadsheets relevant. Request time out of department from study leave hours.
 
	Provide notes to show understanding.
	May 2021

	Significant issues currently affecting the organisation.
	Find reference via global and HR professionals and workforce for staff records on the processes for COVID restrictions - PPE recruitment, sickness.
	HB Global references, reports, policies, communications sent out. Speak to relevant departments.
	Provide notes, reports, policies, communication via poster (screenshots). COVID continues to affect our work within our department. Therefore, continue to work with other managers to gain understanding of what is expected of us as a department in order to succeed with finance and recruitment requests. Also on recruitment, sickness etc.
	March 2021

	Principles and basic practice of project management
	Request a meeting with the Project Management team.
	Maybe shadowing an expert to understand the principles and practice of project management, and any specific approach to projects in the Health Board. Request time out of department from study leave hours.
	Provide notes, any previous documentation to identify ones undertaken. Take details from this to incorporate in own projects within the department.
	July 2021

	Find out what diagnostic tools and frameworks are being used to assess the HB capabilities and why they are appropriate for the HB needs (e.g. engagement surveys, Assessment tools, cultural diagnostics).
	Speak to the Organisational Design Manager for a meeting around discussion on the Managers performance/new ways of working. 
	Insight to any diagnostic tools and frameworks current. Meeting with manager. Request time out of department from study leave hours.
	Screenshot of tools used, relevant paperwork, and notes. Be more aware of why these are sent out by the Health Board and make sure team engage to help the Health Board have an understanding and make processes better.
	September 2021

	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

	Providing input to design of organisation development activities.
	Speak to Workforce (values team) to have more of an understanding of what is expected of managers/employees around the Health Boards values.
	Meeting with department manager. Resource any information requested to look at via global, policies, and Health Board forms. Request time out from department using study leave hours.
	Provide evidence of any resources, notes from meeting, questionnaires and any relevant forms. We are involved in the PADR but it will be a good understanding for HB values to advise with the team to use these with their team members but also with other HB employees.
	November 2021

	Speak to an Organisation Development specialist in HB to appreciate the kind of support managers and employees require during a typical change programme.
	Arrange meeting with department manager to see what type of support is recommended/provided by the Health Board. Request whether there is any evidence from a recent change programme.
	Meeting with department manager. Request time out from department using study leave hours.
	Provide notes, this will help when changes happen in ESR that are not expected by staff or employees.
	January 2022

	Identify meetings or forums where you can share your insights and views on organisational projects with your peers and line manager.
	Attend Data Quality Meeting.
	Relevant time to be part of the meeting. 
	Provide notes of conversation to then reflect on whether my views were relevant or whether I could have approach it differently.
	December 2020

	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

	Identify how the Health Board work in setting up Apprentices, Volunteers, and any other external persons.
	Request meeting with manager.
	Time out of working day use study leave time allocated.
	Will help in my role to identify where they sit in the organisation. Whether they are paid. Whether they are able to apply for jobs once they have volunteered, basically have a better understanding to also relay to team members.
	April 2021

	Speak to HR to find out where to source relevant and up to date employment law – websites, organisations and publications.
	Email HR Professional to ask this information.
	Names of relevant staff and email access. Request approval to do this in working day e.g. study time.
	Be able to access to have a clear understanding.
	February 2021/ongoing

	Reflect on challenging decision made.  
	Consider challenging decisions made regarding rollout of ESR Self Service.
	Reflect by looking at rollout implementation plan and other documentation. Request to do this in working day e.g. study time.
	Details of reflections made.
	February 2022

	Discuss with department manager how my role contributes to the delivery of the staff and organisation strategy.
	Book a convenient meeting date.
	Allocate time in working day from study leave hours.
	Make notes to continue to develop my role within the department and my team.
	December 2021

	Continue to develop understanding and knowledge of practices and procedures relating to HR.
	Read documents, articles, Journals, 
	PM Magazine, CIPD website and Facebook, LinkedIn, Facebook for HR students at UWTSD.
	Use the knowledge in my workplace.
	Ongoing

	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

	Relevant Law for own role (or where to access legal information if required).
	Shadow work colleague to find out where access is gained. Ask procedures undertaken. Look on CIPD website for further information. Find out if there are any HMPA events on Employment Law
	Request time out of working day with my manager. Book convenient appointment. Speak to HMPA co-ordinator re Employment Law events.
	Shadow HR Professional. Attend HMPA Employment Law event. Make notes of where evidence can be found.
	September 2020/January 2021

	Liaise with Pay & Rewards manager to have an understanding of how the Health Board communicate to staff. 
	Arrange meeting.
	Request time out of working day via study leave.
	This will help with my role, as I have to put announcements on the employees’ staff record. Look at benefits package and make team aware.
	June 2021




	
Development record


	NAME:
	Catherine Thomas
	MEMBERSHIP NUMBER:
	5762349

	COVERING THE PERIOD FROM:
	September 2020
	TO:
	March 2022


This record sheet is for your guidance only – you may present your development record in any other format.
	Key dates
	What did you do?
	Why?
	What did you learn from this?
	How have/will you use this?
Any further action?

	September 2020
	Attend UWTSD
	For enrolment on CIPD Level 5 Human Resources Management
	Using a Research Approach in HR
	This already has taught me to do research within my job in a more precise manner.

	October 2020
	Attend UWTSD
	To continue with my course
	Developing Professional Practice
	Since starting my 5 assignments, I have learnt about myself as a manager with my management techniques and an employee of what I bring to the Health Board as an employee. 

	October 2020
	Attending HPMA Mock Employment Tribunal via Teams
	To have more of an understanding of an employment tribunal and for my continued professional development. 
	How an Employment Tribunal is conducted and how it can decisions can change from each person providing evidence.
	Lessons learned:-
Promoting good management
· Promoting Health Board’s values and policies.
· Relaying HB values and policies to staff is crucial e.g. don’t think any conversation is a joke it is how the person receiving it perceives it
· Complaints don’t only go in house e.g. HR it can be taken outside of the HB e.g. ACAS and the person could have proceedings against them
· Compiling evidence is an important factor should a complaint be made e.g. date and documentation of details

Reflection:-
· Always be the best you can in order to help and deal with a situation
· Always act professional and follow up any conversations and to try and not let situations escalate. 
· It was good that there were opportunities to ask questions at the end. 

	October 2020
	Attend via Teams - Managing Attendance at Work Policy - Core Training
	As part of my CPD 
	
	As I am a manager this will help with my understanding and following the correct processes for sickness within the department. It also covered Well-being which is a huge factor in the Health Board e.g. flexible working Stress Risk Assessments.
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Assessment Results

Summary

Insights, strategy & solutions
Insights, Strategy and Solutions is about developing your understanding of your organisation and its context, and using these insights to develop strategies and solutions which meet the needs of your business in the short and long term. At your level, you typically need to use data to develop insights into the organisation and the way it works. You will understand the external issues affecting the organisation and its financial performance, and be able to describe the HR plan for the area you work in. You will use your knowledge of project management and relevant employment legislation to support the development, delivery and evaluation of HR programmes.
How prepared am I?

What you have told us indicates that your knowledge and skills in this core area are developing. This usually applies to someone who has a foundation in HR, but is yet to contribute significantly to sustained organisation performance at this level.

Below, we show you the areas where you are particularly strong, areas where you are competent and areas where you have skill and knowledge gaps. If you are keen to increase your knowledge and improve your skills in Insights, Strategy and Solutions, you should consider the courses, reading materials and practical development actions that we have recommended for you. These recommendations reflect your individual strengths and development areas based on what you have told us in your assessment. As your score in this area suggests you have some room to develop at your current level, we think these recommendations will be of particular benefit to you in building the skills and experience you will need to excel in HR.

What is it like applying Insights, Strategy and Solutions at a more senior level?

In order to be able to work at the next level up within the HR profession, you typically need to network widely and use your knowledge of HR and business trends, best practice and thought leadership to understand the organisation and its people capability. You will use information about the organisation’s financial performance and strategic goals to develop detailed and costed business cases for new HR projects, which identify return on investment. You will work with the business to create and implement HR solutions and programmes, and will be able to demonstrate the impact on the organisation using HR and business metrics.



What are my strengths and gaps for my current level?

Where I am competent

· Developing an understanding of the organisation using information and own experience
· Using insights from data and good HR practice to spot potential trends and risks for the organisation
· Collecting, analysing on data and metrics
· Providing reports on relevant project and / or organisation information
· Supporting the administration and delivery of HR programmes and projects
· Supporting the evaluation of HR programmes and projects

My Gaps

· The organisation’s performance (including basic financial performance)
· Specific external factors that impact the organisation (e.g., legal, financial, market factors)
· Relevant law for own role (or where to access legal information if required)
· The HR plan for your own part of the business (and how this relates to the wider business strategy)
· Significant issues currently affecting the organisation
· Principles and basic practice of project management
· The HR plan for your own part of the business (and how this relates to the wider business strategy)

Development Actions
· Consider who the stakeholders are in the projects you work on, and think about what you can do in your role to best support them.
· Review recent CIPD survey results (such as Employee Outlook or Learning and Development Survey), and identify any trends or risks which may impact your organisation.
· Find out how other organisations have used metrics to gather insights, and identify any ways your organisation could benefit from a different approach.
· Identify meetings or forums where you can share your insights and views on organisational projects with your peers and line manager.
· Before starting work on a project, find out from others what they think the risks and opportunities might be – particularly if similar projects have been delivered before. Consider how you can learn from their insights, and how you can improve the way you support programmes and projects moving forward.
· Seek feedback on the quality of your support to HR projects and programmes, and how they support the HR strategy. Where could you improve?
· Locate the most recent annual review or report for your organisation, or find out someone who knows about the organisation's performance. Find out what things the organisation measures its performance by (e.g., turnover, profit, production, customer satisfaction etc). Compare last year's performance with the previous three years.
· Participate in regular market / customer / product updates and understand how these affect the organisation.
· Make time in your week to read the major business and news publications and understand how these external factors can impact your organisation.
· Find out from your HR colleagues and networks where to source relevant and up-to-date employment law – consider websites, organisations and publications.
· Spend some time shadowing an expert in project management to understand the principles and practice of project management, and any specific approach to projects, which is taken in your organisation.
· Discuss with your manager how your role contributes to the delivery of the people and organisation strategy.


Reading and Research

Martin and Whiting
BOOK: HR practice
Leatherbarrow, Fletcher and Currie
BOOK: Intro to HRM

Taylor and Woodhams
BOOK: Studying HRM
Beevers and Rea
BOOK: L and D practice

Organisation Development

Summary

When you work in Organisation Development, you are taking a systems based approach to aligning the organisation’s strategy, culture, people and processes to enable it to run as effectively as possible in pursuit of its goals. You will be involved in diagnosing and defining what change is needed and how this alignment can be achieved. At your level, you typically need to collect data about the business structure, people capabilities, systems, process and culture to be used by Organisation Development colleagues. You will support the design, implementation and evaluation of organisational development initiatives, while also supporting employees and managers in the implementation of change.

How prepared am I?

What you have told us indicates that your knowledge and skills in this area are developing. This would be typical of someone with a solid base in HR, with limited exposure to Organisation Development at this level.

Below, we show you the areas where you are particularly strong, areas where you are competent and areas where you have skill and knowledge gaps. If you are keen to increase your knowledge and improve your skills in Organisation Development, you should consider the courses, reading materials and practical development actions that we have recommended for you. These recommendations reflect your individual strengths and development areas based on what you have told us in your assessment. As your score suggests you have some room to develop at your current level, we think these recommendations will be of particular benefit to you in building the skills and experience you will need to excel at your level.

What is it like working within Organisation Development at a more senior level?

In order to be able to work at the next level up within Organisation Development, you typically need to be able to work with managers on making changes to business structure, people capabilities, systems, process and culture - in order to meet business needs at local level. You will be focused more at the individual and team level, helping to come up with – and deliver – Organisation Development ideas, while supporting and coaching managers in the implementation of the change.

What are my strengths and gaps for my current level?

My strengths

· Gathering data from individuals, managers and teams to help assess capability and skills requirements
· Providing accurate, relevant and timely information relating to the organisation in its current and desired future state (for example, about structures, systems, culture, skills, resources etc.)

Where I am competent

· Providing advice and supporting employees and managers during change
· Basic OD theory (e.g. drivers of team and organisation performance, group dynamics, systems theory)

My Gaps

· Supporting OD specialists in delivering change management activities
· OD diagnostic tools and frameworks (e.g. engagement surveys, assessment tools, cultural diagnostics)
· Enablers or blockers to change in an organisation
· Providing input to the design of organisation development activities

Development Actions
· Shadow an OD specialist at a scoping meeting (where the issue is defined through a process of entering and contracting) or an initial diagnosis meeting.
· Support the delivery of a change programme that includes organisation development (OD) specialist/s.
· Develop a Frequently Asked Questions (FAQs) document to respond to queries related to the change. Refine this with your team so that it can be published and shared with affected individuals to help with transparency in the change process.
· Learn about a new area of Organisational Development theory that interests you (for example, drivers of team and organisation performance, group dynamics, systems theory) and discuss your key learning points with a peer / your manager.
· Find out what diagnostic tools and frameworks are being used to assess your own organisation’s capabilities and why they are appropriate for your organisation needs (e.g. engagement surveys, assessment tools, cultural diagnostics).
· Speak to an Organisation Development specialist within or outside of your organisation to appreciate the kind of support managers and employees require during a typical change programme

Stewart and Rogers
BOOK: Developing People and Organisations
 
Malcolm and Whiting
BOOK: Human Resource Practice
SEE MORE 
by Leatherbarrow, Fletcher, Currie
BOOK: Introduction to HRM
SEE MORE 
CIPD
FACTSHEET: Organisation Development

Decisive Thinker

Select a completed area of the map to see your assessment results and recommendations.
There are no summary recommended at this time.
When you’re displaying decisive thinking, you’re demonstrating the ability to analyse and understand data and information quickly. You’re using information, insights and knowledge in a structured way to identify options, make recommendations and make robust, defendable decisions.

How prepared am I? 

What you’ve told us indicates that your behaviour in this area is developing. This usually applies to someone who is demonstrating some of the behaviours expected at this level, but is yet to demonstrate and develop their competence more broadly in this area.
Below, we show you the areas where you’re particularly strong, areas where you’re competent, and areas where there are gaps in the way you demonstrate decisive thinking. If you’re keen to develop your decisive thinking, you should consider the courses, reading materials and practical development actions that we've recommended for you. These recommendations reflect your individual strengths and development areas based on what you've told us in your assessment. As your score suggests you have some room to develop at your current level, we think they’ll be of particular benefit to you in building the skills and experience you’ll need to excel in your role.

What are my strengths and gaps for my current level?
Where I am competent
· Assessing the value of information and data before using it to make decisions
· Ensuring that details and facts are correct and complete before drawing conclusions
· Collecting and interpreting relevant data to support decision making
My Gaps
· Using previous experience, standard procedures and common sense to make decisions
Development Actions
· Reflect on a challenging decision you have made at work. Consider all the information you drew upon to reach your decision, and how much each contributed to the success of the decision. Consider what additional information could have been useful.
· Reflect on a quick decision you have had to make at work. In hindsight, consider what additional information would have been valuable in drawing your conclusion.
· Speak to your key stakeholders (including your customers and colleagues) and find out what further data and reports they would find useful. Consider how can you support them further in their work.
Reading and Research
CIPD SURVEY REPORT: HR Outlook: Winter 2012-13: views of our profession
Courses and Events
COURSE: An introduction to HR information (I day)
Courage to Challenge
When you’re displaying courage to challenge, you’re demonstrating the confidence to speak up skilfully and challenge others, even when confronted with resistance or unfamiliar circumstances.

How prepared am I? 

What you’ve told us indicates that your behaviour in this area is developing. This usually applies to someone who is demonstrating some of the behaviours expected at this level, but is yet to demonstrate and develop their competence more broadly in this area.

Below, we show you the areas where you’re particularly strong, areas where you’re competent, and areas where there are gaps in the way you demonstrate courage to challenge. If you’re keen to develop your courage to challenge, you should consider the courses, reading materials and practical development actions that we've recommended for you. These recommendations reflect your individual strengths and development areas based on what you've told us in your assessment. As your score suggests you have some room to develop at your current level, we think they’ll be of particular benefit to you in building the skills and experience you’ll need to excel in your role.

What are my strengths and gaps for my current level?
My Gaps

· Standing by opinions and proposals in the face of difficult questions, providing supporting evidence as needed
· Taking into account a range of different viewpoints
· Asking questions to clarify or more fully understand an issue
· Seeking out relevant information, ideas and advice to help move discussions forwardSelect a completed area of the map to see your assessment results and recommendations.
There are no development actions recommended at this time.
· Reflect on the success of ideas and recommendations you have put forward. Discuss with your manager the reasons your challenge was unsuccessful / successful, what information you used and what you could change for future occasions.
· Seek out several different points of view on a proposal or project, and test out your own perspective with peers before presenting it to your key stakeholders or the person you need to challenge. How can you adapt your approach to challenge more constructively?
· Observe your manager or other individual within a meeting environment. Take note of the questions they ask of tothers in order to gain a full understanding of the issue being discussed. Consider how you can use similar questions when you're next having that type of conversation.
· Reflect on the success of ideas and recommendations you have put forward. Discuss with your manager the reasons your challenge was unsuccessful/successful, what information you used and what you could change for future occasions.
When you’re displaying courage to challenge, you’re demonstrating the confidence to speak up skilfully and challenge others, even when confronted with resistance or unfamiliar circumstances.
How prepared am I? 
What you’ve told us indicates that your behaviour in this area is developing. This usually applies to someone who is demonstrating some of the behaviours expected at this level, but is yet to demonstrate and develop their competence more broadly in this area.
Below, we show you the areas where you’re particularly strong, areas where you’re competent, and areas where there are gaps in the way you demonstrate courage to challenge. If you’re keen to develop your courage to challenge, you should consider the courses, reading materials and practical development actions that we've recommended for you. These recommendations reflect your individual strengths and development areas based on what you've told us in your assessment. As your score suggests you have some room to develop at your current level, we think they’ll be of particular benefit to you in building the skills and experience you’ll need to excel in your role.
What are my strengths and gaps for my current level?
My Gaps
· Standing by opinions and proposals in the face of difficult questions, providing supporting evidence as needed
· Taking into account a range of different viewpoints
· Asking questions to clarify or more fully understand an issue
· Seeking out relevant information, ideas and advice to help move discussions forward
Select a completed area of the map to see your assessment results and recommendations.
There are no development actions recommended at this time.

Development Actions
· Reflect on the success of ideas and recommendations you have put forward. Discuss with your manager the reasons your challenge was unsuccessful / successful, what information you used and what you could change for future occasions.
· Seek out several different points of view on a proposal or project, and test out your own perspective with peers before presenting it to your key stakeholders or the person you need to challenge. How can you adapt your approach to challenge more constructively?
· Observe your manager or other individual within a meeting environment. Take note of the questions they ask of others in order to gain a full understanding of the issue being discussed. Consider how you can use similar questions when you're next having that type of conversation.
· Reflect on the success of ideas and recommendations you have put forward. Discuss with your manager the reasons your challenge was unsuccessful/successful, what information you used and what you could change for future occasions.
Reading and Research
When you’re displaying courage to challenge, you’re demonstrating the confidence to speak up skilfully and challenge others, even when confronted with resistance or unfamiliar circumstances.
How prepared am I? 
What you’ve told us indicates that your behaviour in this area is developing. This usually applies to someone who is demonstrating some of the behaviours expected at this level, but is yet to demonstrate and develop their competence more broadly in this area.
Below, we show you the areas where you’re particularly strong, areas where you’re competent, and areas where there are gaps in the way you demonstrate courage to challenge. If you’re keen to develop your courage to challenge, you should consider the courses, reading materials and practical development actions that we've recommended for you. These recommendations reflect your individual strengths and development areas based on what you've told us in your assessment. As your score suggests you have some room to develop at your current level, we think they’ll be of particular benefit to you in building the skills and experience you’ll need to excel in your role.
What are my strengths and gaps for my current level?
My Gaps
· Standing by opinions and proposals in the face of difficult questions, providing supporting evidence as needed
· Taking into account a range of different viewpoints
· Asking questions to clarify or more fully understand an issue
· Seeking out relevant information, ideas and advice to help move discussions forward
Select a completed area of the map to see your assessment results and recommendations.
There are no development actions recommended at this time.
· Reflect on the success of ideas and recommendations you have put forward. Discuss with your manager the reasons your challenge was unsuccessful / successful, what information you used and what you could change for future occasions.
· Seek out several different points of view on a proposal or project, and test out your own perspective with peers before presenting it to your key stakeholders or the person you need to challenge. How can you adapt your approach to challenge more constructively?
· Observe your manager or other individual within a meeting environment. Take note of the questions they ask of tothers in order to gain a full understanding of the issue being discussed. Consider how you can use similar questions when you're next having that type of conversation.
· Reflect on the success of ideas and recommendations you have put forward. Discuss with your manager the reasons your challenge was unsuccessful/successful, what information you used and what you could change for future occasions.
Select a completed area of the map to see your assessment results and recommendations.
There are no reading & research recommended at this time.
CIPD
SURVEY REPORT: Leadership and the management of conflict at work
Select a completed area of the map to see your assessment results and recommendations.
There are no courses recommended at this time.
COURSE: Essential interpersonal skills
SEE MORE
your skills 

Courses and Events

COURSE: Essential interpersonal skills
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