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Development plan





	NAME:
	Joanne Thomas
	MEMBERSHIP NUMBER:       
	53274130

	COVERING THE PERIOD FROM:
	October 2018
	TO:
	May 2020



Planned outcome

	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

	Insights, strategy & solutions
Expand my knowledge regarding trends, risks and external factors affecting the organisation. 
Increase understanding of the organisation’s performance. 


	
Read key publications and CIPD survey results to identify trends or risks that may affect the organisation.
Sign up to HR news and newsletter for up to date HR issues i.e. PM Daily, HR Grapevine. 
Meet with key people in the organisation to discuss the organisational performance such as financial and Housing.
Read ateb’s service delivery report.

	
Access to publications and newsletter – hard copies and electronic versions. i.e. People Management, Business Insider. 
Time in work allowed to read publications as this will support the organisation. 
Read key HRM books such as Taylor and Woodhams (2016). 
Availability of HR Manager to discuss any queries or concerns. 
Appointments with key people including the Finance Manager and Chief Executive. 
Access to ateb’s service delivery report.  
	
A greater understanding of the organisation’s performance across different areas such as Housing, Finance and Maintenance. 
Producing reports identifying trends and risks to the organisation, in respect of the HR function. 
	
13th May 2020
Complete – I have completed all tasks in column two which has expanded my organisational knowledge. I have had the opportunity to analyse HR data and write a short commentary for Board reports regarding what is going well in the department and areas of risk such as increased stress sickness absence. 

	Organisation design
[bookmark: _Hlk531119741]Expand my knowledge regarding to change process to identify and methods of engagement and communications with staff during change process – ateb’s Future Workplace Project. 


	
Read up about change management.
Join the Future Workplace project task groups to prioritise key change topics, undertake research and provide recommendations with regards to the HR function. Use the group to collaborate with other department representatives to gain an understanding of how their departments are feeling about the change or identify gaps in communication. 
Invite non-members of the Future Workplace project group to attend a drop-in session to ask for their views and preferred method of communication during change.
Visit other organisations who have been through the culture change journey to gain insight, advice and guidance. 
Identify the change enablers and change blockers amongst the workforce. To utilise enablers to promote the changing culture and leading task groups and to reduce the resistance amongst the blockers with positive engagement by promoting the benefits of change. 
Send out engagement questionnaires during the project to identify engagement levels, changes and improvements. 
	
Support from other members of the ‘Future Workplace’ group to communicate with their teams and return feedback to the group. 
Support from the wider organisation and enablers to promote the future workplace project and drop-in sessions. 
Support from other organisations who will welcome a visit from ateb to discuss culture change.
Authorisation from HR Manager to use engagement questionnaires. 
Access change management publications i.e. CIPD Change Management Factsheet, CIPD Organisation Design Factsheet, Kurt Lewin.


	
Identification of preferred communication method. 
Good levels of attendance to drop-in session. 
Complete at least one visit to another organisation.
Good levels of engagement identified from engagement questionnaires. 
 
	
1st September 2019

Complete – I worked with my HR colleagues to progress through the Our Future Workplace change project which was a success. I took an active role in employee groups to gather external information to inform the change process such as desired benefits.
I led a smaller change project in response to Our Future Workplace whereby, I implemented a new system across the workforce. 
I have had the opportunity to conduct a survey to identify the success of the change.  

	[bookmark: _Hlk531120508]Curious
Increase my confidence and ability to test out new ideas with others.
Broaden my knowledge to be open to new ideas even if they may not be successful.


	
Meet with the HR Manager and other senior managers to identify key organisational issues which my role connects to. 
Become more knowledgeable by reading sector specific publications and by signing up to newsletters for regular updates. 
Develop a sharing group within the HR team to discuss interest points and ideas. 
	
Identity relevant publications, articles and newsletters. 
Network with colleagues or external connections to gain inspiration for new ideas. 
Support from HR Manager and other relevant stakeholders to trial ideas. 

	
Development and trial of new ideas. 
Increased knowledge of sector specific issues. 
	
1st September 2019
Complete and ongoing to continually read publications, networking and sharing information within the team to expand sector knowledge. 

	[bookmark: _Hlk531120522]Role Model
Learn to effectively reflect on past experiences to learn from mistakes and create learning opportunities. 
Understand ateb’s values and processes to ensure I act accordingly. 

	
Set time to reflect on an experience when expectations were not met – identify why expectations were not met and the impact this had. Learn from past experiences to enhance performance next time. 
Study ateb’s values and the development of the values to identify where my values align. 
	
Time with HR Manager and Chief Executive to thoroughly understand ateb’s values and the reasons behind each value.
Motivate self to set enough reflection time and support reflection with a learning log.


	
My values and beliefs aligning to ateb’s.
Completed work meeting agreed expectations. 

	
1st April 2020

Complete – I have had ‘DNA’ sessions with my manager and studied the ‘Vision’ document. I understand the values better and feel my values have changed and align more with Ateb’s values. 

	Employee Engagement
Engagement surveys are not used at Ateb however, this will likely change in the near future therefore, I need to research how to design effective engagement surveys to obtain meaningful data.
To roll out methods to measure the levels of engagement at Ateb and understand the reasons for the level of engagement; methods including engagement survey, focus groups and i2i (employee representative group).


	
Work with my manager to implement a new employee engagement process to enable us to measure engagement.
Research survey design through reading and attending training such as webinars. 
Request training with my manager through shadowing or toolbox talks. 
Network with other organisations to identify how they measure engagement and its effectiveness. 
Analyse employee engagement data and report findings to stakeholders. 
	
Support from my manager to develop an engagement process and provide training. 
Time to read and attend webinars to expand my knowledge.
Access to software to design and analyse engagement survey. 
	
Increased knowledge surrounding engagement survey design, measurement methods and analysis. 
Successfully design, roll out and analyse engagement survey. 
	
27th May 2020
Complete – successfully designed, rolled out and analysed an engagement survey for academic purposes to complete the Employee Engagement module. This has given me confidence and knowledge to complete this for work. 

	Resourcing and Talent Planning
To analyse organisational data such as turnover, capability, retention, and new starters, to deliver reliable information for management for talent planning and resourcing when necessary. 
Support managers to make correct resourcing choice.
Learn how to conduct a skills gap analyse in order to assess current and future workforce resource in the future.

	
Meet with my manager to identify data sources and to understand how to interpret the data. 
Keep my knowledge up to data about the current workforce in order to provide resourcing advice such as fixed-term contracts, specialist etc. 
To read external information regarding labour markets and current trends to be knowledgeable to support advice I provide. 
Read up about skills gap analysis and request support from my manager to share knowledge and receive shadowing opportunities. 
	
Support from my manager to share information, knowledge and provide informal training. 
Continue CIPD membership to continually have access to information such as Megatrends reports and labour outlook surveys. 
Access other external information such as Office of National Statistics.
Access to organisational data. 


	
Continue to provide accurate and reliable advice to managers about resourcing. 
Understand how to effectively conduct a skills gap analysis. 
Be able to provide analysed organisational data such as turnover to produce reports for management. My manager currently does this but I would deem is successful if I was able to complete the report on her behalf occasionally. 
	
October 2020 however, review progress by the end of May 2020 following completion of Resourcing and Talent Planning module in University. 
Ongoing however, reviewed in May 2020 and feel confident to proceed with this goal following completion of the module in university. 

	Decisive Thinker
To collate, analyse and present information effectively and confidently – gaining feedback from audience to identify improvement actions. 
To make challenging decisions or conduct challenging conversations independently and confidently by collating valuable and reliable information to support decision and conversation. 



	
Identify topic to research and deliver to small audience of mixed management in order to receive feedback for development. 
Regularly reflect on experiences to identify what went well and what could be done differently next time. 
When faced with a difficult decision or conversation, take time to consider decision which is underpinned by reliable information sought. Empower self to confidently find information before seeking advice from manager. 

	
Access to information to research topic to deliver to managers. 
Scheduling time to ensure I take time to reflect on experiences.
Confidence to use information to support independent decisions. 
	
Positive feedback from audience of managers following delivery of information. 
Confidence that I have made correct decisions. 
Positive feedback from my manager during one-to-ones when describing experiences and difficult decisions. 

	
To deliver topic presentation to audience of managers by April 2020 however, reflection and collating information to support decisions will be an ongoing practice.
Complete – I redesigned the onboarding process therefore, collated information such as new starter statistics etc, to inform the audience about the importance of onboarding. Feedback received was very positive. 
I made an independent difficult decision using information available to support my decision. I reflected with my manager who agreed it was the correct decision and the information was reliable and valid. 
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	NAME:
	Joanne Thomas
	MEMBERSHIP NUMBER:       
	53274130

	COVERING THE PERIOD FROM:
	October 2018
	TO:
	May 2020 



Planned outcome

	Key dates
	What did you do?
	Why?
	What did you learn from this?
	How have/will you use this? 

	September 2018





	CIPD classroom session – Using a Research Approach in HR 



	Enrolled onto the CIPD Diploma course to improve my knowledge and skills supporting my People Advisor role and future career aspirations. 



	· Understand the meaning and process of research
· Data types and sources
· Research approaches and designs
· Collecting and analysing data
· How to write and present a business report using analysed data.
	I feel confident identifying and analysing data which is becoming a bigger part of my role, as we begin to measure and improve all departmental service areas. 
I used my new knowledge and skills to complete research for a work project which I presented to colleagues. 

	[bookmark: _Hlk41589542]October 2018





4th October 2018







	CIPD classroom session – Developing Professional Practice in HR 




HR Network Group meeting







	To understand what knowledge, skills and experience is required for HR Professionals. 



To network with other HR professional and to update knowledge on topic which was Alcohol and Drug use in the workplace.

	How to manage self and in a team environment. Identified areas for development using the CIPD Profession Map. Self-assessment to create development plan for continuous professional development. 

Best practice in alcohol and drugs testing in the workplace. 


	I have referred to my profession map outcomes during the course to continue my development. I will conduct a new assessment at the end of the course.



Ateb does not alcohol/drug test in the workplace and our roles and ethics would unlikely justify testing. I found the session informative and was food for thought.

	November 2018





9th November 2018






29th November 2019
	CIPD classroom session – Understanding the Contemporary HR Function  




Training: Remploy Putting Ability First






In-house training: HSE Stress Questionnaire.
	To understand the main HR activities and the role of HR in contemporary organisations and to deliver objectives.



To understand how to support disability in the workforce. 







To learn more about the tool, how to collate and analyse the data. 
	· Transactional and transformational approaches to HR.
· Introduction to change management.
· Kubler-Ross Change Cycle.
· 3-legged stool model.
· Ethical practice.

Methods to support disabled employees and learnt about different services available for support. 




To work with line managers to use this tool to identify stress levels and drivers in individuals and teams. How to use the analysis tool to identify drivers and short, medium, and long-term priorities. My manager discussed some ideas to address concerns and how to support the employee. 

	Identifying Ateb HR function as transformational which has informed my behaviours and approach. I have used the Kubler-Ross model to self-inform and also inform managers when going through a change process. 

Ateb recently engaged with a disability work experience scheme where I took the lead and supported the new starter. This helped me understand what adjustments we may need to make and what services I could recommend if necessary. 

This has become a regular tool when dealing with stress within my Lead Departments. I have supported managers and individuals to identify stress and implement actions to improve stress. 

	December 2018





11th December 2018
	CIPD classroom session – Understanding the Business Context of HR.  




In-house training with the Finance Director regarding Pension Schemes.

	To understand the key business developments and external contexts; understand different types of organisations and analyse factors which may impact them using SWOT and PESTLE analysis. 

To expand my knowledge regarding Ateb’s Pension Schemes.
	I better understood Ateb as an organisation and what factors may affect it such as Government funding for developments, welfare benefit changes and impact of AI.


What pension schemes Ateb offers, financial implications, auto-enrolment.
	I will confidently use a SWOT or PESTLE analysis in future to support my work. 




I am able to better inform employees regarding Ateb’s pension schemes.

	January 2019






24th January 2019





January 2019
	CIPD classroom session – Understanding the Business Context of HR (AM only)
CIPD classroom session – Understanding Employment Law (PM only)



In-house training: H&S and Fire Awareness & GDPR refresher.




Poor Performance article in People Management Magazine (Dec’18/Jan’19)
	As above


To learn and expand knowledge of major areas of employment legislation and employment law system.


Mandatory in-house training to continually raise awareness about H&S and fire regulations in the workplace, also ensuring we understand our organisational and individual GDPR responsibilities.

To expand best practice knowledge about managing poor performance, to enable me to provide reliable advice to management.


	As above

Overview of: tribunal system, discrimination law, contractual changes, redundancy law, TUPE, family employment rights, H&S law, Equality Act and dismissal law.

In-house accident reporting, H&S responsibilities, fire evacuation. Responsibilities regarding GDPR such as retention periods, data breaches, reporting. 


Support managers to deal with performance issues early and be up-front, clearly defining the issue and what is not meeting expectations. Managers to take a more supportive coaching-style approach.

	As above

For the first time, I led on a small-scale redundancy; the knowledge helped inform the different processes and I felt confident that the process/actions were lawful. 

Knowledge and awareness used on a daily basis within my working practices.




Continually as part of my role to provide advice to managers about managing performance. 

	February 2019

15th February 2019


	CIPD classroom session – Understanding Employment Law 

In-house training: What is the ‘Vision’?

	As above


To fully understand the ‘Vision’ document outlining Ateb’s mission, structure, DNA, cultures, service delivery expectations and leadership expectations. 

	As above

Strategic aims, how the supporting documents such as ‘Deliver’ supporting the overall Vision. What cultural behaviours are expected of me.

	As above

I feel I better role model behaviour expectations, promoting the culture and DNA daily.

	March 2019




27th March 2019

	CIPD classroom session – Understanding the Management of Employment Relations





Local employment law update session




	Understand key developments in theory and practice of employment relations, learning how to make effective judgements surrounding employment relations.

To keep my knowledge up to date on employment law and updates/advice informed from case law. 

	Unitarist and pluralist approaches, development of trade unions, management approaches, role of government in ER, employee participation, conflict & industrial action and conciliation approaches. 

Insight into gender pay gap reporting; as a smaller organisation we do not report on gender pay gap but it was interesting to learn more about it. TUPE, contracts, pay. 

	Understanding the ‘3 front line manager’ therefore, encouraging managers to take the approach of employee coach as this aligns with Ateb’s values.


Supports me in my daily role. 




	April 2019






April 2019





	CIPD classroom session - Understanding the link between individual and organisational performance




Planned and delivered a successful careers event with my colleague. Ensuring recruitment aligned for active vacancies to be available in this time period. Developing advertisements with external agencies to promote the event. Organised a large employee volunteer group to help host the event. Prepared presentations and documents for attendees. 

	How organisations can sustain high performance by creating a HPWO.





To promote Ateb careers and to increase employer brand. 
	What is HPW and HPWO, performance management cycle, role of line managers in performance management. 




Increased my experience of project management and increased my confidence as I presented to groups to attendees about how to apply, benefits etc. 
	Promoting employee participation as this was the weakness link in Ateb’s HPWS.
Recommend the ‘Plan, Do, Check, Act’ model to a new line manager who was struggling with performance management activities. 

Experience and confidence has enhanced my skills and performance. 



	May 2019





May 2019



23rd May 2019






May 2019




	CIPD classroom session – Contributing to improving organisational performance




External training: Managing Poor Performance


Inhouse training with external provider:  i-Act training (Mental Health Awareness)






‘How to switch off completely from work’ article in People Management magazine (May 2019)
	Demonstrate how I play a key role in improving organisational performance. 




To support and enhance my knowledge and skills regarding performance management. 

To expand my knowledge about mental health to support my role surrounding wellbeing. 





To learn about different techniques to enhance wellbeing at work and to reduce presenteeism. 
	Demonstrating my existing skills through a portfolio of evidence and personal statements. 




Early intervention, clear definitions and new expectations, regular reviews. 

Identifying signs or poor mental health, different mental health illnesses, how to support colleagues, referral services, methods to enhance mental health such as exercise. 




Encouraging employees to take a break such as making lunch breaks more appealing such as organising a social picnic or walking group. Promote and role model correct behaviours. Practicing mindfulness in the workplace. 
	Continue using my existing skills to improve organisational performance through performance management, onboarding, Achieve Framework, trialling/implementing new systems. 

Continually as part of my role to provide advice to managers about managing performance

To use mental health wellbeing wheel in mentoring sessions
I have a better awareness of mental health and feel more confident identifying signs that my colleague is experiencing poor mental health. 
I used the ‘wellbeing wheel’ tool I learnt on the course when supporting an employee experiencing stress. 

I encouraged an employee who walks every lunchtime to set up a weekly lunchtime walking group to get people out, active and to take a break from their desk. I participated in this group. 

	June 2019





June 2019



21st June 2019

	CIPD classroom session – Understanding employee engagement




CIPD classroom session – Contributing to employee engagement in the organisation.


In-house Training delivering by Executive Management Team: Service Delivery


	To understand employee engagement and how it links and is different to other concepts; how to reach high engagement and understand the benefits. 


Demonstrate how I contribute to employee engagement in the organisation. 


To understand Ateb’s service delivery expectations.



	Different approaches and definitions of employee engagement, the MacLeod report 4 enablers, benefits of engagement and where to find key sources of engagement data. 

Demonstrating my existing skills through a portfolio of evidence and personal statements. 


“The customer is at the heart of everything we do”
	Discussions with my manager about how to build organisational integrity and employee voice, as these were the weak links in Ateb’s four enablers. 

Use my existing skills to contribute to employee engagement at Ateb. Currently promoting engagement indirectly by meeting 4 enablers. 

As a team we reflected and updated our service expectations for customers, reflecting service delivery expectations. 
Enhanced organisational knowledge.


	July 2019
	‘Should staff be fired for their social media comments?’ – People Management magazine article (June 2019)
	To gain an insight into how other organisations deal with issues surrounding social media. To reflect Ateb’s position against the article.
	To carefully consider the post context, effect on the business, position seniority, and who has seen it. To have a social media policy and inform staff of policy.
	Discussion with my line manager.




	
August 2019
	
Internal training/toolbox talk: What are role profiles?
	
To fully understand role profiles and the move from job descriptions to role profiles. To enhance knowledge as I would be delivering this information to my lead departments. 
	
What are role profiles, benefits of generic approach i.e. flexibility, links to service areas, increased corporate responsibilities to promote empowerment. 
	
Enhance organisational knowledge. 
Discussions with my lead departments. 

	September 2019




September 2019

	CIPD Classroom session – Understanding the management of change



e-Learning module: Equality and Diversity 
	Understand change management in organisations.



To refresh my knowledge regarding Equality and Diversity in the workplace. 

	Change management models, drivers and enablers of change, what hinders change, positive contributors to change, planning/ implementing/ reviewing change, change plans. 

Refreshed my knowledge on the Equality Act 2010, protected characteristics, discrimination, unfair treatment, overview of different cultural norms. 

	Using models to inform employees how change is experienced i.e. Kubler-Ross, using models such as Kotters to take a structured approach to change. 



Informs my daily role. 


	October 2019


October 2019



October 2019
	CIPD classroom session – Contributing to the management of change


Presented my proposal for a new onboarding process to mixed management levels. 

Joined the employee representative group, i2i. 


	Demonstrate how I participated in a change management process.  

To gain feedback regarding my proposal; to gain buy-in to proposal; promote the importance of onboarding. 

To take an active role in employee participation.
	Demonstrating my existing skills through a portfolio of evidence and personal statements. 

Improved my confidence and presentation skills. 


The contribution of i2i is valuable, naturally enhanced my cultural ‘DNA’.

	Use my existing skills to contribute to change management activities. 

It has improved my confidence and presentation skills which will benefit me in my role.

Actively promote employee participation by providing a real honest account to encourage colleagues. Being able to take an active role in enhancing employee experience through initiatives. 


	
November 2019





	
e-Learning: Violence against women, domestic abuse and sexual violence. 





	
To gain awareness of violence against women, domestic abuse and sexual violence.
To satisfy Welsh Government National Training Framework (group 1) as a HA. 
	
Statistics, signs of abuse, how to approach/support colleagues, referral services. 


	
Raised awareness to identify signs of abuse. 



	December 2019


	CIPD classroom session – Understanding coaching and mentoring in the organisation.


	To understand the concept and benefits of coaching and mentoring. 




	Concepts, similarities and differences of C&M, types of C&M, role of line manager, benefits of C&M. 

	To develop coaching and/or mentoring programmes in the workplace. 

	January 2020


January 2020

	CIPD classroom session – Contributing to coaching and mentoring in the organisation

“Surrounding ourselves with people from beyond our ‘in group’ could help us overcome unconscious bias and a divided society” – comment piece in People Management magazine (Dec’19/Jan’20).

	Demonstrate how I participated in coaching and mentoring in the workplace.   

To learn about different ways to remove unconscious bias and promote inclusion in the workplace. 
	Demonstrating my existing skills through a portfolio of evidence and personal statements. 

Subtle methods of mixing groups of people such as, including an employee who doesn’t drink alcohol when planning the next staff party. 
	Use my existing skills to contribute to coaching and mentoring initiatives at Ateb. 

Discussion with my line manager. 

	February 2020


February 2020
	e-Learning: How to conduct a disciplinary investigation 

e-Learning: GDPR refresher
	Enhance my knowledge about disciplinary proceedings. 

Mandatory training. To refresh my knowledge about GDPR understanding mine and organisational GDPR responsibilities. 
	ACAS code, prompt action, being accompanied, steps. 

ICT security, retention periods, ICO, data breaches, privacy policies. 
.
	Refreshed my knowledge therefore, supporting my role.

Informs my daily actions in my role. 

	March 2020




3rd March 2020
	CIPD classroom session – Understanding resourcing and talent planning.




In-house training delivered by Acas: Performance Management and Investigations
	To understand how to effectively resource talent and talent plan to have access to required skills to drive performance. 


To expand knowledge about performance management and refresh knowledge about how to handle investigation in cases of disciplinary and grievance. 



	Labour markets, attract and retain talent, forecasting demand, addressing skills gaps, succession planning, employer brand and recruitment. 



Best practice performance management, how to handle difficult conversations, importance of performance management during probation period. 
Acas Code to be followed during investigations. Best practice. 

	Be able to take a supportive role in development of succession planning and skills gap analysis at Ateb. 



Increased knowledge about performance management which will support my advice given to line managers. 



	April 2020


8th April 2020






April 2020
	CIPD virtual session via MS Teams - Contributing to resourcing and talent planning in the organisation

Webinar: Agile Working during Covid-19






“Burnout” article in People Management magazine (March 2020)
	Demonstrate how I participate in resourcing and talent planning – recruitment. 

To understand how to manage agile working during the pandemic. 





To understand the concept of burnout. Especially during agile working due to pandemic, employees may be at more risk of burnout as they struggle to balance work-life with working at home and new responsibilities such as home schooling. 

	Demonstrating my existing skills through a portfolio of evidence and personal statements. 

Trusting staff to deliver whilst working in an agile environment, providing flexibility to employees especially parents with children at home, different technology to utilise to maximise performance, hosting successful virtual team meetings, maintaining wellbeing and engagement. 

Signs of burnout, burnout statistics, reasons for burnout, tackling burnout. 




	Use my existing skills to contribute to recruitment activities. 

Discussion with line manager. Advice to employees and line managers about managing wellbeing during pandemic and working from home. 




Discussion with line manager, considering introducing a ‘switch off’ to encourage employee work/life balance, encouraging managers to review workloads and changes to employee circumstances during pandemic and promoting a healthy work balance. 

	May 2020



19th May 2020



19th May 2020

	CIPD virtual session via MS Teams - Developing professional practice



Webinar: Managing mental health in the current climate



Webinar – Dealing with the aftermath of coronavirus 





	Benefits of reflection, creating development plans and records. 


To understand how to effectively support the wellbeing and mental health of the workforce during pandemic. 

Considerations when returning to work, such as social distancing measure, staggered shifts etc, to reduce transmission of Coronavirus. 






	Reflection on the course, what I have enjoyed, learnt, difficulties and what I could do differently next time. 


Identifying signs of poor mental health, how to manage situations, tactics to improve mental health in current climate. 


Safe practices, cleaning considerations, clear communications, risk assessments, annual leave accrual, redundancies, open conversations to understand how individuals feel about returning to work. 



	I regularly reflect on experiences identifying what I could change. Continue to update develop plans and records. 

Regularly keeping in touch with employees, open conversation, activities to support healthy wellbeing, regular communications. 

I will be well informed to support implementation of safe working practices such as staggered shifts, spreading out staff across rooms, using virtual technology in offices to maintain social distance. 







Reflection
CIPD (ND) notes that reflective practice is very significant; describing reflective practice as making sense of an experience, transforming the experience into practical strategies and insights for personal growth and to positively impact the organisation. 
When reflecting on my experience, I used Gibbs reflective cycle, as it provides structure to examine my experience identifying positive elements and areas that could be better (University of Edinburgh, ND; MindTools, ND).
Description
I enrolled onto the CIPD Diploma in Applied HR to enhance my knowledge and skills to support me in my role of People Advisor, and to support my career aspirations. This was a 2-year course finishing in May 2020.
Feelings
I have always enjoyed studying and have a desire to continually learn and develop therefore, I was excited to start the course. When I enrolled I only had approximately 5 years of HR experience in junior roles, I was apprehensive about my capability. I quickly felt at ease after meeting everyone and realising many felt apprehensive too. 
Evaluation
I enjoyed the course and the variety of topics which suited my generalist role; I have taken knowledge and skills and proactively applied them in the workplace which has supported my professional development. 
I approached the course positively, carefully scheduling time to remain organised and on-track at the beginning. However, I was naïve and did not fully appreciate the time commitment and the impact this would have on my work and personal life therefore, I struggled to deliver on time as the course progressed.
The course mostly suited my learning style. VARK (ND) strongly identifies my learning style as read/write; I learn best through reading books, handouts and notes, and writing my own notes to make sense of the information. The PowerPoint slides including notes, additional handouts and recommended/core textbooks were helpful and supported my studies well. On the other hand, I mostly found it difficult to actively participate in groups as I struggle to verbalise my thoughts and opinions publicly. 
Had I obtained more academic textbooks, my assignments would be underpinned better and enhance the quality of my work. 
I thoroughly enjoyed the change management module learning about theory, models and change plans; as Ateb is going through lots of turbulent change currently, it helped me connect to my workplace and my new knowledge and skills immediately had a positive impact on my work in this area. I also enjoyed employee engagement as it was interesting and an area I would like to focus more on at work in the future. I struggled to engage with the Business Context of HR module as the content did not interest me. 
Creating a development plan and using ‘on the job training’ opportunities has increased my self-awareness of my abilities and highlighted areas for growth; furthermore, it has been valuable having additional time with my manager regarding my development, as a result my manager has provided more opportunities to gain experience and acknowledges my career aspirations. 
Analysis
CIPD’s CPD cycle includes creating opportunities to translate theory into practice (CIPD, ND); the reason the course has benefitted me so much is because I have been proactive to use newly acquired knowledge and skills therefore, continually developing and gaining confidence. For example, I have created a business report in work, using knowledge and skills to acquire a range of reliable primary and secondary research to support it, which I presented to management and the Chief Executive.
I struggled with time management in the latter part of the course, which was contributed by personal issues and a heavy workload at work however, on reflection I could have been more proactive in planning time and motivating myself to maintain good progress. Alternatively, accessing student support for advice and guidance. 
On reflection the Business Context of HR module was very informative and the PESTLE analysis made me explore areas of my organisation which I would not usually need to; had I acknowledged the learning opportunity I may have been more engaged therefore, in future when I am disengaged from a topic I will explore the benefits to raise self-motivation and engagement. 
I found the academic textbooks expensive which I could not justify purchasing for each module. However, I should have made better use of the University library and explore second-hand buying options.
Conclusion
I recognise the value of attending and completing the course and I have seen personal and professional growth in myself, which encourages me to continue my learning and development journey to achieve my career goals. I will seek opportunities to learn and develop in work, continue to read HRM publications and books and attend training.
I will continue to regularly assess and plan my development, to grow in my weaker areas, developing new skills to support my HR role. I will complete a new CIPD Profession Map assessment when I finish the course to identify gaps and development ideas. 
I recognise my time management failure therefore, in the future I will make every effort to effective plan time to meet deadlines, considering different approaches to also attempt to maintain a healthy work/life balance. 
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