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On the job training – Change Management 

In the new CIPD Profession Map, Change is one of the core knowledge areas: https://peopleprofession.cipd.org/profession-map/coreknowledge/change 
1. Evaluate your knowledge, skills and ability in relation to this area, using the definitions from the Profession Map and discuss any development needs with your manager. Record your discussion (300 words approximately). 
Discussing this area of the profession map with my line manager, as I produce the monthly HR report which compiles people analytics, and reviewing the data to pull out key themes and make recommendations which on occasion will be those of change, my line manager feels I am competent in this area. Discussing this area with my line manager, this module has been useful in practice for me to understand approaches to change management, however I still have development opportunities to ensure I involve those directly involved in the process from the beginning of the approach and maintain consistent communication throughout. Whilst I have an understanding of what continuous improvement is and its importance, applying continuous improvement tools is a development opportunity in identifying appropriate tools. Given the most recent change initiative I was involved with and responsible for delivering, the feedback from my line managers and another senior leader was that the communication explained the reasons behind the change and the process well. However, a development opportunity would be having a deeper understanding of how people experience change, and factoring this into the delivery and communications. Within my most recent experience with managing a change initiative, in discussion with my line manager I was able to plan and deliver the change, however there were development opportunities highlighted. I could have interacted with senior management at an earlier stage within the plan. The approach taken was to identify the solution in isolation with the people services and IT team, and communicate this change once the actions had been completed and the survey was finalised. However, on reflection, I would have engaged with senior management during the planning stage when analysing who will be affected by the changes and the potential information and support needs required. Engaging with senior leaders from the beginning of the process through to the end, would have supported maintaining positive working relationships. On reflection, the communication given could have also offered more information and support, perhaps the inclusion of a flowchart on the process. I could have also reviewed additional support such as training or resources for line managers for example on managing difficult conversations within the workplace. More time could also have been spent maintaining momentum, the communication was shared, and followed up with an email confirming participation rates. 



2. Complete a SWOT analysis of an impending change in your organisation. Clearly list the strengths, weaknesses, opportunities, and threats represented by the change. Discuss the HR implications of the change with your line manager and submit a summary of your discussion plus SWOT. (Total word count: 500-750 words approximately). 
Offering a “self-serve” HR Service for management
SWOT Analysis
Strengths
· Ensuring management competence by providing training in all areas of people management and people processes
· Tools, templates and guidance being available online for all management to access, allowing line managers to have ownership and less pressure on the HR team to provide these
· Less administrative work for the HR team
· HR to be an advice and guidance service rather than taking an active involvement in each people related case
Weaknesses
· Line managers may be reluctant to reach out for support from HR
· Line managers may not be competent in areas of people management in which they are dealing with
Opportunities
· Management taking ownership for their people management
· Line manager training and development
· Less demands from the HR team enabling them to provide a proactive service rather than reactive
Threats
· People managers not complying with policy or employment law causing risk for the business.

The proposal for a “self serve” HR service is one where the HR team provide the training, the tools and the guidance for people managers to deal with processes and only escalating to the HR team where it may be contentious. This results in the HR team offering an advice and signposting service in place of taking an active role in each case. Currently the HR team is made up of 3 employees for a growing business of 750 employees. The “self serve” will mean managers have access to everything they require for each people process for example, probationary period; line managers will have received training on recruitment and onboarding and deemed competent in this area. The intranet will then contain the policy and guidance on managing probationary periods, alongside any tools that may be required i.e. letter templates, review documents. 
This is a substantial change, and having discussed with my line manager, will require an in depth change plan which will take place over a number of months and will require heavy resource from the HR team. Together we identified that the plan will include actions such as:
· Ensuring training for all line managers in people practice – identifying training needs analysis and a training solution for each, finding time within the operation to ensure all management can take part, documenting competence within a skills matrix. 
· Conducting a policy review to ensure all policies are up to date and relevant, as we will be directing management to these, and identify a suitable online platform for these to be stored for all to access.
· Conducting a guidance/procedure review – again to ensure they are up to date and relevant, alongside creating management guidance for some of the policies which are not currently in place.
· Identifying all tools required in line with the policy, procedure and guidance documents i.e. letter templates. A review would need to be conducted to ensure all tools were current in line with employment law requirements and also uploaded to a central location digitally. 

3. Create a stakeholder map for communicating the above change (see template on Moodle).
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Stakeholder Grouping

Using the Stakeholder Influence/Interest Matrix, complete the table below. This will help
determine stakeholder’s grouping for change communications.

aKkenolae d e i A akenoiae ouping
HR Team High High ey Players
Senior Management Low High eep informed
Board Members Low High eep informed
All other employees Low Low inimal effort
External — Redkite solicitors High Low eep satisfied|





