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Activity 1
Understand the components of a specific HR career development programme 

As part of my HR development programme I am studying for the CIPD Diploma in Applied Human Resources Level 5, this course is a higher apprenticeship programme with Coleg Sir Gar (EV1), the course is delivered by University of Wales Trinity Saint David, the course runs over a period of 2 years (EV2). As part of my studies I have become a student member of the CIPD.  Successful completion of the course will achieve associated professional membership to the CIPD and allow the designation of AssocCIPD title. As a student we must adhere to the CIPD code of conduct (EV3) The course is primarily a remote learning course with monthly workshops held on the St David’s Campus, there are 450 hours of guided learning and this is supported by additional self-directed learning, as advised by the CIPD, the course is made up of 16 modules and provides 90 credits for QCF qualification. (EV4) The course is equivalent to the second year of a University degree.  As an approved study centre for CIPD the course is subject to internal verification from the CIPD to ensure the. Content meets CIPD requirements.

Trinity St David’s provides an induction into the programme (EV5) and contact details for two lecturers to support students through their academic studies, Julie Thomas and Rachel Jones, the lecturers deliver the workshops and provide support and feedback on a regular basis.  The apprenticeship programme provides the support of a training advisor, Carola Platz, who supports the apprenticeship programme and key skills delivery. 

The university utilises a virtual learning environment (VLE) mytsd , which comprises of the following systems
· Moodle 
· HWB  
· Turnitin
· Teams
· One drive

Moodle provides all the course content, a list of reading requirements, examples of previous assignments, copies of the workshops and links to turnitin.  

Turnitin is used to submit course work electronically and provides a tool to check the work for similarity, ensuring work is not plagerised, the university has a policy for students to comply with for their coursework submissions. (EV6) When studying and completing coursework we use the university approved Harvard referencing system (EV7). to ensure we provide acknowledgement of published or unpublished sources work used as part of your submissions. 

Teams is used to contact all students and enable students to chat and ask questions

One drive is a shared drive for students to share information and work with fellow students 

In addition to the systems above all students are provided with access to student information 

· Student finance
· Student discounts
· Student union
· Health and well being
· Library
· Academic support
· IT helpdesk



The university provides details to students on the code of practice (EV8) that each student is expected to consent to prior to commencing study.
Students consent to the University attendance policy (EV9) where all students will commit to attending all classes and tutorials, failure to adhere to the attendance policy may result in disciplinary action against the student and potentially exclusion from the course.
The university is committed to providing an inclusive study environment for all students and. All students are expected to abide by the university code of conduct (EV10)

The university also provides a distance learning guide for students to support them through remote learning, this is specific to remote learners and makes reference to other sources of information available for remote learner students.

The university also provides remote learners with a student support service, whereby the following services are available

· Careers Service; 
· Counselling Service;
· Mental Health Advisory Service; 
· Study Skills Support – advice on studying, preparing and presenting assignments etc. Details of the study skills support available to distance learners are provided on the Student Services webpages at: http://www.uwtsd.ac.uk/study-skills/ 
· Support for students on issues related to pregnancy, maternity, paternity and adoption leave; • Support for disabled students; 
· Financial support (for eligible students) from the University’s Hardship Fund (UKdomiciled students), and the University’s Scholarships and Bursaries package including a limited number of awards for international students; 
· General student finance advice including advice on managing student debt; • Support for international students.

The university provides an IT support service for remote learner students which is available 24/7 365 days, there are 3 ways in which you can contact the IT helpdesk, via telephone, logging on to the helpdesk portal or via email.  There are also virtual guides available for common IT issues.

In addition to online services the university provides access to a library service, there is an online library and the university library.   The libraries provide a resourcing support and borrowing service, in. addition to this library staff are available to support with advice on how to effectively find information and use it ethically. 
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EV1

The CIPD Level 5 Diploma in Applied HR, 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 will enable apprentices to develop knowledge and skills in human resource management, while being employed and earning a salary. Employers will have a chance to expand their human resource function and better support their most valuable asset: their people. The apprenticeship takes two years to complete with apprentices dividing their time between: • undertaking their role • being taught on-the-job (e.g. being trained by a manager) • being taught off-the-job (e.g. attending UWTSD). On successful completion of the CIPD’s Level 5 Diploma in Applied Human Resources candidates are entitled to use the designation AssocCIPD after their name. CIPD professional membership is recognised globally by employers and could help increase earning potential. The apprenticeship will ensure the student receives on the job training whilst studying so they will acquire the relevant experience and knowledge at the same time; something not all students are fortunate enough to gain.


EV2
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EV3
All CIPD Members must commit to upholding and maintaining the standards and behaviours (‘obligations’) set out in our Code of Professional Conduct document. The standards apply equally to all CIPD Members regardless of their level of membership.
These obligations are grouped under four principles:
· Professional Competence and Behaviour
· Ethical Standards and Integrity
· Representative of the Profession
· Stewardship



EV4

Induction Questionnaire
Diploma in Applied Human Resources
April 2020

	
	Question
	Answer

	1.
	When, where and at what time will the course be delivered?
	The course is predominately remote learning course, with a monthly workshop on Trinity St David’s Campus  9.30 – 16.30, and continuous support from lecturers 



	2.
	How many modules form part of the programme?
	16 modules

	3.
	What are the term dates for this year?
	20/4/2020-10/7/2020. 



	4.
	What is Moodle?
	Moodle is the information site relating to the specific course, this provides learning information, reading lists, slides from workshops, submission information for turnitin  and any content relevant to the course, the sections are broken down onto all the relevant modules

	5.
	What is Eduroam?
	Free on-site WIFI. 


	6.
	What is Turnitin?
	This is the programme used to submit assessments to upload to check for plagiarism 


	7.
	Do you know when you are required to hand in work?
	Yes detailed on each assessment guide also on moodle  on course information tile and the lecturer advises on monthly workshops

	8. 
	What are the core texts for this programme?
	Zebra and Lizard Books


	9. 
	Do you know how to access the library catalogue?
	When you have completed your student library card you access through hwb

	10. 
	Do you know who to go to if you have a question/concern about the course?
	Yes Julie Thomas, Rachel Jones or Caolina Platz

	11. 
	What is the name of the Training Adviser?
	Carolina Platz

	12.
	What is the name of the course lecturer?
	Julie Thomas, Rachel Jones

	13. 
	Will you be expected to complete work outside lessons?
	Yes 

	14.
	Do you need to be a member of the CIPD?
	Yes a student member

	15. 
	What support is available for study skills?
	There are essential skills sessions, there are documents and guides for referencing, there is also a group chat


	16. 
	Do you know where the fire-exits and first aid points are for the building?
	N/A until September 2020. 

	17.
	How many credits is the programme?
	

	18.
	What is the length of the programme?
	2 years

	19. 
	Do you know where to find the student handbook and timetable? Where?
	Yes on moodle on course information tile

	20.
	What academic level is this qualification?
	Level 5 – Higher Aprenticeshoip Degree Equivilant



Name:
Signed:







EV5
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EV7
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EV8
UNIVERSITY ATTENDANCE POLICY Attendance is an important indicator of your engagement with and success in your studies. All students are therefore required to attend all scheduled classes and tutorials and Institutes will record individual academic attendance. It is important that: • you familiarise yourself with the attendance policy relevant to you (see https://www.uwtsd.ac.uk/academic-office/other-forms-and-policies/); • you are fully aware of procedures to follow in case of unexpected absences. • you are aware that disciplinary action will be taken for any sustained periods of unauthorised absence. This is particularly important for international students with a UKVI Tier 4 Visa. Failure to adhere to the requirements and conditions of the Attendance Policy will lead to withdrawal from your programme and the University will also inform the UKVI to withdraw your Tier 4 visa sponsorship. Appeal against withdrawal due to poor attendance – Information on how to appeal against withdrawal due to poor attendance is provided on the University’s website


EV9
CODES OF CONDUCT The University is committed to providing all students with a safe and inclusive learning environment where all students have the potential to succeed to the best of their ability. The University expects all students to abide by the Student Code of Conduct (see https://www.uwtsd.ac.uk/studentcharter/). The University also has Fitness to Study and Fitness to Practise Policies (see https://uowtsd.sharepoint.com/student-info/SitePages/Regulations.aspx). In addition, many programmes have a professional code of conduct that you are expected to adhere to. Your Programme Manager will provide you with appropriate details.




























Activity 2
Understand the range of HR roles and behavioral requirements of HR professionals

The CIPD is a body that supports the professionalism of the HR function, according to Lester a professional “makes proficient use of expert specialist knowledge, exercises autonomous thought and judgement, and makes a voluntary commitment to a set of principles.  Such a person need not be a member of an easily- defined profession or of a professional association; it is possible to work as a professional from a set of expertise and skills that is relatively unique to the individual” (Lester, 2010). A profession must be underpinned by a code of conduct and ethics.  The CIPD provides a code of professional conduct which covers

· Professional Competence and behavior
· Ethical standards and integrity
· Representation of the profession
· Stewardship. (CIPD, 2015)

Within an organisation it can be difficult to define the contribution made by HR, we need to move the role from a functional role where we focus on administration-based tasks to a more contemporary role, maximizing personal contribution.  An effective HR practioner will not manage solely to best practice but will lead the team by creating a positive culture and inspiring their teams.  The HR role can be moved from a traditional management role to a contemporary one by adding value to an organization, according to Taylor there are 3 types of contribution that allows HR to add value

· Delivering business objectives
· Providing an excellent administration service
· Acting as a champion for effective people management (Taylor, 2014)

For the purposes of my studies I will be referring to the 2013 profession map, although the C|PD have developed a new version of the profession map in 2018.



The HRPM is a tool that has been developed by the CIPD using research gathered from around the world from all areas of HR from generalist to specialist. The map sets standards for HR professionals throughout the world. and defines knowledge activities and behaviors needed for success in HR.  

the map can be classed as a competency framework for HR.   According to the CIPD the standards set in the map can be used to

· Define great HR
· Diagnose areas of success and improvement
· Build HR capability
· Recognise. Achievement. through professional qualification and membership (CIPD)

The standards set out in the map bench mark capability and help develop HR professionals through the various stages of their career whether they are specialists or general practitioners from band 1 starting your career to band 4 senior leadership roles, the profession map is flexible and can be moved through any sector private, public or third party. The map can be used for individual development, the development of your team or the function in your organisation.

The profession map is comprised of the following 
1. Eight behaviors
2. Ten professional areas
3. Four bands of professional competence

Eight behaviors 
This describes the behaviors required at each level of professional competence

The eight behaviors detailed in the map are
1. Curious
2. Decisive Thinker
3. Skilled influencer
4. Personally credible
5. Collaborative
6. Driven to deliver
7. Courage to challenge
8. Role model


Ten professional areas
This describes what you need to do(activities) and what you need to know at each band of professional competence

The ten professional areas detailed on the map, of the ten areas two are core professional areas
1. Insights, strategy and solutions (core)
2. Leading HR (core)
3. Organisation design
4. Organisation development
5. Resourcing and talent planning
6. Learning and development
7. Performance and reward
8. Employee engagement
9. Employee relations
10. Service delivery and information


The eight behaviors are essential to being an effective HR professional and empower the HR professional to create the right culture for colleagues and add value to an organidation. The behaviors underpin best practice in the HR function.
Curious
The CIPD defines curious as being future focused, inquisitive. And open minded, seeks out evolving and innovative ways to add value to the organisation. (CIPD, 2013) Being curious is about continuous learning and not sticking with the status quo. According to Branson “curiosity belongs at work” Branson describes the need to nurture curiosity and compares curiosity in work to that of the curiosity of a young child, she states curiosity propels us to learn, “When our curiosity is t]ggered, we think more deeply and rationally about decisions and come up with more creative solutions,  In addition curiosity allows leaders to gain more respect from their followers and inspires employees to develop more trusting and more collaborative relationships with colleagues (Harvard Business Review, 2018)

Decisive Thinker
The CIPD definition is someone who demonstrates the ability to analyse and understand data and information quickly, uses information, insights and knowledge in a structured way to identify options, make recommendations and make robust, defendable decisions. (CIPD 2013)
Regardless of the amount of data we have available to analyse there is no guarantee that the amount of data will reflect whether the decision made is correct, the fear of failure can prevent people making difficult decisions. (Forbes, 2019)

Skilled influencer
The CIPD definition is demonstrates the ability to influence to gain the necessary commitment and support from diverse stakeholders in pursuit of organisation value.
There are 2 kinds of influence transactional and transformational, transactional is based on a hierarchy influence from top down and transformational is from a flat base which relies heavily on encouragement to deliver (Harvard business Review, 2020)

Personally credible 
As defined by the CIPD, builds and delivers professionalism through combining commercial and HR expertise bring value to the organisation, stakeholders and peers (CIPD, 2013)
Credibility is essential and becoming an influential leader, you can use the 6 C’s to build and maintain personal 
· Credibility, 
· Character
·  Consistency
·  Communication
· Caring
· Commitment
· Confidence building (Forbes, 2016)

Collaborative
CIPD defines this as works effectively and inclusively with a range of people, both within and outside of the organisation. (CIPD, 2013)
Collaboration is about one size does not fit all, with an ever-increasing diverse workforce and an increase in remote working, this can have an effect on building trust, HR has a role in collaboration however all departments play their part. (Inside HR, 2016)

Driven to deliver
CIPD definition is demonstrates determination, resourcefulness and purpose to deliver the best results for the organisation (CIPD, 2013)
The key to success is accountability, the behavior described is that of ‘completer finisher’ when the desire is to take an idea and translate this into an outcome (Sehsbirawi, 2016)


Courage to challenge
The CIPD definition is shows courage and confidence to speak up skillfully, challenging others even when confronted with resistance or unfamiliar circumstances (CIPD, 2013)
This is about having a seat at the table and having the courage to hold the line on ethical decisions (CIPD, 2020)


Role model
The CIPD definition is consistently leads by example.  Acts with integrity, impartiality and independence, balancing personal, organisation and legal parameters (CIPD,2013)
A role model is a leader who inspires their team to work for them and demonstrates managerial excellence in all aspects of the business. (HR.com, 2018)
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Activity 3
 Be able to manage self and workload to meet performance requirements

Following the planned implementation of a new IT system for payroll and employee information, as a people manager I needed to plan and implement training for all managers within the store to ensure the managers were competent and confident to manage their teams with an end to end process. To complete this project, I followed a specific sequence of steps

Initiation
Planning and design
Execution
Monitoring and controlling
Completion

When managing a project there a set of skills that are required to manage the project effectively
· Planning and organizing
· Time management
· Relationship management
· Budget skills
· Relationship management
· Budget Skills
· Communication styles
· Problem solving

Initiation 
This required me to attend a training sessi0n on the new system for 5 days to ensure I was equipped to train the team.
This involved me communicating the planned change to the key stakeholders providing them with the reason why the business was changing the ways of working and what that meant for them. During this process I utilised the following skills relationship management and communication styles. 
According to the CIPD HR professionals need to be able to influence others to bring about change or gain buy in 
Yemm (2008) indicates that effective influencers have attributes including friendliness, vision, ability to build alliances and bargaining skills.  During their initial brief to ensure the managers buy in we sought a “win win” outcome, this provided the managers with a “what’s in it for me” outcome.


Planning and design
This stage used my planning and organising skills, budget skills as we received a payroll budget to support with the training and problem-solving skills.  The training had to be completed to meet a deadline for the launch of the new system, this required me to plan training sessions taking into consideration any previously planned events, holidays and to minimise the impact on the business.
When planning who would attend what session I needed to look at the preferred communication styles for my team, to ensure the balance was right within the group I also needed to complete my own self-assessment to see what my preferred communication style was (EV10) to ensure I communicated effectively to the team.
When planning the training I used. A GANTT chart to plan each activity

Execution
 This part I. used my time management skills, where I had to ensure each session was kept to time, whilst also allowing the team to discuss and question to ensure their understanding, to ensure the timings were maintained any questions and concerns the team had during the session were placed on a car park, where they would write down the queries and I would review at the end of the session to see if the concern had been addressed or I would follow up on a one to one basis.

Monitoring and controlling
This is where I would get feedback from the team at the end of the training session to ensure they understood the information delivered, I would do a recap summary and ask them questions to ensure understanding.  If there were any problems that could not be addressed during that session, I would plan a follow up session to discuss problems in more detail using problem solving techniques. I used the listing pros and cons method with my team 

Completion
This was to review all activities to ensure all managers were competent and had completed the relevant training.  During this stage I used influencing skills to ensure the managers put into practice what they had learned, I coached them through the live system usage.  This involved me changing the existing culture of HR dealing with people issues and moving to the line managers owning their teams.
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Evidence

EV10
COMMUNICATION EFFECTIVENESS QUESTIONNAIRE

1. I maintain good eye contact and give people my full attention

	Rarely
	Occasionally
	Sometimes
	Frequently
	Always

	
	
	
	
	



2. I smile warmly at people when they appear to want to talk to me

	Rarely
	Occasionally
	Sometimes
	Frequently
	Always

	
	
	
	
	



3. I let people finish what they are saying without interrupting

	Rarely
	Occasionally
	Sometimes
	Frequently
	Always

	
	
	
	
	



4. I show genuine interest when people are talking to me

	Rarely
	Occasionally
	Sometimes
	Frequently
	Always

	
	
	
	
	



5. I encourage people to speak their minds openly and share concerns

	Rarely
	Occasionally
	Sometimes
	Frequently
	Always

	
	
	
	
	



6. I appear in the right frame of mind for all important discussions

	Rarely
	Occasionally
	Sometimes
	Frequently
	Always

	
	
	
	
	



7. My body language is conducive to attentive listening 

	Rarely
	Occasionally
	Sometimes
	Frequently
	Always

	
	
	
	
	



8. I listen enthusiastically and positively

	Rarely
	Occasionally
	Sometimes
	Frequently
	Always

	
	
	
	
	



9. I do not trivialise the ideas or views expressed by other people

	Rarely
	Occasionally
	Sometimes
	Frequently
	Always

	
	
	
	
	























































Activity 4 
Be able to work collaboratively with others, as member of a team or working group

HR professionals often work in teams with fellow HR professionals or other individuals and groups.HR professionals must develop skills associated with collaborative working and conflict resolution.  The use of emotional intelligence is essential and ensure mature communication in a consistent manner.

There are various forms of teams in an organisation including advice, action, project and production teams (Huczynski and Buchanan, 2017)

Teams can be influenced by a number of factors, power, leadership, structure and the nature of individuals in the group. (CIPD)

The term “group dynamics” was coined by Kurt Lewin in. the 1940’s, he noted that within a team people take on distinct roles and display distinct behaviors when working in a team.  Group Dynamics describes the effect these roles and behaviors have on others in. the group. (Mindtools, accessed 02 January 2021)

When looking at team roles there are 2 well known theories, Tuckman’s theory of team development and Belbin’s theory of team roles.

Teamwork does not just happen by placing a group of individuals together with a shared goal, according to Tuckman there are 4 stages of team development, with a fifth being added later in 1977
· Forming
· Storming
· Norming 
· Performing 
· Adjourning (Tuckman, 1965)

Forming stage is when the team starts to develop, and the individuals start to explore where they fir with9in the team, the behaviors in this stage are people will be curious and excited and overly polite. At this stage people will be unsure and quiet and will look for a team leader to direct.

The storming stage is when the members becoming more confident and push boundaries, this stage can lead to challenge and conflict within the team, when each member start to display their true natures and roles within a team, this can lead to clashes within the team and if not kept in check can lead to tensions within the team.

The norming stage is when the team start to understand and respect each other’s roles and opinions, they will start to feel comfortable with each other, they will display honesty and trust and provide constructive feedback to one another.and a shared commitment to the team goal.

The performing stage is when the team starts to deliver and uses the strengths in different roles to enhance the team performance. The members are confident and driven and can often work without supervision.

The adjourning stage also referred to as the ‘mourning’ stage, this is when the project comes to an end or a member of the team moves on, the close working relationships may come to an end and members who like the structure find this time difficult and feel a sense of loss.

The flow through each stage of Tuckman’s model may not naturally work through each stage at a time, a team may slide back through the stages, should something change within the group dynamic.

Belbin describes a team is not just a group of people with a particular job title, he describes nine sets of behaviors within in a team known as Belbin’s team roles.  An effective team must understand each of the roles and each member must complete the individual report.  The nine behaviors do not mean each team has to have nine members, each member of the team may undertake more than one role within the team.  Each role has strengths and weaknesses which must be understood.

The nine roles identified are

Co-ordinator –Needed to focus on the team's objectives, draw out team members and delegate work appropriately.
Strengths: Mature, confident, identifies talent. Clarifies goals.
Allowable weaknesses: Can be seen as manipulative and might offload their own share of the work.
Don't be surprised to find that: They might over-delegate, leaving themselves little work to do.

Implementor - Needed to plan a workable strategy and carry it out as efficiently as possible.
Strengths: Practical, reliable, efficient. Turns ideas into actions and organises work that needs to be done.
Allowable weaknesses: Can be a bit inflexible and slow to respond to new possibilities.
Don't be surprised to find that: They might be slow to relinquish their plans in favour of positive changes.

Plant - Tends to be highly creative and good at solving problems in unconventional ways.
Strengths: Creative, imaginative, free-thinking, generates ideas and solves difficult problems.
Allowable weaknesses: Might ignore incidentals and may be too preoccupied to communicate effectively.
Don't be surprised to find that: They could be absent-minded or forgetful.

Monitor / Evaluator - Provides a logical eye, making impartial judgements where required and weighs up the team's options in a dispassionate way.
Strengths: Sober, strategic and discerning. Sees all options and judges accurately.
Allowable weaknesses: Sometimes lacks the drive and ability to inspire others and can be overly critical.
Don't be surprised to find that: They could be slow to come to decisions.

Resource investigator - Uses their inquisitive nature to find ideas to bring back to the team. 
Strengths: Outgoing, enthusiastic. Explores opportunities and develops contacts.
Allowable weaknesses: Might be over-optimistic and can lose interest once the initial enthusiasm has passed.
Don't be surprised to find that: They might forget to follow up on a lead.

Team worker - Helps the team to gel, using their versatility to identify the work required and complete it on behalf of the team.
Strengths: Co-operative, perceptive and diplomatic. Listens and averts friction.
Allowable weaknesses: Can be indecisive in crunch situations and tends to avoid confrontation.
Don't be surprised to find that: They might be hesitant to make unpopular decisions.

Shaper - Provides the necessary drive to ensure that the team keeps moving and does not lose focus or momentum.
Strengths: Challenging, dynamic, thrives on pressure. Has the drive and courage to overcome obstacles.
Allowable weaknesses: Can be prone to provocation and may sometimes offend people's feelings.
Don't be surprised to find that: They could risk becoming aggressive and bad-humoured in their attempts to get things done.

Specialist - Brings in-depth knowledge of a key area to the team.
Strengths: Single-minded, self-starting and dedicated. They provide specialist knowledge and skills.
Allowable weaknesses: Tends to contribute on a narrow front and can dwell on the technicalities.
Don't be surprised to find that: They overload you with information.

Completer / finisher - Most effectively used at the end of tasks to polish and scrutinise the work for errors, subjecting it to the highest standards of quality control.
Strengths: Painstaking, conscientious, anxious. Searches out errors. Polishes and perfects.
Allowable weaknesses: Can be inclined to worry unduly, and reluctant to delegate.
Don't be surprised to find that: They could be accused of taking their perfectionism to extremes. (www.belbin.com)

Within a team you must be aware of political agendas and avoid being part of them, Horn defines politics as “taking a particular view or position with the intention of personally gaining from that position” 
Political behavior means each team member will behave as allies, opponents, adversaries, bedfellows or fence sitters (Horn, 2009)
Political behavior can lead to healthy or unhealthy competition and can have an impact on a team performance by generating conflict.

References
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Activity 5
Be able to apply CPD techniques to devise, implement and review a personal development plan

Introduction
During this activity I will undertake a self-assessment against a section of the CIPD profession map at band level 2, for the purpose of my study I have used the 2013 profession map, however I am also aware there is a 2018 profession map.  

The purpose of this activity is to identify my personal development needs and to devise a development plan to detail my objectives needed to address my development need.

Continuing professional development is important to ensure HR professionals keep their skills, knowledge and abilities up to date.  CPD is about learning and putting that learning in to practice in the workplace (CIPD, 2018)
CPD is “the maintenance and enhancement of the knowledge, expertise and competence of professionals throughout their careers according to a plan formulated with regard to the need of the professional, the employer, the profession and society (Madden and Mitchell, 1993)

Findings

When managing my CPD I have followed the 5 stages as described by the CIPD
· Identifying learning needs
· Drawing up personal development plan
· Embedding reflective practice
· Identifying support
· Overcoming barriers

The areas of personal development I have identified from the HRPM 2013 are

2 Professional areas

Leading HR (core)
Learning and development


2 behaviors

Personally credible
Collaborative

According to the CIPD there are several options for personal development these are 
· Formal study
· Vocational training
· Seminars
· CIPD branch events and conferences
· Sector / industry events
· Literature
· Networking Events
· Work shadowing
· Coaching and mentoring at work

For my development I have selected the following options for my development
Formal Study which will be the completion of my CIPD Level 5 programme
and coaching and mentoring at work, which will involve my line manager as regional people manager, who is already CIPD qualified, providing feedback on a monthly basis, as to how I put into practice what I have learned from my formal studies.


To develop my personal development plan, I have followed the 6 steps set out by the CIPD

1. Conduct a personal skills audit
2. Set objectives
3. Select Opportunities
4. Identify Actions
5. Implement and progress
6. Assess outcomes
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Timetable – CIPD Diploma in Applied Human Resources – Cohorts 3 and 4 
 
Cohort 3 started April 2020 
Cohort 4 start September 2020 
 



Date of 
Workshop 



Name of Module CIPD 
Code 



University 
Module 
Code 



Submission 
Date of 
Assessments 



Method of Assessment 



23rd 
September 
2020 



Induction for 
Cohort 4 only 



N/A N/A N/A N/A 



30th 
September 
2020 



Using a Research 
Approach in HR 



5CIHR BMPD5002 Part One -
19/10/20 
Part Two – 
5/7/21 



Part One - Written 
response.  
Part Two - Research 
Report. 



21st 
October 
2020 
 



Developing 
Professional 
Practice in Human 
Resources 



5CDPP BMPD5000 4/1/21 plus 
submission of 
updated 
Personal 
Development 
Plan in March 
2022.  



Portfolio of Evidence 



25th 
November 
2020 



Understanding the 
Contemporary HR 
Function 



5CMHR BMPD5003 1/2/21 Slides and notes pages 



December 
2020 



No workshop – 
optional 
tutorials/skills day 
will be offered 
instead.  



    



6th January 
2021 



Understanding the 
Business Context 
of HR 
 



5CBIC BMPD5001 1/3/21 Written report, analysis 
notes 



3rd 
February 
2021 



Understanding 
Employment Law 



5CELW BMPD5004 19/4/21 Written answers to 
questions 



3rd March 
2021 



AM: 
Understanding 
Employment Law 
PM: Recap on 
Research Report 



5CELW BMPD5004 19/4/21 See above 



24th March 
2021 



Understanding 
Coaching and 
Mentoring in the 
Organisation 



5KDCM BMPD5009 17/5/21 Briefing paper 



5th May 
2021 



Contributing to 
Coaching and 
Mentoring in the 
Organisation 



5ADCM BMPD5014 5/7/21 Portfolio of Evidence 



9th June 
2021 



Understanding the 
Link between 
Individual and 
Organisational 
Performance 



5KIOP BMPD5006 13/9/21 Slides and notes pages 



7th July 
2021 



Contributing to 
Improving 
Organisational 
Performance 



5AIOP BMPD5012 13/9/21 Portfolio of Evidence 
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