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	NAME:
	LAURA WALTERS
	MEMBERSHIP NUMBER:       
	57493192

	COVERING THE PERIOD FROM:
	DECEMBER 2020
	TO:
	ONGOING 



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
	Evidence of Reflection

	INSIGHTS, STRATEGY, AND SOLUTIONS
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.

	Regularly visit the CIPD website (once per week), to keep up to date with new trends and surveys.

Meet regularly with line manager to discuss survey’s which are applicable to my organisation.
	CIPD website

Line management support, link this learning to my own organisation. 
	Being able to explain what I’ve read to my line manager, and hold a discussion on its potential impact on the organisation. 

Whether I make time to review these surveys. 
	Ongoing, review Jan 2021.
	As we move into an, “applicants markets”, as catalysed by the Covid-19 pandemic, it has become more important for organisations to retain their staff as recruitment has become particularly challenging. It has become ever more important to put efforts into training and individual growth. 

	INSIGHTS, STRATEGY, AND SOLUTIONS
Undertake some online research using the CIPD website on the principles of business and HR metrics, and how they can be used to benefit the organisation.

	Look on the CIPD website for relevant articles and further reading. 
	CIPD website

Line management support to discuss ideas re my organisation. 
	Evidence of notes taken during research process. 

Being able to explain what I’ve read to my line manager, and hold a discussion on its potential impact on the organisation. 

	Ongoing, review Jan 2021. 
	Although I found articles on the CIPD website, I found one on the Harvard Business Review particularly interesting. It emphasised that HR metrics are an important method of measuring employee engagement. Employee Engagement is a growing element of HR strategy.

	PERFORMANCE AND REWARD
Research employment legislation around reward and pay (including the Equal Pay Act) using the CIPD, ACAS and other relevant websites.

	Use the CIPD and ACAS websites to gain an understanding of reward pay. Use these to source further reading.
	CIPD website.

ACAS website.

Course, core textbooks.
	Be able to discuss legislation with colleagues with confidence.

Relevant notes collated. 
	March 2021
	Upon completing this task, and from the assignments tasked to me throughout the course, I have learned that reward is not the primary source of reward. I have learned that total reward; reward that includes excellent pay, belonging, an employee voice. I have witnessed this within my own organisation.

	PERFORMANCE AND REWARD
Talk to a reward specialist in your organisation to understand the different elements of reward including job evaluation, fixed pay, variable pay, employee benefits and total reward and their purpose and impact in attracting, motivating and retaining talent.

	Identify who the reward specialist is in my organisation and arrange a meeting. 
	Reward specialist advice.
	Meeting scheduled.

Demonstrate the ability to converse with the specialist on the subject, providing valuable insights as well as the specialist. 
	April 2021.
	I now have a greater understanding of job evaluation and how pay grades are established. We have used practical examples of when jobs have been appealed. 
I also have access to exit questionnaires and use these to assess key trends as to why individuals are exiting the organisation.

	PERSONALLY CREDIBLE
Reflect on occasions where you have been less successful or unable to provide advice and guidance on an issue within your area of expertise. Work to understand why, specifically considering your level of understanding of the issue, as well as the practicality and objectivity of your advice.

	Discuss development areas with line manager. 

Personally, take time to think about areas of development. 
	Line manager. 

Skype – to facilitate the discussion with my manager.
	Meeting scheduled.

Areas where I required development, showing improved performance levels.

	Ongoing
	My role changed as I was on the course from a divisional HR advisor (generalist) into a HR Officer role based primarily in workforce planning. I have sought advice from my colleagues in recruitment, whom I work closely with, on queries I’m unsure of. For example, scenarios where we can appoint individuals without going to advert.
My manager and I also had regular catch ups and discussed this.

	PERSONALLY CREDIBLE
Gain feedback on your expertise within the workplace from a key customer, manager or peer. Pick one development area to focus on. Work to build up your expertise in this area.

	Discuss development areas with line manager and other experienced HR Officers. 

	Skype – to facilitate the discussion with my manager and peers

Line manager.

Divisional HR Officers.
	Skype session scheduled.
	30th Jan 2021.
	Before changing roles a police constable emailed my boss to express their gratitude in me helping them. This individual was experiencing chronic medical issues and I provided them with advice and guidance on the relevant processes and avenues for support. I worked with my line manager – the HR Specialist in Attendance and Performance to develop my knowledge in this area on a regular basis.

	DRIVEN TO DELIVER
Conduct a SWOT analysis on yourself as to the way you approach your work. What are the downsides to your approach? What opportunities does it offer?

	Written SWOT analysis completed.
	Potential line manager support to identify these areas.
	Written SWOT analysis completed.
	March 2021.

Ongoing.
	When I conducted the analysis it was evident that my strengths lie in my people skills. I enjoy talking to individuals and problem solving with them. My weaknesses lie in data and numbers as this is an area I tend to get bored and frustrated with. My new role provided me the opportunity to practice this, with the threat that I would get bored and make mistakes. 

	DRIVEN TO DELIVER
Develop a methodology for keeping a record of your work, particularly any complex projects. Ask your colleagues how they keep a track of their progress, and find a method that works for you. 
	Each project I undertake make a note of the methodology first. Check this with another divisional HR Officer prior to completing the task.
	Divisional HR Officer support.


	Notes taken from Skype meetings.

Scheduled Skype meetings.
	Ongoing.
	I tend to keep notes and make prioritisation lists.
During the Smarter Working project, my manager and I created an actions list to review every week when we caught up. 

	BUSINESS ACUMEN
Understanding your organisation, the commercial context and the wider world of work.
	I assessed external trends and evaluated how they may impact the organisation.
	Various news sites, CIPD, XpertHR, Line manager support.
	E.g. implementing and providing advice and guidance on Covid restrictions
	Ongoing
	The Covid-19 pandemic had major impacts on the organisation when it started. I reviewed Covid abstraction figures, provided advice and reported on data relating to this as it detrimentally impacted our resourcing on division.

	CHANGE
Understanding how to effectively enable change.
	Assist the HR team in implementing Smarter Working into DPP. 
	Support from the Senior Employee Relations Manager and the rest of the Smarter Working team across all workstreams.
	Speed and quality of documents being created, feedback from colleagues including Unions and Staff Associations.
	April 2022
	During the smarter working project I: adapted policy and guidance, created contractual documents e.g. variation letters and liaised with other workstream leads to ensure the project was a success.

	ETHICAL PRACTICE
Building trust by role-modelling ethical behaviour, and applying principles and values consistently in decision-making.
	Giving professional advice to line managers; being clear and consistent. 
	Support from HR managers, CIPD, XpertHR, university lectures.
	Level of confidence I have in answering FAQs.
	Ongoing
	I try and set a good example in everything I do. Conducting myself in a professional manner at all times, being approachable. This was one of my Development Assessment Profile (DAP) goals which I achieved this year.
I also try and be ethical in my advice to line managers, e.g. advertising a post to be fair.

	VALUING PEOPLE
Creating a shared purpose and enabling people development, voice and wellbeing
	Continue to signpost line managers to the relevant resources and departments
	HR managers
	Level of those on supportive plans, OH referrals etc.
	Ongoing
	My role on division often maintained an individuals wellbeing. Whether that was being someone to talk to or signposting them to the relevant service i.e. Occupational Health/Counselling. 
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	MEMBERSHIP NUMBER:
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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?

	
Jan 2021





01/02/2021





14/02/2021




14/02/2021




18/02/2021





26/03/2021




30/03/2021 




31/03/2021


27/04/2021



30/04/2021



10/09/2021




14/09/2021



15/09/2021



September 2021


13/10/2021


October 2021

November 2021

22/12/2021

December 2021


25/01/2022 & 26/01/2022

	
One to one with line manager.





Listened to XpertHR podcast.





Read a CIPD guide on Coronavirus and mental wellbeing.



Read an article on XpertHR regarding the development of reward strategy.



Completed a small project with methodology.





Had a meeting with my line manager.



Job Evaluation Training




One to one with line manager


One to one with line manager



Meeting with L&D Co-Ordinator



One to one with line manager



Hybrid working knowledge sharing event



Recruitment (CVF) Training



Intermediate Excel Training



Information Asset Owner Training


Commenced with Smarter Working project
Learned how to monitor and track Vacancy Request Forms (VRFs)

Assisted with a Job Evaluation

Nominated for Newcomer of the Year at Force Rewards 2021

Recruitment Process Mapping Workshop
	
Discussion of university work and how that relates to DPP.




To gain an awareness of which cases to follow this year regarding case law.





To take ideas to use in DPP with anyone suffering with their wellbeing.


To gain a better understanding of how reward strategies are formulated. 



Forward planning resourcing for SLT and identifying areas of risk.




Discuss development areas.




To train me to carry out job evaluations within DPP.



General catch-up regarding performance to date.

General catch-up regarding performance to date.


To gain a better understanding of coaching and mentoring processes.



Discuss performance in DPP.



Gain an insight into how other forces are approaching hybrid working post-Covid


So I will be trained to assist with DPP recruitment



To enhance my skills and knowledge of the package.


Increase knowledge in this area


As part of new role
As part of new role

There was a requirement for a role to be evaluated and I was both able and willing to assist


Nominated for effort and quality of work

Recruitment was highlighted by staff as an area for improvement
	
DPP is working towards a business partner model, whereby line managers deliver most of the operational HR function.



A better understanding of the tribunal system and the standards we take from the EU.





That everyone will have varying needs and various approaches will need to be adopted to support that person.


That this is adopted to aid the business strategy. 



Better systems needed to speed up this process, as took longer than necessary.




Line manager happy with my progress, I identified an area I wanted to develop in. 



The process of how to fairly carry out JE.



DAP system introduced (record to track 1-1 meetings and performance matters)

Points of contact identified for various queries.


Better understanding of how and when these processes occur.



How the pandemic has affected performance processes.



Phased and flexible approach appeared to be adopted


Why and how DPP score in shortlisting and interviewing.



Various methods of analysing and presenting data.


Definitions of asset owners and administrators and the importance of these roles

How a change process works
How the recruitment process works in DPP.
I built upon my initial training and learned what sort of questions I need to ask during the process.


N/A


What process mapping is and the pitfalls within the recruitment process
	
I will base my research report on this topic, as this is an areas I’m particularly interested in.




I will put this knowledge towards my employment law assignment. I will try and follow these cases throughout the year.





I will bear this in mind when discussing support of individuals with supervisors.


Will discuss with the reward specialist when we meet.





This has been fed back to Workforce Planning as part of a wider project of utilising the iTrent HR system to speed up processes. We are trialling a new “seat” to solve the problem. 




DPP require its staff to complete a Development Assessment Profile (DAP) to show how we reflect and try and develop our skills. I was then able to fill this out.



If there are any roles in DPP that need their pay scale evaluating, I will be one of the individuals trained to do so. 



To add reflective journals, ensuring I continue to develop,


Answer any further queries.



To contribute to my understanding of performance management in DPP.


To ensure performance practices are carried out appropriately in Pembrokeshire division.




To assist in creating the new DPP hybrid working policy


To assist the department in carrying out recruitment.




I can use this to become more efficient in my job.



Ensure I continue to handle data in the correct way.

I will use the skills used here to transfer to new project work in the future
I will ensure all vacancy requests are legitimate and forward to the appropriate forum for discussion.
I will continue to build on these skills when evaluating my next role.



N/A

I learned that there were small improvements I could make in my part of the recruitment process which could help colleagues further down the line. I have since acted upon these suggestions.




REFLECTIVE STATEMENT 
[image: ]It is important to carry out self-reflection to grow and develop. Although on a personal note, workloads have increased and increased pressures placed due to more demand on the police force, I recognise that it is still important to put time aside to reflect on what has gone well and what requires improvement. I used the Gibb cycle, which was originally formulated by Prof. Graham Gibbs in 1988 to reflect (Mindtools) as seen in the image. 
Dyfed Powys Police (DPP) requires its officers and staff to carry out a Development Assessment Profile (DAP). Here, goals for the year are set, formal meetings to discuss performance scheduled, and an agreement between individual and line manager to determine at what level the individual is working at with regards to those goals. This year for example, my line manager marked me as outstanding in being a role model within the force. Upon carrying out the communication questionnaire, my communication style came out as Assertive. I attribute my outstanding to this. I was required to update an evidence basket, complete an interim review and an end of year review. This kept me on target with my objectives.
An example of me adopting the Reflective Cycle is in my new role. I have moved from being a Divisional HR Officer to assisting the Workforce Planning team. As part of this, I am required to quality assure, track and monitor internal vacancies. 
1. During the first month of starting this role I made a mistake on one of the forms. A line manager had put an incorrect job title on the form and I had not noticed. Rather than picking up the phone and telling me, I found out that a colleague had listed it on an issues log instead.
2. My initial feelings were: frustration, anger and disappointment. I was disappointed that I had missed this and angry with my colleague for not raising it with my directly, as I would have been able to solve the situation and learned from it.
3. I evaluated the error and put the error into context. There are numerous other stages the form had to go through before being progressed to advert and luckily the mistake was spotted.
4. I concluded that I required further training and so asked a colleague for assistance, which she kindly provided.
5. I put this new training into action and no longer make these errors. I also invited my colleagues to approach me directly should I make any errors, in our recent Recruitment Workshop, so that I may continue to develop.
I aim to treat all of my colleagues with respect; being open and honest at all times as per the ethical code of the CIPD (CIPD, 2020). I felt this was not reciprocated on this occasion, but in reflecting in how I felt during this scenario, it reinforced the importance of professional communications to me.
One of my objectives was to continue working hard to complete my Applied Human Resources CIPD Level 5 Diploma, which I am on track to do. I have enjoyed the course, though it has been challenging to juggle work, life and the course. I have had to adopt “personal organising” and “team organising” (Horn, 2009, p.1). I have particularly enjoyed the Employment Law module and felt this the module I was able to draw upon the most and apply to my work within the police. I am aiming to complete my Level 7 CIPD qualification but feel that I am too young in my HR career in order to finish this yet. My preference would be to complete a couple more years in an advisory role, where I feel my abilities suit as it stands, and then look to start to course to assist me in moving to the next level in my career. I feel to do this now would be premature. 
With regards to the plan above, I feel I have a much better understanding of reward as I am now trained in Job Evaluations. I feel further development is required in my business acumen. I would like to better understand data to make informed business recommendations to senior management. 
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