
DRIVING YOUR DEVELOPMENT
Scenario Reflections and Personal Development Plan



About Me
I am an enthusiastic person who likes to do the best I can do for everyone and anyone.
I currently live at home with my parents and hope to buy my own house by Summer 2025.
I enjoy spending my time visiting places around the world, my most recent holiday was New York at Christmas time.
I enjoy spending my time singing to myself and being in my own world as a form of escape...

Professional Development
From 2013 - 2016, I studied in the University of Wales, here I was able to lay the foundations of my HR Knowledge and achieve my CIPD Level 5 certificate. I have worked in many different sectors since leaving USW for example, care sector, retail, government support and ending up in manufacturing.
At Lincoln Electric UK, I have been able to grow from an assistant to HR Advisor and now in a regional role as the UK HR Advisor, supporting sites around the UK. In 2022, I decided that I would like to study for my CIPD Level 7 and continue to study my Masters. Whilst this is professional growth to enhance my career, it is also a personal goal of mine to achieve.
I enjoy most aspects of HR and really enjoy training and engaging employees. This allows me to see results of my efforts.











Reflective Model
Gibbs’ Reflective Cycle uses six stages to focus on a specific situation to help understand experiences and build the necessary leadership skills (Wallbridge, 2022). As Wallbridge (2022) sets out the advantages and disadvantages, it is a clear advantage when using the Gibbs’ Reflective Cycle to be versatile, the structure of the model is easy to follow, and it can be completed throughout any situation. 
Whilst it can be easy to use, the Gibbs’ Reflective Cycle does not allow observations and considerations from others, the reflection model is self-motivating, and by supplying constructive feedback to my scenarios, this will help overcome the disadvantages outlined by Wallbridge (2022). Furthermore, Galli and New (2022) suggests that feelings and emotions need to be considered in the Gibbs’ Reflective Cycle as this adds emotional self-awareness and the monitoring of emotions can be an added tool as a preventative measure for mental health.



















CIPD Core Behaviours
The Profession Map (CIPD, no date) sets out the international standards for people professionals. It includes areas such as core knowledge, core behaviours and specialist knowledge to understand the purpose we set out to achieve whether it is evidence-based, outcomes-driven or principles-led, they can be seen to: 
· Core knowledge – allows a professional to use theory and research to influence and input into HR function.
· Core behaviours – through research and feedback, these behaviours are found to make an effective people professional.
· Specialist knowledge – allows you to apply expertise to make a positive impact in the workplace. 
CIPD core behaviour areas help professionals to work collaboratively, effectively, and inclusively to achieve positive outcomes in the workplace (CIPD,2024g).
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1. Passion for learning and professional courage and influence – Training Programme Review
Description – 
Retention rates in the Rod Casting department have increased evidence shows that more than 60% of their new starters, exit the business (Lincoln Electric, 2023a). Subsequently after conducting exit interviews and having conversations with staff in the Rod Casting department, I identified the training and onboarding was not being followed. If LE UK were to successfully engage with staff, the business is able to give their commitment and organisational identification to staff (CIPD, 2023g), as employees will be able to understand their value and alignment to the organisation. 
I understood the Line Managers were in the ideal position to highlight the desired timescales for a new starter to complete training, whilst identifying any key areas that new employees should be fully trained in. Training targets provide clarity and set expectations to all employees, subsequently if targets are not achieved then the employee will need more guidance to understand the importance of their performance in their role (Saez, 2024).
Also, there were other parties involved in the project to justify a business cause for enhanced pay, ultimately awarding skilled operators a higher rate. I was involved in the project, helping to create a user friendly, digital training record for each employee. Enhanced pay would ultimately be awarded when training targets and the project has been achieved.
The aim of the project was to outline the tasks of each employee in the RC department, by dedicating my time with each Line Manager, we were able to build a business case for enhanced pay to retain skilled operators as research shows hourly paid employees are motivated towards pay than salaried employees (Iqbal, 2017). Demonstrating a link to CIPD (2024d) professional courage standard, I feel that this exhibits standards as I was communicating amongst stakeholders and displaying an influencing approach, I was able to help with the project to align the training through the correct communication channels. 
Following the communication of the pay increases, the work is now underappreciated and not valued because skilled operators feel the percentage increase still does not recognise their skill. Communication in the workplace plays a vital role in cascading the correct message through managers to all employees (Borkowski, 2011).
Feelings – 
During the process, I felt dedicated to the team to provide skills they lacked confidence with, this includes digitalising the training records and automating results in the system. I chose to coach and mentor the team to make them self-aware and how their actions impact other people, I feel that this demonstrates self-awareness of myself and others, exhibiting passion for learning standards (CIPD, 2024f).
I feel like I demonstrated standards in the CIPD (2024d) profession map relating to professional courage and influencing standards as I was able to build a network between stakeholders and exhibit accountability to ensure that the project was led by the team leaders and myself to help improve the learning experience in the Rod Casting department by enhancing the onboarding training experience.
I feel positive about the work put into the project, not only by myself but the team leaders too as they have shown they can help enhance the training experience and share their expertise. 
Personally, the situation demotivated me. I knew that I was in the position to the time and effort that went into the project. I understood that my position allowed me to be involved in confidential discussions outside of the project and I was aware that the manager did not clearly communicate the pay increase as anticipated.
Evaluation – 
I feel the project went well because stakeholders at different levels were able to recognise the issue, they identified what tasks needed to be carried out and we were all able to interact with one another to achieve the same goal as one team, as research suggests teamwork is necessary as it encourages the workplace to have a positive environment whilst also enhancing the group’s performance (Benson, 2022). 
	The negative experience throughout the project was the behaviour of the Rod Casting staff when receiving the percentage increase and not valuing it as we had hoped, a motivating and engaging experience quickly turned in to a demotivating and unengaged experience. If the manager had clearly communicated as advised and expected, it would have clearly set out the parameters of who was having an increase because skilled operators were having a higher percentage due to the skilled role. Research suggests that the importance of communication allows the sender and receiver to both fully understand by using active listening skills and displaying the good use of the communication model (Pract, 2007).
Analysis – 
As LE UK employees demonstrate with their reaction, they exhibit extrinsic motivation whereby they are motivated by tangible rewards such as pay (Mullins, 2019). As Mullins (2019) suggests, many hourly paid workers are motivated by money due to the limited opportunities of career advancements or personals challenges and growth in the industry. This would suggest that the communication didn’t go well due to the topic relating to hourly employee pay, as this group of employees is motivated by monetary rewards their focus is solely on what they will benefit from enhanced pay. 
Conclusions – 
I learnt that this situation allows you to feel empowered and encourages you make a commitment to employee’s development and growth in the workplace, it helps foster a culture where the team can learn new innovative ways of thinking and approaches to what they do in their day to day roles. I feel that this also displays standards in the CIPD passion for learning core behaviour as I am creating tools to help individuals’ growth by enhancing their skillsets for the job (CIPD, 2024a).
Clear communication would have eradicated any ill feeling towards the pay increase as those who were and were not expecting would have been aware. 





















2. Ethical practice and situational decision-making – Return to Work Interviews
Description – 
I identified that managers were not completing return to works and information was being missed out. The managers do not see the importance of conducting return to works sufficiently and in some cases, workplace accidents happen. ACAS (no dateX) sets out that return to works are important, it underpins whether an employee is fit to return to work and establishes whether further support is needed from the organisation to the employee. 
	I decided that the managers needed coaching on completing the return to works so created a workshop to aid the managers with the skills and behaviours they require to question and probe during return to work interviews, ensuring that the managers are having a full understanding of the employees fit state to return to work.
Whilst Indhumathi, Bharathi and Selvi (2022) suggests that good managers demonstrate the values of the organisation, they should favour a good working atmosphere and build inter-personal and intra-personal relationships within the organisation. I find that a few managers at LE UK do not display the values of the organisation through their actions as accidents are happening and the business decisions being made do not reflect what the organisation sets out to achieve.
Feelings – 
I understand that line managers are not aware of employment law and the potential risks it can create in an organisation, but I also feel frustrated when managers do not see the importance of ensuring employees are fit to return to work, this should be a priority for all Line Managers. Understanding the importance of return to works is not obvious but I have conducted return to work training to instil the significance in completing documents to certify the employee is fit to return to work. After conducting the training, I felt accomplished because I had created this platform to aid the managers to better understand the employees’ feelings and wellbeing when returning to work, albeit I feel that this was a waste of time as the managers do not listen and they are still carrying out the return to work interviews as they normally would.
	I feel like I demonstrate situational decision making outlined in the CIPD (2024f) core behaviours by using evidence based decisions and evaluating the decision to mould the future processes and procedures in LE UK. I displayed this by identifying a root cause to capture potential workplace accidents prior to them happening by creating a robust return to work process. I also feel that I display ethical practice standards (CIPD, 2024c) as I have demonstrated through the delivery of my training to Line Managers, showing how I was able to coach and help the group to consider future decisions by explaining how they can affect the business.
Evaluation – 
Allowing people to talk about the risks and the realisation of what it could mean to the business allowed me to finalise the task. It allowed me to portray CIPD (2024c) ethical practice standards by showing transparency in the process and integrity by promoting professional values throughout the organisation.
	Subsequently, after spending a lengthy period on training the managers still to this day do not see the importance in gathering staff after sickness and they will conduct a return to works, days after the employee has been off sick and submit the forms. Potentially, this will allow the company to miss an opportunity to speak to the member of staff, and, if this is a long-term condition of the employee LE UK have a legal compliance to fulfil a return to work to ensure we are not jeopardising anyone’s disability and offering reasonable adjustments (ACAS, no dateX).
	This also highlights that the absence management system needs to be enforced throughout the site and incorporate the policy each time someone is off sick. Lincoln Electric (2022) operate under the Absence Management policy that states employees will be sanctioned and given a caution for taking too much sickness absence.
Analysis – 
I feel that it did not go smoothly because people are susceptible to change, the process has never been explained in depth and can make Line Manager feel uncertain and that a decision has been imposed without understanding the idea (Kanter, 2012).
I understand that Line Managers have not thoroughly carried out the return to work process but having provided education and training, I feel that I could have provided more communication beforehand, so it did not come as a surprise. As Holzknecht (2007) discusses Maslow’s Hierarchy of Needs theory and the fundamentals of basic human needs, physiological needs are the foundation to Maslow’s theory, but safety is the next basic human need, individuals require communication to be clear and transparent for them to feel safe and happy within their employment.
Conclusions – 
This situation highlighted that individuals do not like change, a process that has not been viewed as an important task for many years is now seen to be adding more work when, evidently, it has not been carried out to the greatest extent (Kanter, 2012). I think if I approached this situation with change management tactic, showing that I was engaged and attending return to work interviews and understanding the Line Managers process, it would have allowed me to empower the managers and would help me provide feedback, emphasised the importance of conducting the return to work interviews.
	Understanding that individuals are apprehensive about change, the educational and training sessions could have been planned and follow up sessions to ensure that Line Managers confidence is booster throughout the processes, aligns the team with the same goals and maintains the skills across the business (Steinmann, Klug and Maier, 2018).























3. Working inclusively and Valuing people – “Can you give me a pay increase?”
Description – 
When I started at Weartech, I became friendly with some. Research suggests that building trust in the workplace can help boost productivity and foster a collaborative workforce (Meinert, 2018). In time, I learnt that my professionalism and my conduct can be misconstrued and manipulated by colleagues S, B and R. This exhibits behaviour to work inclusively with others, demonstrating standards to build relationships across the organisation and to collaboratively help the organisation work better together (CIPD, 2023a), as S, B and R were working in main functions, I knew I would have to collaborate with them.
I could see R was having a tough time, suffering with mental health. Adding to this, a few months prior, her teammate resigned, leaving R as the sole Purchasing Administrator, the increased workload added pressure and she found it difficult, as a result, she felt that she was entitled to a pay increase. For that reason, research conducted by Harter, Schmidt, & Hayes (2002) states that by recognising changes in employees, it allows an organisation to take proactive steps to support any underlying issues. As an organisation that promotes wellbeing and advocating employee voice, I advised R to communicate her current working conditions to her manager, demonstrating CIPD core behaviour by displaying acts of valuing people (CIPD, 2023b).
R has communicated the conversation I had with her to S and B. I advised R would need to discuss potential increases with her manager as HR cannot instigate or justify a pay rise for any member of staff in the business. As Workman-Stark (2020) states through research, employees who follow processes feel psychologically safe in the workplace and contributes to feelings of inclusion. R had twisted my words, to the point where S and B (who I thought were friends) ignored me for 2 weeks as they did not agree with what I had apparently said to R about going back on medication, that I did not do. During my conversation with R, I supposedly instructed that she goes back on medication as she is suffering. I understood this was putting me into a position where a conflict of interest was in disrepute, and I understood what that would mean to my career and position within the company.
Feelings – 
The situation at the beginning made me feel uncomfortable as I knew 100%, I carried my job out and advised R as best as I could. I wasn’t aware of the issue until the following day, this is when S, B and R were ignoring me, and I could see a difference in their behaviour towards me.
I felt that S and B were my friends, I felt upset and disappointed as they knew me best and would take time to understand my viewpoint in order to carry my job out. I understood that I could not discuss the conversation as it was confidential and personal to R. A breach of confidentiality could result in a claim to the ICO for a failure to comply with UK GDPR legislation and could result in a fine to the organisation (Watts, 2023). I was ignored and it was an unpleasant atmosphere to work in as I felt personally ignored and demotivated, I knew that I could not clarify a pay rise for R.
Evaluation – 
R’s explanation of the conversation was misconstrued and indicated to S and B that I told her to start taking her prescribed medication again. Following the initial conversation, two weeks past and I was made to feel so uneasy throughout this time, I tried to open a conversation with everyone involved to resolve the issues and I wanted to understand what went wrong. R started to blame S and B when I challenged her, when I tried to communicate with S, they got confrontational whilst raising their voice, this was unnecessary behaviour as they did not have the entire story. S was also a manager that contributed angst and did not exhibit qualities of a manager as set out by Tsang (2019) who defines the qualities of a good manager. If all parties involved were honest, then the situation may not have escalated.
Analysis – 
Not understanding the whole situation and listening to one side of the story made the situation worse, I understood that I could not discuss confidential issues as set out in the ‘Data Protection Act’ (2018), but this proved difficult as I was in the firing line for something I did not say or do. I knew I had carried my job out to the best of my ability and learnt that I cannot trust people to build relationships within the workplace without taking advantage. I understand that ethically, workplace friendships can sometimes be a risk, personally and professionally. Making sense of the situation, boundaries were crossed, and the potential risk of an ethical breach was evident. 
Conclusions – 
I have learnt that not everyone can be a friend, the importance of being in my role and having separate friendships as people will take advantage. Learning skills like resilience and patience within a situation like this, helped me to stay focused and to put my frustrations into areas of my work where I can outshine and make an impact. I demonstrated humanity as I displayed fairness in my approach to R, enabling her voice and developing people to work together (CIPD, 2023b). Albeit this may not have had the outcome as I intended.




4. Commercial Drive and Insights Focused – Employee’s Voice
Description – 
LE UK’s absence percentage is very high at 3.9% (Lincoln Electric, 2023b), this isn’t widely known through management levels, but it is causing issues. I was approached by a member of staff who works in a particular department, this department is suffering with workforce manning due to absences and holidays. The CIPD (2023c) explains workforce manning can help reduce costs, offer flexibility within the team and helps identify strategies to help employees who wish to develop. They felt that the department is suffering but their Line Managers were not listening. The Line Managers were blaming HR due to the lack of recruitment, but this was not the sole reason for the issues in the department. Research suggests that out of 1,011 HR experts and 2,027 adults, more than 36% of businesses increased their recruitment in Q3 2023 and subsequently, the hiring time has increased to 6.1 weeks (Yonak, 2023). This shows that the decrease in workforce manning is not suffering due to recruitment being an issue, it highlights the culture of the department.
Demonstrating CIPD (2023e) commercial drive standards, it is apparent that I show commercial and customer focus within the organisation as I let the member of staff discuss concerns and voice their feedback to me. They were able to identify what was wrong in the department. Throughout the discussion, I feel that I was using the Insights Focused core behaviour as I was taking time to understand the issues, gaining the evidence and evaluating what needed to be done next (CIPD, 2023d). Also, displaying an element of customer focus as I was taking time to understand the current and future needs of the department to effectively help the department gain future success (CIPD, 2023d). This shows that by understanding the department needs, I was able to understand the root cause of the absenteeism and the low headcount throughout the department so that it can run efficiently.
Feelings – 
During this discussion, I knew that things had to change due to the morale and the engagement of the team. I felt that it was my duty to feed back to Senior Management how the employees were feeling in the department as this is supported by the role of HR. Maslow’s Hierarchy of Needs sets out the needs of employees, I feel that Lincoln Electric need to cement the physiological and safety needs of the employees to ensure the working environment can provide the basic needs (Sharma, 2021), this allows the employee’s to receive the fundamentals needs from the organisation before complex demands. I feel that the Manager is not listening to their employees, and it is causing unrest and erratic behaviours in the department, in turn, HR receive the brunt of unrest from the employees. I feel HR’s voice is not valued and the profession of HR is not understood in order to provide help and support. I feel this is a risk to the business as the potential to lose employees and increase the risk of absenteeism is high, this is why I feel workforce planning is a good tool to implement as it can positively add value to the department (CIPD, 2023c). By listening to employee voice, this allows Lincoln Electric to create a better workplace and encourages employees to become better engaged (Brown, 2018), the impact of not listening to employee’s voice would become very intrinsic to the department running efficiently.
Evaluation –
It was good that the employee felt they could voice their concerns to me, but I hoped that Senior Managers would listen to understand and want to show that we are listening to the employee’s voice. I understood the situation because I observed high levels of absences and disciplinaries from that one area, research suggest by CIPD (2023f) organisational data can help determine the key causes of problems and to help implement solutions. As I am able to evaluate evidence and identify connections in my finds, I feel that this demonstrates standards within the Insights Focus CIPD core behaviours (CIPD, 2023d) there does not seem to be structure or support there for the employees. Structure and support can positively affect the employee’s wellbeing (The Wellbeing Thesis, 2023) and the feeling of being valued and appreciated.
Analysis – 
The knowledge I gather from the situation shows evidence that the manager does not have people management skills but rather, holds experience in the roles of the department. The Peter Principle is a tool used to help identify individuals in an organisation where individuals are promoted through technical expertise and length of service rather than the required skills and aptitude for the role (CFI, 2023). 
Senior Managers have a long-term relationship with the department manager, they do not want to upset the department manager as there are identified emotional ties, the manager has put untoward stress the on the department due to poor decision making and behaviour. Bad management can impact a business, evidently showcasing the employee’s taking increased sick days, miserable workers, loss of good staff and overwork team members (Porter, 2019).
I sense that the employees feel they do not hold a valued space within the department as they do not get listened to by their manager. The culture of the department is suffering due to no visible management in the area.
Conclusions – 
I learnt that the employees felt that they needed structure and support from their manager, hence, why they felt they did not have support from the organisation. I understood and highlighted how this could be a risk to the business as this department is the ‘bread earner’ of the site, it holds the most potential for growth in terms of customers. I feel that I demonstrated elements of CIPD’s Commercial Drive core behaviour throughout this process as I made sure my customer (the employee) felt listened to, I displayed risks to the business as staff turnover would increase resulting in increased costs of recruitment, identified training in areas for Line Managers and finally, I felt that I demonstrated personal resilience as it was my responsibility to deliver the feedback and voice of the team to Senior Managers (CIPD, 2023e).

























Personal Development Plan
	Action
	What do I want to learn?
	What do I have to do?
	What support and resources will I need?
	How will I measure my success?
	Target date for review?

	To study the Harvard Model of HRM
	Focusing on people releases the hard view where HRM is driven by results and KIP’s. The soft models are used to help nurture the culture, motivate employees and help changes people’s attitudes (Vulpen, 2023).
	I will need to allocate and organise my time to research the topic. Allowing me to do this will hopefully help me to adapt and adopt to scenarios in the business whereby I can apply the soft HRM model.
	I will need allocated time to spend research the Harvard Model of HRM and time to apply that to the workplace.
	The level of engagement from employees.
	January 2025

	To operate within the Kurt Lewin’s Change Management Model
	I would like to operate within my role of HR, demonstrating the Kurt Lewin’s model (Hicks, 2024) by doing the following:
1.Prepare – 
to understand how things currently work and understand what needs to change.
2. Implementation – 
to clearly communicate the change, provide education and training whilst provide my support and coaching to the Line Managers.
3. Review – 
create a strategy ensuring that the changes stick, and the process is being reviewed, providing feedback to all Line Managers so that they understand where we needs to enhance their skills and confidence.
	I will need to take time to research the change management theory and it will allow me to display CIPD’s situational decision making standards showing my adaptability in the situation, I identified the issue and was able to create training and deliver a service to ensure we are legally compliant and limiting the risk within LE UK (CIPD, 2024f).
	I will need support from my colleagues in order to fulfil the change management process as I will be intending to change the morals of managers through change.
	Reduced number of accidents within the company.
	August 2024

	Training for difficult scenarios and communication
	I want to learn how to deal with difficult scenarios when I do not feel comfortable in the situation. I think knowing how to communicate in a difficult situation with difficult individuals will help my development and confidence for future conversations.

The ACAS (no dateY) training provides the learner with skills and tactics on addressing sensitive and emotive issues, whilst remaining calm and consistent.
	ACAS (no dateY) provide training for ‘Having Difficult Conversations’ face to face in Cardiff. I will need to sign up to this event and attend.

I will also need to think of examples when going into the training that I can reflect on once completed.
	I will need time off from work in order to attend the training session.
	I will measure my success by using feedback and reflection tools, I will need to clarify and understand both parties’ perspectives, offer a resolution and determine whether behavioural changes have taken place.
By following up the conversation at a later date, I am able to measure the long-term impacts, whether positively or negatively.
	10th October 2024
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