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“A university education isn’t just about getting a degree – it’s about preparing you for the world and beyond” (Newcastle University, 2013)
Introduction
The Level 7 CIPD course has developed my knowledge and abilities within key areas of being an HR professional, and without doing so, I do not feel I would have been considered for the promotion of the role I am in today.
The organisation for which I work for is Coleg Ceredigion and Coleg Sir Gar; a Further Education College with 7 campuses located between Mid-West and South Wales.
[image: ]My role as an HR Partner is crucial to improving relationships and collaboration; working with leadership teams to assist with implementing change and HR strategy (CIPD, 2021a). HR Partners at the college are assigned management and campus groups and liaise with fellow Partners in order to meet the HR and organisational goals.
The blogs found on this site are based on my reflection of the course and how I have developed skills for business leadership.
Reflection is an analysis process to understand what occurred in specific circumstances. To assist with my reflection on my Level 7 studies, I will follow Gibbs (1998) reflective cycle. This reflective model consists of multiple stages that encourages thinking systematically when reflecting experiences.

About me
I am CIPD Level 5 Qualified and currently working towards my CIPD Level 7 Qualification. 
I have over 4 years of experience working within HR with roles varying from an HR Administrative Assistant, Assistant HR Officer to more recently, HR Partner.

Investigating a Business Issue: Menopause in the Work Place
Scenario 1: Investigating a business issue
LO3: Make sound and justifiable decisions and solve problems more effectively
LO8: Demonstrate competence in postgraduate skills

Description
According to Watson and Reissner (2014), decision making and problem solving are essential practices in managerial and leadership responsibility. Decision making is described as choosing a course of action for multiple options. Whilst problem solving involves analysing a problem to determine the cause, then exploring solution and evaluation the most suitable.
Prior to my CIPD studies, decision making and problem solving had never occurred to me as being vital elements of an HR professional, and that there was more complexity to these practices than I had first thought.
My abilities to effectively problem solve and make sound decisions developed as I began my career within HR, however, my knowledge and understanding of the importance and process involved were established once commencing my studies. I had never undertaken studies of this level which resulted in educating and familiarising myself with these terms to ensure critical thinking within my assignments.
During the Summer months of 2021, as part of a post-graduate project, I undertook research into how the menopause impacts working women and how this can be positively managed at Coleg Ceredigion and Coleg Sir Gar. The decision to research into this topic stemmed from the increase in publicity and media attention the menopause is currently experiencing (Frostrup 2021, Forbes 2021, Newson, 2021 and ScienceDaily 2021), and how little the college seemed to have in terms of support and resources for women at this stage in their lives.
This research involved both primary and secondary research; analysing the qualitative and quantitative data collected and reviewing published literature and theories. This enabled me to conclude and create appropriate evidence-based recommendations to propose to the College’s Executive Team.
The process of this research highlighted the need of ethical consideration in decision making. The CIPD Map (2021e) emphasizes the need of maintaining ethical standards and behaviours and Horn (2012) states that pieces of research all have ethical implications.


Feelings
Before commencing the research, I was feeling mixed emotions of excitement because of the topic, and overwhelmed, due to this being the largest piece of academic research I have ever undertaken, and ensuring accuracy throughout if my recommendations were to be implemented.
A hurdle I had anticipated was the issue of working in an Education establishment where staff are encouraged to take their annual leave out of term time, this resulted in a slight delay in receiving all responses to my primary research; adding to the pressure of meeting the deadline.
Evaluation
Despite having to adapt my planned time scale around staff being on annual leave, I feel that the overall experience and outcome has been positive. Menopause support groups are now set up, managers are more aware of the importance of having open discussions on the menopause, and an internal policy is also in process of being published.
Analysis
My decision-making skills were tested, to say the least during this research. However, the feedback received suggested that I had used appropriate and justified methods of data collection and appropriate conclusions and reasonable recommendations were made.
There are various models that can be used to support decision-making, one, in particular, is the OODA Loop model (Boyd, 1950). This model encouraged me to think about the different stages involved in decision making; something I have admitted to not previously paying attention to (Mulder, 2017)
[image: ]
To assist with decision-making throughout my research, and to cover all basis whilst thinking critically, I undertook mind-mapping exercises. I am a visual learner and thinking and mind-maps are perfect for that (Buzan, 2010). They begin with one central purpose, in this case, it was potential business issues at Coleg Ceredigion. Off this I was able to add further thoughts, emotions, and ideas as branches. Whilst undertaking the mind-map the number of branches grew; helping the decision [image: ]become clearer and I leaned towards the topic of the menopause.









 Conclusion
I believe on reflection that my ethical, evidence-based decision-making strengthened to assist with solving a business issue. In doing so I was required to conclude with justifiable and realistic recommendations which were drawn based on an effective evaluation of published literature. My understanding of critical thinking was tested here as the arguments of theorists were scrutinized.
[image: ]Within my future career as an HR professional, I may be required to undertake report-writing (CIPD, 2022). The skills adopted during my postgraduate studies will be highly advantageous. My ethical and evidence-based decision-making strengthened alongside my critical thinking, whilst considering the arguments of multiple theorists and literature.
Two of the CIPD’s (2021e) Core behaviours are decision-making and passion for learning. Prior to my studies, my CIPD self-assessment stated decision-making as  ‘emerging’. A recommendation for improvement was to investigate a range of data and information. I believe I have successfully completed this whilst undertaking my research, and now confidently fit into the expectations of an Associate Member. 
The passion for learning behaviour at an associate level suggests professionals immerse themselves with external trends, by choosing a current topic such as the menopause for my research, this suggests I am engaging with the behaviours of an Associate.
Action
To progress on to become a Chartered Member, I would need to connect with other HR professionals to share best practices and regularly benchmark in order to plan and predict for future trends (CIPD, 2021e). Similarly, my decision-making abilities will need to develop by forming justifiable decisions with the consideration of balance and risk whilst acknowledging environmental changes.


















[image: ]Delivering Training & Providing Resources
Scenario 2: Creating a learning resource 
​
LO6: Demonstrate enhanced IT Proficiency
LO7: Demonstrate an essential people management skill-set

Description
Having had IT embedded into most of my primary and secondary education I have always been familiar with traditional computer software, which has always assisted in my work life to date. However, during my studies on the CIPD Level 7 course, my knowledge of wider platforms grew, especially during the Designing, Delivering and Evaluating Learning and Development (DDE) module.
During this module, from working alongside peers, I became more familiar with packages such as Trello and Canva. Trello (2022) is an application used to create task list which can be personalised and shared with colleagues. This function has since become a vital part in prioritising and organising tasks at work, and I have continued to use regularly. Canva (2022) is a graphic design platform and has helped me design visually pleasing posters, documents and presentations. 
A requirement of the DDE module was to design a resource for our organisation after identifying a learning need. Coleg Ceredigion (2022) had recently adopted a new Sickness Absence Management Policy and System, and with social distancing (as a result of the COVID-19 pandemic (Gov.Wales, 2022)), staff within the campus office were working on a rota basis, which meant that not all staff were familiar with the new process and system and how to record an absence. I decided to create a step by step instruction document which could be viewed online or downloaded for later use. To create this, I used the IT skills gained throughout the course, and decided on Canva as the application to present my document.
To ensure that the document was suitable for all, there was a Welsh version and a hyperlink that would take the user to a video demonstration on how to access and use the system (Coffield, 2020).
[image: Learning vs Training: What's the Difference and Why Should You Know]
Feelings
When given the brief of the task, I did not feel too apprehensive as I was happy with the learning need identified and excited to try new way of creating a learning resource. The video demonstration was created using internal resources and the Google suite. Although I was familiar with the google suite as a package I had not created a screen recording before so this was an exciting new challenge. I was also happy playing around with Canva to find the right design and layout that suited the need.
Evaluation
The planned evaluation of the produced resource was to focus on whether accuracy of data input had improved and the amount of support required by HR reduced. This proved to be the case which demonstrated that the resource was effective and that making presentations for people management was successful.
However, as the identified need was to produce this learning resource, it highlights that there was little understanding of the new policy and system and the front end. If more meaningful training was delivered, there may not have been a need for this resource.
[image: ]Analysis
To determine the learning needs, a learning needs analysis was undertaken (CIPD, 2021b). A performance-centred approach looks at the issue’s individuals, departments or organisations are experiencing, and highlights the skill gap (Watson, 2014).
​Based on Harrison’s (2002) model and theory surrounding the learning and development process, I examined what reoccurring issues I was experiencing within my HR role.  
At the time, the inaccuracy with data input on to the sickness absence recording system was reoccurring. The front end of data input is done by staff within campus office, and it is crucial that this is done effectively. With this task being new to employees in that department, it was highlighted that there was a skills gap on how to manage the system. This led to me creating a learning resource; “Guide to recording absences”.
Conclusion
To conclude, I believe that I successfully enhanced my IT and people management abilities within this task. The document produced was fit for purpose and the number of errors and queries that the HR department dealt with reduced. However, on reflection, I would have provided a voice over to the video demonstration to capture all learning needs (Shackleton-Jones, 2019).
Relating my current abilities to the CIPD Profession Map (2021e), I am currently fulfilling half of the requirements of an Associate level professional under the Evidence Based core knowledge, and satisfying all of the standards at this level for the Technology and People core knowledge.
Action
To strengthen myself and to fulfil all of the standards of an Associate CIPD member, I need to make sure that regular meetings are arranged between myself as an HR representative with the Marketing department of the organisation. These meetings can be held to not only continue to develop my IT proficiency, but to also guarantee that I have greater understanding of how best to use social media in terms of branding and worker experience, this will help with recruitment and selection processes.
As well as this, I will provide regular training with Campus Office managers and staff make sure high standard of knowledge is maintained. This would also enhance my skills in delivering quality training.








[image: ]Redundancies 
Scenario 3: Assisting with redundancies
LO2: Manage interpersonal relationships at work more effectively
LO5: Interpret financial information and manage financial resources
Description
Unfortunately, during my time on the CIPD Level 7 course, Coleg Ceredigion (CC) and Coleg Sir Gar (CSG) underwent redundancies. This was my first experience of redundancies but the process opened up opportunities of handling emotion and conflict, clear communication and ensuring ethical practices at all times.
The principal began the process by presenting in multiple staff briefings, and explaining the reasons why redundancies are to occur, and said that at first, the redundancies will be voluntary. Those interested in applying for voluntary redundancy (VR) were advised to submit an application to the Executive Director of HR.
In order for employees to decide on VR, they were invited to make appointments with HR for financial estimation and pension advice. At this point, I would meet with employees and calculate an estimation of their VR entitlement. This resulted in me needing to interpret and calculate financial information whilst monitoring budgets for the Executive team.
Feelings
Being an employee at the college, I could understand and relate to the overall concerns that employees were experiencing at the thought of redundancies. I think this went in my favour as I could openly and honestly sympathise with staff.
As well as that, this was a new experience for me, and one that I was anxious to undertake accurately and correctly to avoid any upset, ill feeling and gaps in the process. I took it upon myself to research redundancies to thoroughly understand the procedures and undertake proceedings effectively (CIPD, 2021c).
Evaluation
The underlying reasons behind this experience was negative, however, the process was managed as positively as possible. The financial goal of the college was reached through VR and no further redundancies were required.
One thing that could be improved was the initial communication. As the college is made up of 7 campuses, the principal undertook staff briefings on each campus in turn, which meant staff were hearing through the grapevine that there would be redundancies before hearing the presentation themselves. Without hearing the information straight from management, many assumptions and rumours were made, which added to the negativity amongst employees.
To improve this, one briefing from the principal to all staff via online meetings could be done, with HR professionals present on each campus to ensure questions could be answered, and put assumptions bed as soon as possible.
Analysis
[image: ]People often associate conflict with matters being out of control and expresses a negative message (Watson, 2014). To understand how to manage conflict and my management style, I completed the Thomas and Kilman (1976) Conflict Style Questionnaire. The outcome of this exercise highlighted that compromising is my strongest conflict management style.
To assist me with my financial calculations, I reached out to ACAS for guidance on redundancies (ACAS, 2022). They produced a step by step guide on calculating redundancy pay which proved very helpful when providing estimations to employees.
Conclusion
Other than having clear and consistent communication, ensuring all decisions and actions are undertaken ethically and correctly can help in managing effective relationships in the workplace. One of the core behaviours in the CIPD Profession Map (2021e) is Ethical Practice. The map and the content of the course has embedded into me that making the wrong decisions, can significantly impact employees and organisational reputation.
Looking at the requirements of ethical practice under the Associate level of the CIPD Map (2021e), I feel that I am delivering these aims on a day to day basis as an HR partner.







Action
To guarantee ethical practices are always undertaken within the college, I feel strongly that HR should raise awareness with managers of the importance of acting ethically, and explain how and what repercussions can occur from not making the best decisions.
I also feel that I need to develop my abilities in having difficult conversations so that I become effective in bargaining situations; currently this is something I need to work on (Thomas and Kilman, 1976).
[image: What is redundancy? | Totaljobs]
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Scenario 4: Becoming an HR Partner 
LO1: Manage themselves more effectively at work or in another professional context.
LO4: Lead and influence others more effectively
 
Description
Following a restructure within the HR department at Coleg Ceredigion (CC) and Coleg Sir Gar (CSG), I was excited to be promoted to HR Partner.
The purpose of my new role as HR Partner is to partner with the academic and business departments of the college, whist providing professional advice and guidance (CIPD, 2021a) The promotion meant an increase in responsibilities which resulted in having to manage my time and prioritise tasks appropriately.
I also have to arrange meetings with management of which I would chair, to identify any departmental needs such as recruitment, advice on processes and sickness and performance management. In previous years, the HR function at CC would often undertake many roles that management would be expected to do. Within my new role, I have learnt to push back responsibilities to managers, which often leads to resistance but mainly having to coach managers on how to handle situations effectively themselves and planning my communication approaches (CIPD, 2021d).
The restructure also opened up job opportunities for administrative assistants. After appointing successful candidates, I had to delegate work effectively to ensure I could develop within my new position. Delegating tasks to new recruits often meant I would coach and mentor them until they are confidently completing tasks without assistance. Until this, I was often working alone so learning how to delegate and mentor was a new experience.
The CIPD Level 7 course in itself has been a test for me; learning how to juggle full time work and also focus on my studies has meant managing my time and prioritising my wants and needs appropriately – getting the work life balance right is important.
Feelings
The promotion to HR Partner was exciting. Prior to this, I was already undertaking tasks within the new job description so it felt like the natural next step. However, it was difficult to learn to let go of administrative tasks that I had always undertaken, but I knew that further admin support was needed within the department, and the change and experience that I would gain from this was very attractive.
Evaluation
The overall experience to date of becoming an HR Partner has been positive. I have built positive working relationships with management which has been beneficial when influencing and providing advice and guidance. The regular weekly meetings arranged with individual managers has consolidated the purpose of an HR Partner and day to day people management issues have been discussed with early intervention, unlike before when HR and managers would meet only when issues became formal.
Analysis
The CIPD Level 7 course has introduced many effective coaching and mentoring models which have proved to be helpful when delegating tasks and influencing managers (CIPD, 2021f).
One of which that I have referred to many a times is the GROW Model (1992) which is the acronym for Goal, Reality, Option and Way forward. 
[image: ]
This model assisted me when working alongside managers in dealing with situations; such as repetitive absences. The goal was to reduce an employee’s sickness absences. The reoccurring absences resulted in the trigger points within the policy being hit. The impact of this negatively effects the smooth running of the departments service delivery. The options to manage this was to deal with informally in the first instance, and if no improvement, manage the absences formally. Through regular reviews, adjustments and support mechanisms, this particular situation has improved.
This model has also proved useful when coaching and mentoring new admin assistants into the department as well as organising my own tasks.
Conclusion
A core behaviour within the CIPD Profession Map (2021e) is Professional courage and influence. This behaviour promotes the need of good working relationships to understand the needs of others and to communicate effectively to achieve positive outcomes. 
On reflection, I feel that overall my ability to manage myself effectively at work has always been strong, however, this course has contributed to me understanding the real importance of getting the balance right. Since becoming an HR Partner, the need for me to lead and influence others has increased, and I often coordinate and chair meetings which requires lots of organisation and planning (CIPD, 2022b). From reflecting on how far I have come, and listening to feedback from colleagues and managers, I feel that I have developed well within this area.
Action
I can confidently say that I am meeting the requirements of an Associate under this behaviour, and to progress on to a Chartered Member level, I would need to communicate with impact and constructively and confidently challenge others. The experience gained by doing this will boost my influential skills.


Development plan

	[bookmark: _Hlk103090357]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

	Learn to make predictions on future trends and how to use these to the department and organisations advantage.



	Attend networking events with other HR professionals, and with professionals within the same sector as me to help with benchmarking.
	Access to online or in person networking events and ability to research into emerging trends e.g. online or via webinars
	To effectively plan for future trends that will contribute to departmental and organisational strategic planning.
	To start attending regular events from September 2022

	Learn the importance of considering external factors when drawing conclusions and decisions.




	Regularly undertake PESTLE analyses.

Consider the findings of the analyses when contributing to strategic planning.
	Access to relevant external information to contribute to analyses.
	Contribute to departmental and organisational strategic plans with the external factors found during my analyses.
	Start in July 2022. Review termly.

	Learn how to utilise social media to mine and HR’s advantage.

	Attend meetings with the Marketing department to gain a deeper understanding on how to utilise social media for organisational branding and employee experience.

	Support from the marketing team, innovative ideas and access to the organisational social media networks. 
	To have contributed to positive and successful employer branding and employee experiences, which will strengthen recruitment processes.
	Meet in May 2022. Review annually.

	Improve my abilities and effectiveness when delivering training.



	Create and deliver bespoke training packages and deliver to relevant areas/managers.
	Time and access to systems to create effective training resources.
	Deliver effective training that will resolve skills gaps and recurring issues. 

Strengthen my effectiveness in delivering training. 

	Complete by Summer 2022. Review termly or as and when required.

	Want to ensure ethical practices are followed within all areas of the college. 
	Raise awareness with managers on the importance of acting ethically.
	Add to meeting agenda’s and discuss in weekly management and HR Partner meetings. 

	Ensure all decisions are made correctly, ethically and fairly
	Starting in May 2022. Review annually. 

	Learn how to have difficult conversations situations and be effective when doing so.
	Attend training on having difficult conversations. 
	Attend online on in person training and put into practice in real life situations.
	Contribute effectively to bargaining situations, pass on skills learnt to colleagues and managers
	Attend training in the academic year 2022/2023.

	Learn to communicate with impact and confidently challenge others to boost my influential skills.

	Involve myself further in meetings whereby I chair the discussion.

Attend meetings that would require negotiation and/or influencing skills e.g. with Unions.
	Time away from day to day role to attend consultation, influential or negotiating meetings to build experience and skills. 
	Feel confident in challenging employees and to improve my influential skills. 
	To consciously start doing so from May 2022.

Continue doing so regularly.
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