BS 2908 Employee Resourcing and Development

    Assignment 2006 – 2007
Since the beginning of the 1990’s increasing numbers of  organisations and professional bodies have developed frameworks within which staff or members are expected to engage in a process of Continuous Personal(or Professional) Development (CPD)  

Assume that you have been engaged to offer advice and guidance to a medium sized company.  The company is located 50 miles south west of London and has grown in the last 10 years from 50 employees to its present 200 staff. The staff are a mixture of those with advanced technical and professional qualifications, others with a sound general education and some post school development, and a small minority who have limited educational attainments and no post school education.  

For the last 3 years the company has employed a professionally qualified Human Resource Manager who is aided by an assistant who is designated the HR Administrative Officer.  

The company is aware of the enormous pressures on the organisation arising from national and international competition, the pace of technological change, and the high expectations of customers. All of these have lead to awareness by senior managers of the need to have staff whose knowledge and skills are developed and maintained to a high level 

The HR Manager is proposing to introduce a policy that will make Continuous Personal Development a requirement for all staff. The manager is aware however that bringing in such a policy requires careful thought and planning if it is to bring real benefits to the organisation and its staff.

Your task is to prepare a briefing to the company that considers the following issues and makes appropriate recommendations.  Each issue is of equal importance  

· The case for applying the policy to all staff, or to specific staff groups.

· What action should be taken by the company to assist in gaining the active commitment of managers and employees to the proposed policy?

· What other aspects of HR policy and practice will need reviewing as a result of the introduction of CPD, and what are the key issues?

Word count - 2000 words + or – 10%             Hand In date – 24th August 2007
Assessment criteria

- A critical awareness of the theory and debates relating to CPD

- An understanding of the links between CPD and other aspects of HRM

- Application of theory to the specific situation of the organisation

- Analysis and recommendations supported by evidence derived from authoritative 

   sources

- Presentation and organisation of the paper

Note It is not necessary to use a formal report structure. However the paper should adopt a business like style as opposed to an academic essay.   
Continuous Professional Development Report
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Continuing Professional Development (CPD)
1.0
Introduction
1.1
The company is located 50 miles south west of London and has grown in the last 10 years from 50 employees to its present 200 staff. The staff are a mixture of those with advanced technical and professional qualifications, others with a sound general education and some post school development, and a small minority who have limited educational attainments and no post school education.  

1.2
For the last 3 years the company has employed a professionally qualified Human Resource Manager who is aided by an assistant who is designated the HR Administrative Officer.  

1.3
The company is aware of the enormous pressures on the organisation arising from national and international competition, the pace of technological change, and the high expectations of customers. All of these have lead to awareness by senior managers of the need to have staff whose knowledge and skills are developed and maintained to a high level.
1.4
The HR Manager is proposing to introduce a policy that will make Continuous Personal Development a requirement for all staff. The manager is aware however that bringing in such a policy requires careful thought and planning if it is to bring real benefits to the organisation and its staff.

2.0
Aim

2.1
To provide a briefing to the company on the advantages of CPD and make implementation recommendations.

3.0
Objectives

· Make the case for applying the CPD policy to all staff as opposed  to specific staff groups.

· Identify what action should be taken by the company to assist in gaining the active commitment of managers and employees to the proposed CPD policy.
· Identify what other aspects of HR policy and practice will need reviewing as a result of the introduction of CPD.
4.0
What is CPD?
4.1
The definition adopted by the Chartered Institute of Environmental Health (2007) describes the CPD process as: 

 
“The systematic maintenance, improvement and broadening of knowledge 

and skills and the development of the personal qualities necessary for the 

execution of professional and technical duties throughout the practitioner’s 

working life.” 

4.2
CPD is an ongoing process of planned personal growth designed to enhance and realise a member of staff’s capabilities and potential. In particular, this is achieved by obtaining and developing a wide range of knowledge, experience and skills that are not normally acquired during initial training, and which, together, develop individual members’ competence to undertake their work. 

4.3
According to the Chartered Institute of Personnel and Development (CIPD) (2007):

 “CPD isn't a fixed process, although there are certain basic processes. Fundamentally, it's a question of setting objectives for development and then charting progress towards achieving them. It's about where a person want to be, and how they plan to get there. The approach should be based on reflection that focuses on outcomes and results, rather than 'time spent' or 'things done'.”
5.0
Types of CPD 
5.1
John Greaves and Andrea de Naron (2007) identify two possible types of CPD.
5.1.1
CPD1: Ticking boxes; going on work-related training courses; recording your personal progress in an evolving portfolio; discussing it with your line manager and sharing new ideas with your department and other colleagues.

5.1.2
CPD2: Continuous improvement by actively taking charge of your own learning, reflecting, sharing and seeking to improve, via self-training, research, two-way peer coaching and participation in training courses with a view to increasing skills, knowledge, motivation and productivity of yourself and others in the workplace.

5.2
These might look the same, but there is a difference. The first is systems-led and the second is personally led. There does not have to be an exclusive choice between either CPD1 or CPD2 because it is not so black and white.
5.3
The problem lies in the fact that CPD1 is a part of CPD2, but unfortunately it can takes over in a world of evidence and jumping through hoops to meet targets, with limited time.

5.4
CPD2 is the model to aspire to. This takes action, responsibility / ownership, motivation and direction. CPD1 is a part of it, but must not become the whole.
6.0
Benefits to Staff and the Employer of the CPD Process 

6.1
Benefits from the CPD process are experienced by both the employee and the employer. 

6.2
The Birbeck University of London, Business Relations Unit (2007) recommends the CPD Scheme be used by all members of staff on the following grounds: 

· boosting the productivity of employees in their existing jobs;
· multi skilled staff, enabling employees to perform a wider range of jobs;
· increasing the innovative ability of employees;
· improving employees' commitment to the firm;
· fostering the culture of the firm, and helping to attract and retain employees of good quality;
· implementing change;
· preparing employees for promotion.
6.3
Although the company employs individuals of vastly differing skills and abilities, CPD does not require everybody to be at the same level at the same time. It is individual specific. Therefore, no matter where the starting point, all can improve their skills and abilities.
6.4
Ensuring all are involved has the added benefit of preventing the creation of an elite of privileged staff allowed to partake in CPD, with others being left behind. This could have an undesirable affect on overall morale levels in the company.
6.5
Organisational priorities may well conflict with individual wishes in terms of personal career plans; hence the need for flexible programmes and a range of opportunities. CPD opportunities ought to form part of staff appraisal and counselling schemes and may well act as incentives in retaining or recruiting quality staff.

7.0
Implementing the CPD Process
7.1
It is recommended the CPD implementation process is based upon the Hampshire County Council Emergency Planning Unit implementation strategy(2007).

7.2
Effective implementation of the CPD process will require the full support of all management levels. It is vital senior management set the corporate policy and give it their full backing.

7.3
It is envisaged the Human Resources department will prepare and present a policy and strategy document to the senior management team for ratification.
7.4
Part of the strategy should include the senior management team creating and nominating representatives to sit on a group which has the portfolio to champion and implement CPD.
7.5
The membership of this group should include a full cross representation of the organisation. It is extremely important the organisation as a whole is responsible for promoting CPD. It should not be an exclusive responsibility for the HR department.

7.6
The CPD group should focus on the following targets:

· Briefing of senior & middle management – top down role out.
· Change the culture of the organisation – make CPD second nature.
· Make information about the progress of CPD within the organisation available to all staff.
· Promote the benefits of CPD to employees – it is worth the effort.
· Encourage management to champion CPD and not see it as just another unbeneficial task.
8.0
CPD Activities 
8.1
The Chartered Institute of Environmental Health (2007) indicates the following activities as contributors to the CPD process: 

· Educational courses directly related to the relevant profession;
· Educational courses leading to qualifications/ awards in subjects contributing to the provision of relevant services; 

· Short courses, seminars, workshops, conferences, etc directly related to the relevant profession or contributing to the provision of services; 

· Distance learning courses, self-learning packages and Open University courses;
· Completion of Employer and Professional Body CPD assignments; 

· Supervised academic research directly related to the relevant profession;
· Paid research;
· The preparation and subsequent presentation or publication of papers;
· Properly organised and structured in-house workshops on profession related issues; 

· The professional / educational and / or technical elements of properly convened meetings of a Professional Body.
· Properly constituted and convened meetings of Professional Body's technical / working groups;
· The advance preparation of a personal development plan;
· Educational courses leading to awards in subjects indirectly related to the relevant profession;
· Short courses, seminars, workshops, conferences which are indirectly related to the relevant profession;  

· The ordinary business element of properly convened meetings of a Professional Body; 

· Educational courses in European Community or other minority languages in use in the U.K;
· General day to day up-dating on professional matters including the reading of professional journals, papers and articles.
9.0
The Role Of The Individual Member Of Staff
9.1
The individual ownership of professional development is essential. Only the 

individual can decide how serious they are about the profession and what their own professional ambitions are. It is also their responsibility to assess their professional development needs, discuss these with their employer, undertake the appropriate development activities, reflect upon these activities and record the outcomes. 

9.2
Members of staff should be encouraged to draw up a personal development plan in order to meet their own career development needs. 

10.0
The Role Of The Employer 
10.1
The employer is a key beneficiary of CPD and as such should perform the role of leading and supporting professionals in their development. There are significant business benefits to employers by individuals undertaking CPD, so it makes financial sense that employers assist the process by linking their organisation’s business plan to an individual’s CPD activities. 

10.2
In order to provide an effective service, employers need to ensure that their staff are not only up-to-date, but are also developing new skills and knowledge and engaging in activities such as research or the monitoring and appraisal of the work of the department. Employers have the right to expect their employees to maintain acceptable levels of professional competence and, hopefully, will provide the framework within which some of the CPD activities which maintain that competence can take place. 

10.3
Whilst the responsibility for undertaking CPD rests with the individual, the process must be a partnership between the employer and the employee. 

10.4
Some CPD activities need to be resourced in terms of both time and money, neither of which are in unlimited supply. Hence, employers/ managers need to establish priorities for resourcing CPD activities. The priorities ought to reflect a range of opportunities and possibilities rather than just providing a list of courses which might be attended by staff. In particular, the Chartered Institute of Environmental Health (2007) lists: 

· Distance learning courses which provide opportunities to acquire skills which cannot be acquired locally and represent a shared commitment between the employer and the individual; 

· Open University courses, which are a special form of distance learning, but which provide the widest range of all study opportunities; 

· In-house training by way of courses, seminars or workshops led by in-house expertise or bought-in local specialists, either of whom can reduce travelling and other expenses; 

· Research projects undertaken by individual members of staff or jointly with colleagues or external bodies such as universities or colleges; 

· Joint training courses with other professions on matters of common interest, e.g., 

environmental impact assessment, advances in building technologies. 

10.5
Obviously, the traditional range of opportunities such as courses, meetings and conferences will have a major role to play in training and CPD, but cost effective alternatives should be considered. 

11.0
The Role Of The Professional Bodies 
11.1
Many professional bodies such as the Emergency Planning Society and the Chartered Institute of Environmental Health are organisations that support professionals from many backgrounds and differing business sectors. They are involved in setting up frameworks that act as a guarantee of best practice and are 

comparable with other professions. Their principal role in CPD is to provide a mechanism to set, monitor and report on professional standards. 

11.2
For example, The Emergency Planning Society (2007) distributes a blank CPD Record Card to all members before the beginning of the calendar year, which members are encouraged to complete and retain with their personnel records. 

11.3
The EPS randomly selects members to submit their CPD Record Cards for 

inspection. By collecting record cards the Society can determine the types of 

CPD members are undertaking and propose ways of improving the CPD that the 

Society can offer members. Members are not specifically targeted, but are randomly selected from the EPS’ database. 
12.0
Aspects of HR Policy and Practice that will Need Reviewing

12.1
Redesign.

12.1.1
The present staff resources of the HR department may be insufficient for a comprehensive introduction of the CPD process. It may be necessary to increase the number of staff working in the HR department..

12.1.2
It may be necessary to redesign some HR processes such as recruitment & the provision of HR info & advice in anticipation of increasing staff demand for information in relation to the CPD process.

12.2
Change Management.

12.2.1
HR staff may need training in the most up to date tools and techniques to support the change towards a CPD culture.

12.2.2
HR staff will need to be equipped with the skills to take a hands on role in supporting managers and staff in achieving the culture change.

12.2.3
Forecasting and planning may need new approaches to workforce planning due to an expected increase in retention as a direct or indirect result of the CPD process..

12.2.4
A new HR information framework may need to be developed to improve access to services, guides and policies. This may include the use of ITS.

12.2.5
HR performance indicators may need to be developed to demonstrate the link between people management and positive or negative business outcomes.

13.0
Recommendations
13.1
It is recommended that the company be committed to adopting the process of professional development of all members of staff.
13.2
Senior management should set the corporate policy and give the process their full support.

13.3
Employees are required to exercise due care and diligence in performing their 

duties and to ensure the currency of their knowledge, skills and technical 

competencies in relation to their professional activities. 

13.4
Members of staff should be encouraged to draw up a personal development plan in order to meet their own career development needs.

13.5
Members of staff should undertake 20 hours of CPD activity within a twelve-month period as a minimum requirement.
14.0
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