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We live in a paradoxical world .....

and one of the key paradoxes is the extent to which we value
something which is evidence based as opposed to something we
feel is intuitively right.

Within HR, this paradox is particularly acute - how do we as HR
practitioners evidence the contribution HR makes to the business? In
learning and development terms this is the fourth level of Kirkpatrick’s
evaluation model.

In a recent article Linda Holbeche, CIPD’s Research and Policy Director,
emphasised that the latest CIPD research project ®

was not conventional
research. She said the aim was to see HR professionals and managers at
all levels on the quest for sustainable high performance in their
organisations, using research to inform practice and vice versa.

" We want to encourage and enable experimentation, shared learning and the vigorous
transiation of effort and energy into projects that count, that drive forward
competitive advantage, sustainable business success and employee well-being."

People Management 24™ July 2008.

One strand of this research is the implication of the shift from training as
a top-down intervention to learning - a process that lies in the domain of
the learner. Of particular relevance to HR practitioners are the research’s
conclusions about the conditions for effective line management
involvement in learning and development.

Both intuition and evidence are of value - often
the research confirms what we intuitively know.
Regardless of an individual’s position or
influence in an organisation, their engagement
with and commitment to learning and
development is a key component of a
successful business.

The theme of this newsletter is learning and
development. I hope that you will find it
interesting and thought provoking.

Sally
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Meet the Team ....
Julia Carden Chartered FCIPD, ACIS

I joined Busec as a PAC Advisor and Assessor earlier this year. In previous job
roles I have always enjoyed being a Line Manager, coaching and developing my
team; as a freelance consultant you do not get the opportunity to do this, so I
decided to become a PAC Advisor and Assessor. I chose BUSEC because of
their reputation in working with and supporting candidates to achieve
accreditation. My career started as a Royal Naval Officer; after 10 years
service I left and became an HR consultant working with the public and private
sectors. Following a career break to start a family I have had a spell back
working for the Royal Navy as a Civil Servant. My career in the private and
public sectors, along with working with the Military has enabled me to
experience a wide and diverse range of HR business, but my specialist area is in
selection, assessment and development. I have
also taught HR programmes at an FE college and
hope to do more work with Portsmouth University in
the future.

Since becoming freelance I have had the
opportunity to work with international organisations
and have enjoyed the challenge of conducting
development coaching with individuals from multi-
cultural backgrounds. My aim is to continue to
specialise in assessment and development. I have
recently completed some qualitative research into
how organisations can develop an effective “fighting
spirit” and survive in the face of adversity.

Fighting Spirit is about the ability to cope with and survive adversity, be that
recession, a loss of top talent, a take-over, a natural disaster or other adverse
scenarios. It is about having the determination and perseverance to win and
succeed, along with the moral courage and ability to take decisive actions. The
research highlighted what is needed to inculcate a sense of fighting spirit, the
competencies required to generate effective fighting spirit and how to sustain it.
The research was carried out for the Royal Navy, but as businesses face a
challenging economic climate there are many lessons and messages that are
invaluable for business.

I am a Fellow of the Chartered Institute for Personnel & Development and
British Psychological Society Level A and Level B qualified to administer,
interpret and feedback psychometric tests.

I have chosen to pursue a freelance business to enable me to try and achieve a
“work-life” balance, so I can spend quality time with my 6 year old son in the
school holidays. My spare time is dedicated to spending time with my family
and riding my horse, Harry.



Hi—my name is Pauline Wilding and I am
fairly new to the area of HR, althoughI
have worked in the NHS for 18 years!

My jobs have been from
Office Supervisor to
Workforce Development
Manager, I only joined the
HR department in 2004
because I enjoyed training
and held a Cert Ed and
they needed someone to
train the trainers for Job
Evaluation, part of Agenda

for Change, the biggest
reform to pay and
conditions in the NHS since
1948. I enjoyed the work
so much in HR I stayed
and completed my CPP in
2006.

As Workforce Development
Manager working for
Swindon Primary Care
Trust, I have several areas
of responsibility; working
with managers to shape

Lives. In my role I also
train people on the use of
software systems connected
with Job Evaluation, KSF,
appraisal and interview
skills training.

I truly believe that every
member of staff should be
given the opportunity to
reach their full potential and
that includes me - so I
have been given the
opportunity to gain
Chartered MCIPD via the
PAC route. This route
enables me to use all the
knowledge and skills I have
acquired over the years and

the future workforce

for Change for Job

Evaluation and Knowledge
& Skills Framework (KSF),
as well as the Staff Survey
and Improving Working

complete it in my own time.

looking at service and role
redesign, I lead on Agenda

I have only just started
the programme but I
know that gaining my
CIPD membership will
open even more doors
for me!

Welcome to these candidates who have recently started the
PAC programme....
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One of our candidates, Laura Mariani,
gives us a glimpse of S. Gold & Sons ....

My name is Laura Mariani
and I work for S. Gold &
Sons, an independent
wholesaler and distributor
of home entertainment
products

The Company began
trading in 1955 when
Sidney and Sarah Gold
opened a grocery store in
Ilford. In 1961 a second
tobacco and confectionary
shop was opened in
Barkingside which their
eldest son Barrie
managed. In the mid
1970's record wholesaling
began and in 1979 video
wholesaling.

Constantly exploring new
opportunities within the
industry, Gold's now has
an annual turnover of
approximately £45
million. The product range
covers over 40,000 titles

(DVDs), CDs, spoken word,
computer games &
hardware together with
accessories
complementing each
category.

When I first joined Gold's
in 2006 as Group HR
Manager, T assumed
responsibility for the
Corporate Social
Responsibility (CSR)
Strategy and
Implementation; the first
step was to understand if
we were CSR compliant
and then to integrate CSR
into our decision making
process. CSR has also
formed the basis of my
MRR.

I am now Head of Human
Resources, a true
generalist role which
encompasses all realms of
human resources from

Learning and
Development, Leadership,
Coaching to Policies and
Procedures, Health &
Safety, Internal
Communication and CSR.

Oh, let's not forget
Reward and Payroll.....

I am currently working
toward a Learning
Organisation model, in line
with our entrepreneurial
spirit and values, whereby
everyone takes personal
responsibility for their
personal development and
keeps records of their
achievements, progress
and learning goals in line
with CPD requirements in
so many professions.

I chose to study for the
CIPD to gain what I
believe to be the
equivalent of the "Royal
Mark of Approval” for the
profession, a validation of
the knowledge and
proficiency achieved.

When I finally decided to
go for it, PAC seemed the
best route as I could use
work already done and
kind of "validate” it. Busec
stood out amongst all
other providers for their
friendliness and
pragmatic,
straightforward approach
and feedback.



I am Ian Carter, until recently a Royal Navy
Commander but now retired and in the midst

of the transition to 'Civvy Street’.

Interspersed with
mucking about in boats,
my interest in HR grew
steadily through a mix
of appointments in the
training and personnel
area. In my last job I
was part of a small
head-office team
responsible for making
sure that the Navy has
sufficient people with
the right skills and
experience to meet its
current and future
needs.

It was a busy time,
controlling the size and
shape of the workforce,
growing it here or
trimming it there with
an eye on the future,

NVQ update

and adjusting all the
recruiting and
employment flows

to keep it up to
strength. I was good at
it and I enjoyed it but
my naval career was
drawing to a close so I
had to be careful to set
time aside for my own
learning and
development. I was
keen to benchmark my
competencies in HR
against the CIPD
standards and I asked
BUSEC to facilitate the
PAC programme.

At the same time, and
because life is not all
about work, I decided
to balance the
professional side with
recreational learning
and I set myself a
schedule of personal
goals in my hobby of
yachting. This dual
approach not only paid
dividends, but was
great fun too! The PAC
route really helped me
relate my knowledge
and experiences of
naval management

practice with that
commonly employed
elsewhere and it
certainly broadened my
outlook and
understanding.

Meanwhile, my formal
yachting credentials
soared from zero to
hero and I recently
qualified as a
commercially endorsed
‘RYA Ocean
Yachtmaster Cruising
Instructor’. Whilst I
continue to peruse the
situations vacant, I
have, to date, taught
nearly 20 paying
members of the public
to sail and my diary is
booked solid for weeks
ahead.

Learning and
Development?

I never realised it
could be such fun!

Welcome to our candidates recently starting their qualifications:

Kevin Haydock - Management level 3
Julia Carden - Al Assessor Award



PAC as a learning and development tool

"Not only have I
completed PAC but I
have learnt a lot which
will be useful in my
future career.”

Amanda Lennon MCIPD.
MITIE Facilities Management

We are all aware that
different people have
different learning
preferences, known as
learning styles.
However, most people
learn best from
experience. The CIPD has
reported that there is
now an even greater
variety of learning
(rather than training)
interventions available.
They identify "the shift
from training to
learning... as the
progressive movement
from the delivery of
courses to the
development of learning
capabilities as a people
development

strategy.” (CIPD 2008)*

Work-based learning,
coaching and CPD are
learning methods
integrated within the
CIPD’s PAC programme.
By reflecting on their
achievements and the
work they have
undertaken as a method
of identifying appropriate
evidence to meet the
CIPD standards, PAC
candidates are starting to
highlight their CPD. This
process also identifies
things that went well and
learning points for future
reference. The CIPD
standards are an

by Jill Nother

effective benchmark for
ensuring that HR policies
and procedures are up to
date and examples of
good practice. Most
candidates find that
working through the PAC
programme gives them an
opportunity to review and
enhance policies,
sometimes adding new
ones that they had not
previously considered.
Wider knowledge of how
HR operates beyond their
own organisation is gained
resulting in both personal
and organisational
benefits. So although the
PAC programme is
designed to assess
experience there are also
learning outcomes.

The management research
report is a powerful
learning tool. The
requirement to investigate
relevant literature leads to
an expansion of
knowledge about a specific
subject matter. However,
development of skills such
as the use of IT, designing
questionnaires, report
presentation, time and
project management are
also spin offs. In
candidate’s reflective
statements on the MRR
experience we often find

that they have learned
about themselves too, for
example, their preferred
learning style, their
openness to new ideas or
their communication skills.
The vast majority of our
candidates state that they
will be able to use these
newly acquired skills in
future studies or projects
in their workplace.

The PAC adviser acts as a
coach, helping the
candidate to improve or
develop their skills and
performance, as well as
identifying relevant
evidence of their
experience against the
CIPD standards. The
latest CIPD survey found
that the bulk of coaching
in organisations was
delivered by line
managers but about 30%
of coaching delivery lies
with HR and/or learning
and development
specialists (CIPD 2008).**
Coaching is seen
predominately as a tool
for general personal
development. This concurs
with our experience of the
approach we take to
delivering the PAC
programme, where the
initial aim of individuals
committing to the
programme is to gain
Chartered Membership of
the CIPD but who also
acquire new skills or
improve existing skills and
enhance their knowledge.
The PAC journey itself is a
good example of a holistic
learning and development
intervention.

*CIPD Learning & Development
Fact Sheet February 2008

**CIPD Learning & Development
Annual Survey Report April 2008



E-portfolio is straightforward and intuitive to use. It

allows you to present work for assessment, receive

feedback, action plan and participate in networking

through the learner’s forum. The system provides
candidates with everything they require to complete their
entire portfolio on-line, eliminating the need for bulky
paper based portfolios.

As you work with your advisor to identify relevant evidence
you simply upload it to the system for review by your
assessor. The work can then be assessed remotely.

Key Benefits

. Candidates complete on average 40% faster
Internet delivery means you can work when and where you want
Reduced paper and ink consumption

Remote assessment and rapid feedback

Candidates can track their progress with their NVQ or PAC programme

* & o o

E-portfolio pilot

We are currently piloting e-portfolio, many thanks to the candidates who are working
with us on the pilot. We will let you know how we get on in our next newsletter!

It is relatively easy to upgrade your CIPD membership.

If you are a CIPD Graduate you may be eligible to upgrade
to Chartered Member of the CIPD or if you are already a
Chartered MCIPD you may be able to upgrade to Chartered
Fellow.

The CIPD have simplified the process using an application form that can be downloaded
from the CIPD website. There are various questions on the form that help to identify
recent HR experience and CPD. Once completed this form can be e-mailed to the CIPD
with an up-to-date CV for consideration by the National Upgrading Panel which meets at
CIPD HQ in Wimbledon on a monthly basis.

The minimum criteria for Chartered MCIPD is 5 years managerial level experience, the
most recent 3 years of which should have been in a dedicated HR, personnel or learning
and development role. The minimum criteria for Chartered FCIPD is 10 years
managerial level experience, 7 years of which need to be in HR. To attain Chartered
FCIPD you will also need to demonstrate that you are currently working at a strategic
level. Busec can help and advise you with your upgrading application.

Congratulations to Eileen Buchan, Sue Brenchley and Jane Eldridge who
have all recently upgraded to Chartered Fellow.



