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Section One – Review of Learning Outcomes
Introduction
According to Lester (2010), as cited in Johns and Perkins (2016), a professional is someone who calls upon specialist knowledge to make autonomous decisions and makes a commitment to a set of principles such as a code of conduct. As the general population relies on such experts to guide, advise and provide a service to them, society expects professionals to be up to date and in a continual state of learning (Biller, Gruber and Harteis, 2010). Reflection is an important part of the learning process – both good and bad experiences in the workplace can be used to inform current and future practice and result in a professional who is on a journey of constant self-improvement, for the benefit of all (Ashwin, 2015). As a lecturer and former HR officer, I very much consider myself a professional who is obligated to continually learn and put that learning into practice. This review of learning will demonstrate the extent to which my experiences have contributed to my learning and influenced my current area of interest and research. 
According to Wilkinson (2022), critical reflective practice is essential for HR practitioners and there are many reflective frameworks that can be used to structure such reflections. These frameworks tend to be based on a continuous cycle of planning, doing, reviewing and applying that learning to future situations (Campbell and Norton, 2007; Gibbs, 1988).  This review of learning will focus on the second half of the cycle – reviewing and then providing an analysis of how this will be of value to future practice-based research.  
The two main areas I will focus on are people management and personal resilience. I will explore my experiences in relation to observing and being involved in people management, as well as my experiences of good and poor coping techniques at times of particular stress or pressure. Over the years I have developed an interest in the benefits of compassionate leadership and performance management, with a focus on wellbeing and positive psychology in the workplace. This I believe has its origins in my experiences of the above two areas. 
This assignment is of particular interest to me as involves recounting and analysing experiences. I have recently learnt more about phenomenological research which involves describing the lived experiences of individuals about a phenomenon, as recounted by participants (Creswell and Creswell, 2018). This type of qualitative research often involves interviews or focus groups. Although this is a self-reflection, I can appreciate the benefits of careful analysing my experiences in order to learn from them – in this case, their value to future practice-based research. 

Learning Outcomes - People Management
1. Effective management of people in a caring and compassionate manner, to produce results.
2. Ability to maintain the motivation and performance of team members through an emphasis on wellbeing and culture of support.
My experiences have taught me that supportive management and a culture of support can indeed result in happier employees, who are more likely to be motivated and productive. In 2013 I was asked to go on secondment to Children’s Services, in Neath Port Talbot Council, to help improve the workforce profile, following a decision by Care Inspectorate Wales, to place the department on the ‘Serious Concerns Protocol’. I was a HR Project Officer and my role was to implement the Workforce Development Plan that focussed on filling vacancies, improving absence, turnover and the numbers of disciplinary and grievances. There was a need to change the current ‘blame culture’ to one that was psychologically safe and supportive. Initially the management team investigated allegations of bullying and harassment and moved managerial perpetrators out of their positions and replaced them with managers who were positive and caring. The head of service constantly reinforced this new, supportive culture by emphasising at management meetings that bullying and harassment had no place in the organisation. Grievances were swiftly dealt with and full training was implemented to ensure that standards were raised and the number of disciplinaries for performance, reduced. I was present at the weekly management meetings and could give on the spot advice regarding people management issues, which meant that issues were dealt with quickly and informally. I personally focussed on working with the management team to fill vacancies and reduce the reliance on expensive and transient agency workers. Through being on-site and attending all management meetings, I was able to build up good relationships with the management team, which aided my work but also had the added benefit of making them feel supported too. After three years, the workforce profile was in good shape and I calculated, with the help of the accountant, that I had helped save £3.2 million by filling vacancies and reducing our reliance on agency workers. As absence due to stress and turnover had decreased significantly as a result of improving the culture of the department, the amount saved was in reality much greater than this. Proving that HR practices ‘add value’ and create returns on investment is a challenge, as many benefits are intangible. Research shows that there is a link between HR practices and performance but determining cause and effect is problematic (Armstrong, 2017). It was therefore pleasing to be able to put a figure on the amount of money saved by good recruitment and retention at the Council. 

The improved HR indicators appear to have been mainly the result of an improved work environment. I later conducted research into the retention of social workers which found that four-dimensional support was required to prevent employees from leaving (Thomas and Hatcher, 2018). I devised a new model comprised of the four S'S – supervision, senior management, structure and strategic partners. In other words, for social workers to remain in the organisation, line management, senior management and strategic partners such as HR and IT needed to be supportive and the organisational structure needed to be one that was conducive to teamwork and collaboration. This research was part of my dissertation for the Master’s in Human Resource Management that I completed in 2017. I later entered a research competition with Roffey Park and won – I was lucky enough to receive £2000 and have an article and a report based on my research published (Section 4). The article was published in HR Magazine, which had a print circulation of 30,000 and 160,000 online impressions a month in 2021 (HR Magazine, 2022). My report was published on the Roffey Park website. I was particularly pleased with the article as it was accepted for publication without any editing – as this was my first article, I was very surprised that I had not been asked to make amendments!
Compassionate Leadership
My experiences in Neath Port Talbot Council, plus my research, therefore helped me develop a view that positive, supportive management could lead to positive outcomes in the workplace – in this case, a happier workforce that did not wish to leave. When I was asked to deliver a module on emotional intelligence for the BA in Leadership and Management Course at the University, I started to research different leadership styles and came across the concept of ‘Compassionate Leadership’. According to West (2021) compassion is a sensitivity to the suffering of self and others, with a commitment to alleviating it. Compassionate leaders are assertive and honest and combine wisdom with compassion, to support business objectives (Hougaard, Carter and Hobson, 2020). They are not ‘soft’ leaders and combine business acumen with a human touch. I realised that in order to be a compassionate leader, managers needed to have high levels of emotional intelligence and therefore included the concept in my lectures and tutorials. A leading author on the topic of compassion in the workplace is Michael West, who has based some of his research on the NHS. As a result, I asked one of my contacts in Hywel Dda Health Board to be a guest speaker on the topic, for my CIPD students. This talk was particularly interesting as it gave some context to the leadership concept and further reinforced my view that it was beneficial to the workplace. The guest speaker worked in the organisational development team and trained line managers on the topic. Interestingly, I recently interviewed an ex-senior HR manager of the NHS, who said that the NHS that he had experienced still had a very hard, unforgiving culture that was yet to fully embrace the concept. There appears, therefore, to be a long way to go before compassionate leadership is fully adopted by the NHS. Miller (2016) describes this as a practice implementation gap (this was in relation to wellbeing in Miller’s article, but applies here). Discovering why there is this gap, may be a good research topic for me going forwards.
Wellbeing
Reduced incidences of stress and improved organisational performance at Neath Port Talbot Council also indicated that an improvement in the overall environment improved employee wellbeing and that this was an important factor in maintaining motivation and productivity. This, together with the advent of the pandemic heightened my interest in wellbeing as an important organisational issue, worthy of further research. At international level and national level, wellbeing has risen up the agenda and was doing so even before the pandemic (Webb, 2022). In Wales, the Wellbeing of Future Generations (Wales) Act 2015 set out goals for social, economic, environmental and cultural wellbeing (Welsh Government, 2017). Countries such as New Zealand added wellbeing as an indicator of the country's performance (McClure, 2021). To truly change the situation at national level, however, a change in attitudes and action at organisation level is required (Sparrow and Otaya, 2016, as cited in Miller, 2016). This is something that the CIPD have embraced whole heartedly – in their ‘Wellbeing at Work’ factsheet (Suff, 2022) they state that wellbeing is a key enabler of employee engagement and organisational performance. If organisations focus on wellbeing which results in improvements in overall health and wellbeing, this will have knock on effects with employee families and society as a whole. This makes the topic all the more exciting to research – happy and well employees could result in contented families and healthier societies, possibly leading to national benefits such as less reliance on the NHS, for example. 
Although there has been a renewed focus on wellbeing during the pandemic, with more organisations developing wellbeing strategies, enthusiasm for the topic has started to decline, according to the CIPD’s research (CIPD, 2022). This is a concern since a number of new wellbeing issues have surfaced following a slowdown of the pandemic. The cost of living crisis appears to be one issue, whilst employees are calling for organisations to pay more attention to issues such as the menopause and fertility treatment (Dawson, 2022; Urquhat, 2022). The concept of ‘quiet quitting’ has been popular on social media, with some employees admitting to actively disengaging and seeking a better work-life balance (Cholteeva, 2022). Whilst immediately following the pandemic, there appeared to be a rise in resignations (coined the ‘great resignation’, Callaghan, 2022) as employees re-evaluated their lives and prioritised their wellbeing, now there appears to be a potential crisis in engagement – where rather than leave, employees actively disengage. This makes it business critical that employers focus on wellbeing and help ensure their workforce feels valued. In an age of rising fuel costs, employers may well prioritise cost savings over wellbeing, but this could be at their peril. It would therefore be beneficial for someone like me to research the benefits of focussing on wellbeing, to strengthen the research in this area and provide an even stronger business case in order to convince organisations that they should not lose focus on this important area. There appears to be a rise in employee activism, as demonstrated by the recent strike action by barristers, postal workers and train operatives. People will clearly take action if they feel it necessary – it is therefore in employers’ best interests to reiterate that they value their employees by not neglecting their wellbeing. This does not have to cost a great deal, either. According to Dawson (2022) there are many low cost or cost-effective ways of enhancing the wellbeing of the workforce including Employee Assistance telephone lines, online hubs, training mental health first aiders, encouraging support groups such as menopause groups, pooling resources if organisations occupy the same building and training line managers to be more supportive. 
I consider myself to be in a good position to carry out research on this topic, due to now having a solid grounding in the subject and hopefully falling into the category of people management ‘expert’. According to the Drefus model of progression (cited by Eraut, 2008), an expert has deep tacit knowledge and understanding, gained through experience. This I have accumulated through years of navigating HR issues, observing good people management, managing people myself and teaching others on the topics. My time as a HR officer, plus experience of designing the content of the emotional intelligence course for the BA programme gave me the confidence, for example, to hold a stand-alone workshop on wellbeing in the workplace for a group of students visiting from the London campus in June 2022. The programme manager for the BA asked for volunteers to hold the workshop and I jumped at the chance to spread the word regarding the benefits of focussing on wellbeing. As well as introducing the topic and including a few frameworks I showed the group how different organisations were embracing the concept. For example, I showed them Facebook posts that Tui, the holiday company, had posted, which demonstrated that they were using their commitment to wellbeing as a way of attracting new employees as well as retaining current ones. This session proved very useful for my personal development. It reinforced my current view that students engage better with topics if you tell them stories (about organisational practice) and provided more evidence that people respond positively to the idea that organisations should look after the wellbeing of their staff. Clearly, wellbeing matters to people and this itself is a strong reason to research the topic to further help organisations recruit and retain their workforce. 
A sample of the slides I used, plus an email from the programme manager for the London campus, thanking me for my session are contained in the evidence section of this portfolio.
 
Personal Skills
According to Wilkinson (2022), the following skills are needed to be a competent HR professional in the area of wellbeing:
· Active listening, fact-finding, employment law knowledge and awareness of the limit of one’s own knowledge and skills, in relation to providing advice to line managers.
· Research and consultancy skills, change management skills, negotiation and influencing skills, project management skills and financial awareness, in relation to developing and implementing a wellbeing strategy.
Over twenty years in HR roles, ranging from HR Assistant to Personnel Manager, have given me the opportunity to develop my knowledge and skills in these areas. This is partly why I now feel in a position to provide expertise in this area and inform others, through my research. 

Learning Outcome - Personal Resilience
1. Benefits of application of positive psychology in the workplace. 
2. Increased resilience through the successful navigation of personal life events and challenging work situations.
3. Successful adoption of strategies to cope effectively with daily and ongoing stressful experiences.

In the field of positive psychology, which is the study of positive subjective experiences and positive aspects of the workplace (Lino, 2016), the development of psychological capital in organisations is considered important if they are to be sustainable. Psychological capital is made up of the resources an individual needs to enable them to flourish at work and is strengthened by the development of four areas – hope, efficacy, resilience and optimism (referred to by Luthans, 2012 and Luthans et al, 2015 and as cited in Luthans and Youssef-Morgan, 2016, as ‘the HERO within’). Over recent years I have personally witnessed the benefits of developing these resources, which has only served to increase my interest in this area as a possible research topic. Using the ‘HERO’ framework, I will describe and evaluate my experiences in these areas:
Hope – this is defined as the ability to continue to work towards goals and persevere in order to achieve those goals (Luthans and Youssef-Morgan, 2016). My ability in this area was first tested, like most people, when I attempted my secondary school qualifications (GCSE’s). I was in my early twenties, however, before my ability in this area was put to the ultimate test. Whilst I was at university, I started learning to drive and only on my fifth attempt, did I pass my test! I could see the benefits of ultimately passing and how much freedom this would give me, but ultimately, I truly believed I could do it. This hope kept me going and paid off in the end. I now use this example when I talk to my students about the importance of remaining positive. I often talk to them about having a ‘growth mindset’ rather than a ‘fixed mindset’ (Dweck and Yeager, 2019), a growth mindset being a set of beliefs that human capacities are not fixed and can grow and develop. When I failed my driving test multiple times, I could have concluded that I simply was not good at driving and never would be. I could have stopped after the third test and never driven again, but I carried on and eventually passed. I encourage my students to view failure as a learning experience and to pick themselves back up and carry on. It is not easy to do this, but the benefits are clear. Fear of failure can potentially be a problem for organisations since it can stifle innovation – if people are afraid to make mistakes, then they will not take any risks and are less likely to innovate or make improvements (Furstenthal, Morris and Roth, 2022). Students therefore need to learn that failure does not define them – instead it is an opportunity to grow and develop. 
Efficacy – this involves having the confidence to accept and put in the required effort to achieve challenging tasks (Luthans and Youssef-Morgan, 2016). Many people can suffer from ‘imposter syndrome’ and feel that they somehow do not deserve to be in the position they are in or are somehow less capable than their peers. This can often affect women in leadership positions whose personality traits do not reflect those of an existing aggressive organisational culture (Catalina and Marnane, 2019). Having ‘self-efficacy’ is therefore crucial for success. Again, I have learnt through teaching students that giving them encouragement, praise and the right resources improves self-efficacy which leads to better engagement in class, less withdrawals and better quality work. This is transferable to the workplace, with authors such as Michael West advocating the ABC of employee needs, that has its basis in self-determination theory (Ryan and Deci, 2017). The ‘C’ in West’s framework stands for ‘contribution’ – nurses, in West’s case need to experience effectiveness, to feel fulfilled in the workplace. Self-efficacy underpins this concept and is therefore critical to this core need. 
Over the years I have developed a sense of self-efficacy when it comes to research, through my various academic achievements – achieving the Master’s in HRM, plus the postgraduate certificate in Teaching in Higher Education have given me the confidence to apply for the Doctorate. Furthermore, as I complete each module, this motivates me to tackle subsequent pieces of work. 
Resilience – this includes being able to ‘bounce back’ in the face of adversity (Luthans and Youssef-Morgan, 2016). Resilience is an important concept in business – both employees and organisations need to be resilient to survive the inevitable ups and downs of life and be sustainable. Over the years I have been presented with many challenges and have found the strength to push through and carry on, without giving up. One example is in September 2021, when, at the start of term one of the lecturers in my team called in sick and then eventually resigned, leaving me without cover for several modules. As I teach myself, I could not just jump in and provide cover myself so had to find alternative lecturers, all the time not knowing how long the lecturer would be absent. During this time I had to deal with great uncertainty, complaints from students and managing lecturers who were not fully committed to their roles. For some people, this stress would have been too much. Instead, as well as simply getting through tough periods at work, I have managed to achieve major milestones such as designing and implementing four new programmes during the pandemic and supporting 46 students to achieve their CIPD Associate Diploma in People Management in Summer 2022. 
As well as work challenges, I have also endured personal challenges such as divorce and being diagnosed with cataracts. To get through these challenging times I have tried to remain positive and see the light at the end of the tunnel. My resilience is mainly driven, however, by the overwhelming desire to not let other people down (students, my daughter or my employer). I have also learnt to develop self-compassion, to reduce the feeling of overwhelm and also the feeling of failure. According to Tapper (2021), self-compassion reduces stress, anxiety and most importantly self-criticism and as a result increases our optimism, confidence and resilience. Methods for reducing self-criticism include developing a kinder inner narrative – in other words saying things to yourself that a good friend would say to you, such as ‘don’t be too hard on yourself – you tried your best’. Other techniques include acknowledging that, although you cannot control what happens sometimes, you can control your response. You can choose to get stressed or down, or you can choose to see the situation as unfortunate but not let it dent your confidence (Madeson, 2020). One of my managers described me as very calm in a crisis and I think that this ability comes from a conscious effort not to react, but pause and choose to respond. 
Optimism – this involves generally being positive about the future and ability to achieve success (Luthans and Youssef-Morgan, 2016). Whilst I worked for Neath Port Talbot Council I attended an Academy Wales training event on Positive Psychology in the Workplace, which left a big impression on me. The trainer talked about how a manager could set the tone for a team and motivate them simply by being friendly, happy and positive. I later researched this topic further and read about ‘toxic positivity’ and the importance of managers knowing when to acknowledge negative emotions in the workplace (such as feeling down due to family issues) and not persist in being positive when it is inappropriate to do so. Again, this is something that I discuss with my students on the ‘Emotional Intelligence’ course. Optimism, especially when there are economic downturns, for example, is an important trait for managers if they are to motivate teams to ride out any storms. It is therefore of interest to me and again, a possible avenue for further research. 


The value of my learning to future research-based practice
In the area of human resource management, the concept of evidence-based practice is gaining traction. It is costly to make decisions purely on gut feeling or instinct and instead practitioners are being encouraged by organisations such as the CIPD to consider four main sources of information to enable them to make the best decisions – these sources are scientific literature, organisational data, stakeholder information and practitioner experience (Briner et al, 2022; Young, 2022). This review of learning has demonstrated that I have substantial practitioner experience in the area of people management that can only serve to enhance the research process. Young (2022) describes how this experience is not simply opinion – it is the accumulation of years of experience of observing and reflecting on similar practices in similar contexts, resulting in specialised knowledge. This puts me in a more favourable position than someone carrying out research with purely an academic background. As I carry out my research I will be able to consider the evidence from my primary research and the literature and make appropriate and practical conclusions and recommendations that will be valuable to organisations. My experience will be helpful in several ways including being able to choose an appropriate research aim and selecting appropriate participants and literature. Whereas a researcher with a  purely academic background may have to consult a large number of practitioners in the field to help them make sense of their findings, I will be able to use my own experience to make logical and useful recommendations that HR practitioners can take forward in their own organisations. 
In terms of how I will specifically use my learning, I intend to research the effect of management style on the wellbeing and performance of employees. This combines my interest of compassionate leadership and wellbeing. I intend to focus on the experiences of employees and explore whether particular leadership styles have more of a favourable outcome in terms of wellbeing and performance than others. My previous experience will help me with many aspects of the research process. For example, whilst undertaking the research for my Master’s degree, I have experienced the benefit of establishing good relationships with participants and that this leads to a greater volume of rich, useful data. I will therefore spend time establishing these good relationships before I commence my research. My experience of effective people management and the impact on wellbeing has also given me solid grounding on which to further explore these areas, as described in detail in the above sections. 
Summary:
In conclusion, my main learning outcomes from my previous experiences are in the area of people management , wellbeing and personal resilience. My research at Master’s level, together with the opportunity to work in Children’s Services at Neath Port Talbot Council, where I witnessed where Human Resources professionals could personally add value, provided me with an enhanced level of skills and knowledge around the area of people management. Through having to manage programmes at the University, plus deliver modules on Emotional Intelligence, I was able to build upon this knowledge by developing a deep interest in compassionate leadership and wellbeing. Finally my successful navigation of personal and work challenges in recent years has provided me with a firm base in the area of resilience. This firm foundation of skills and knowledge in these areas, plus my passion to improve the lives of the working population, places me in a favourable position to undertake research at doctoral level, something I am 100% committed and determined to achieve. 









Section 2: Annotated CV
Annotations in red. 
Julie Thomas
3 St Davids Close
Hendy
Swansea
SA4 0TJ
Tel: 07772247624
Email: jdathomas32@gmail.com

	An experienced lecturer, programme manager and human resource professional, with particular expertise in managing CIPD awarded and accredited human resource management postgraduate and level 5 programmes. Current doctoral candidate with interests in contemporary strategic people management topics such as compassionate leadership, wellbeing and inclusivity. 



Qualifications:
· MA in Human Resource Management – Merit – University of Wales Trinity Saint David
· PGCert in Teaching in Higher Education – Distinction – University of Wales Trinity Saint David
· FHEA
· Chartered MCIPD
· Level A and B Psychometric Testing, British Psychological Society
· BA (Hons) History 2:1 – Durham University
· Current Doctoral Candidate (DProf)

My MA qualification provided me with the opportunity to undertake a detailed piece of qualitative research, with 30 participants. I now truly appreciate the value of such research, that yielded rich data that I could use to devise useful recommendations for Neath Port Talbot Council. As many other councils and other organisations were struggling with the retention of staff at the time, the publication of my work meant that potentially many other organisations could benefit from my findings. This piece of work helped to consolidate my knowledge in terms of good people management and ignited my interest in compassionate leadership, plus wellbeing. 
Work Experience
Academic:
Senior Lecturer in Human Resource Management, 
June 2021 to present: University of Wales Trinity Saint David
Lecturer in Human Resource Management, 
February 2017 to present: University of Wales Trinity Saint David
Current duties:
· Programme manager for all CIPD awarded and accredited programmes - PGDip and MA in Strategic People Management, PGDip and MA in Human Resource Management, Level 5 CIPD Associate Diploma in People Management, Level 5 CIPD Diploma in Applied HR, Level 3 CIPD Foundation Certificate in People Practice. 
· Responsible for people management and scheduling of permanent and hourly paid lecturers.
· Responsible for programme management duties such as timetabling, revalidation, annual programme reviews, internal verification procedures, student experience and student satisfaction/complaints, retention, liaising with external examiners and the CIPD, attendance at examination boards. 
· Lecturer in level 5 and 7 Human Resource Management modules – writing assignments, marking, preparation of materials, delivery online and in the classroom, student feedback, module review. 
· Supervision of degree and Master’s level dissertations. 

In 2021, I created the new level 7 postgraduate diploma and MA in Strategic People Management by updating and aligning the qualifications with the CIPD’s new profession map. As a result of my experiences and additional research, I included the concepts of wellbeing, compassionate leadership and emotional intelligence into the new module descriptors (see evidence). 

As part of my programme manager role I have had to manage permanent and hourly paid employees, which has served to further increase my people management skills and knowledge.

I have developed a deep understanding of workplace culture, emotional intelligence and wellbeing through designing and delivering content for level 5 and 6 modules in these subjects. 


HR Roles:
HR Project Officer (initially Senior Personnel Assistant, Assistant Personnel Officer, Personnel and Training Officer)
April 2003 – February 2017: Neath Port Talbot Council

Recent duties (2013-2017) included:

· Part of the Children’s Services management team working collaboratively with senior and middle managers to achieve the strategic plan
· Providing advice and guidance to managers on all HR issues
· Managing recruitment and selection of all staff and overseeing establishment control
· Providing training on people management issues
· Proposing initiatives and contributing to plans to cut costs and continuously improve the workforce profile
· Supporting managers to manage change effectively

The above role gave me the opportunity to add substantial value to the organisation, through my work in improving the workforce profile, that saved Neath Port Talbot Council at least £3.2 million. It also allowed me to witness good people management practice in person, and thus increased my knowledge of the effectiveness of compassionate leadership. 



HR Adviser (fixed term contract)
March 2002 – April 2003
Cardiff Council

Interim HR Adviser
March 2001 to September 2001
One 2 One, Merthyr Tydfil

Interim HR Consultant
July to December 2000
Cable and Wireless (NTL)

HR Consultant
November 1997 to June 2000
NPI Financial Services, Cardiff

Assistant Personnel Manager/Personnel Manager (initially a general Graduate Management Trainee)
September 1995 to August 1997
Marks and Spencer plc


Publications and Accolades:
· Winner of the 2018 Roffey Park Research Competition – published report. 
· HR Magazine – HR Magazine - Julie Thomas. Article published in February 2019, ‘Retaining Talent with Leadership that Cares’.

My publications demonstrate my knowledge of caring leadership and good people management. The CIPD have since asked me to contribute to their ‘Future of Work’ series of articles on the CIPD website. 














Section 3: Annotated Job Description
Annotations in Red. 
	JOB DESCRIPTION



	Vacancy Reference:
	

	Job Title:
	Senior Lecturer

	Institute / Department:
	Institute of Management and Health

	Grade / Salary:
	Grade 8 / £43,434-£51,799

	Hours / FTE:
	37 Hours /1 FTE

	Location:
	Various

	Reporting to:
	Academic Director



	MAIN PURPOSE OF JOB



The post of Senior Lecturer will be located in the Institute of Management and Health. The post holder will be under the line management of the Academic Director and may be expected to take operational direction of a Programme (or Programmes) of Study at undergraduate and / or postgraduate level. In this capacity, the post holder will be responsible for the teaching, assessment, delivery, monitoring and evaluation of the programme(s), including offering academic leadership, support and guidance to a limited number of staff. The post holder will also have responsibility for the enhancement of the student experience and ensuring the programme(s) operate within a QA framework and in line with University policies and procedures. The post holder will offer teaching and instruction up to and including PGR supervision. The post holder will undertake scholarship, research, training and/or project work, individually or as part of a network, and will actively seek out funding opportunities, knowledge transfer, external engagement and collaboration, and professional recognition. The post holder will hold a significant managerial / leadership role within the Academic Discipline and / or Institute and make a positive contribution to the day to day activities of the Academic Discipline and Institute.
My current role has allowed me to hone my own people management skills and to practice compassionate leadership in person. I once supported a lecturer through a difficult time, when she thought her marriage was breaking up. Rather than going off sick, she continued to work, primarily because I was sympathetic and put support in place for her to continue her duties. 
My time as a senior lecturer has also been challenging and this has enabled me to enhance my resilience and practice positive psychology. Again, this has given me the insight to support my theoretical knowledge in this area. Whilst in my role I have gained approval for and launched 5 new programmes at level 3, 5 and 7. This involved a long drawn-out process in which I had to gain approval from the CIPD, as well as the University. My management of these new programmes has resulted in record numbers of students achieving qualifications in these areas – in the Summer of 2022 alone 46 students achieved the level 5 qualification. During this time, I had to juggle the revalidation process and management of the programmes, plus my own teaching workload. 

	MAIN DUTIES


· Offer leadership of a programme or programmes of study, at undergraduate and/or postgraduate level 
· Direct the planning, design and development of module and programme content, ensuring they are appropriately benchmarked against external QAA standards, and comply with the quality assurance regulations of the institution 
· Monitor, evaluate and review, within the established institutional regulatory framework, the programme curricula, teaching, assessment, learning objectives and materials 
· Build a cohesive and effective programme team, offering academic leadership, support and guidance to lecturers and tutors delivering on the programme(s) of study, for example through agreeing schemes of work to ensure effective programme delivery or by organising fieldtrips and fieldwork, with appropriate risk assessments, or by organising the work of a team through agreed objectives and work plans 
· Look to enhance the effectiveness of admissions, recruitment and retention processes within the programme, by working effectively with the Institute, Marketing, and Registry 
· Ensure the programme(s) of study align with all the appropriate Institute and University policies and procedures, and are positioned within the various strategic plans of the Academic Discipline, Institute and University 
· Ensure a high quality student experience across the programmes of study, and assume responsibility for the pastoral care of students within a specified area 
· Undertake individual or collaborative scholarship and research that develops academic knowledge, with a view to actively seeking knowledge transfer and dissemination, the effective application of scholarship into learning and teaching, and the ‘drawing-down’ of external funding and income generation 
· Participate in wider collaborative projects and networks, or work with various external bodies, HEI’s, employers and professional partners, with the potential for significant impact, securing student placements, external examination and validation, research collaboration, facilitating outreach work, generating income, obtaining consultancy projects, or building relationships for future activities
· Engage positively in internal networks, for example by participating in Institute or University-level committees or working groups 
· Undertake a significant administrative or operational role across the Academic Discipline or Institute, for example Assessment officer, Learning and Teaching officer, Chair of an Institute Working Group, or Academic lead with a Collaborative Partner 
· Communicate effectively and professionally in both formal and informal situations with colleagues at all levels within the University, with students (and where applicable), their close relatives, and external bodies, in accordance with University regulation
· Offer teaching and student support at undergraduate and postgraduate level of study, either individually or as a member of a teaching team 
· Offer teaching in a variety of learning settings, primarily online but also seminars and small group tutorials using appropriate and engaging teaching styles, within an established programme of study 
· Design and develop teaching materials, assessment methods and criteria, for individual modules or modules within a specific subject area, with a clear awareness and understanding of relevant quality assurance requirements 
· Supervise the work of students in a timely, professional and supportive manner, providing necessary advice on study skills, research methods, assessment and dissertation work

	GENERAL DUTIES



· Fulfil all relevant Health and Safety responsibilities 
· Adhere to all relevant University policies and procedures 
· Adapt to change and have an ability to acquire new and relevant skills and knowledge by taking appropriate responsibility for own personal and professional development 
· Support and promote the University’s sustainability commitment and carry out duties in an ethical and responsible manner 
· Operate within the University’s agreed Welsh Language Standards 

NB This Job Description currently applies but duties may be allocated from time to time, which are appropriate to the grade and post and which are not of a substantial ongoing nature to affect the grading of the post.




Section 4 – Evidence to Support Submission  

The screenshot below is of my article which was published in HR Magazine, in the paper copy February 2019:
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The article is also online and available at: https://www.hrmagazine.co.uk/authors/julie-thomas/
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I entered a competition with Roffey Park, following the completion of my MA research and won first prize. My report was later published on the Roffey Park Institute website. The experience of entering a competition and then having to write an article for HR magazine, gave me valuable experience in dealing with editors and working to a deadline. This I hope to utilise when I am in a position to publish work, following the completion of my thesis. 
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Below is a Tweet from Twitter, confirming that I had won their Research competition in 2018:
[image: A picture containing application
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This is a copy of the certificate, confirming my MA in HRM (2017). The aim of the research was to critically analyse strategies to retain social workers. After having recruited many social workers, I wanted to ensure that they remained in their posts and provided continuity for families. The employees I interviewed were very enthusiastic about the research and readily took part in the process. This was as a result of the good relationship I had built up with them, having supported them through the recruitment process and initial training. This taught me the value of building and maintaining relationships to the research process – if researchers have willing participants, it is more likely that the data and therefore conclusions will be richer and more diverse. 
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Whilst at Neath Port Talbot Council, my work to improve the workforce profile was confirmed in the many inspection reports that were issued every three months. The following is an extract from one of the later reports which confirms my positive contribution to the improvement of the department. It is rare for inspectors to comment on support functions such as HR, so I was particularly pleased when they chose to highlight my contribution in this particular report. By replacing agency workers and reducing turnover and thus stabilising the workforce, the end customer (families) were receiving a better service. 
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Below is an extract from the minutes of the Children’s Services Management team meeting in which the accountant (Jonathan Jones) commented that the Council had come under budget partly because of the reduction in agency workers. This demonstrated the value I had added by recruiting permanent staff and replacing agency workers during this time. This amounted to a saving of £3.2 million over the course of 3 years. 
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Below is some positive feedback that I received about my session on Wellbeing for the students of the London campus in June 2022. I was able to deliver this session, following the research I had done for the module ‘Emotional Intelligence Skills for the Workplace’:
[image: Text
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I followed up the session with a post on LinkedIn, which is below. The students reacted very positively to my session: 
[image: A group of people in a room
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One of the slides I used for the session on Wellbeing is below. This articulates the learning outcomes I devised for the session, which focussed on giving students a good understanding of the concept, plus how it translates to a workplace setting. 
[image: ]
As mentioned, I have successfully managed several programmes whilst at the University. During this time I have received a large amount of positive feedback, some of which is below: 
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In the Summer of 2022, one of my students volunteered positive feedback about the programme and this was released to the press during the graduation period. The student stated that the course had changed his life and was very complementary about me and my team: 
Press Releases 2022 | University of Wales Trinity Saint David (uwtsd.ac.uk)
https://www.uwtsd.ac.uk/news/press-releases/press-2022/happy-accident--student-finds-new-career-after-upskilling-through-uwtsd-course.html
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Extracts from the above article in which a student praises my programmes:
The best thing about the course for Dan was the level of support he received from Lecturers, and he says: “I don’t want to focus too much on the covid cliches but I think it’s testament to the dedication and determination of Julie and her team that this course even went ahead through the pandemic. Their expertise and experiences are so valuable and the academic and pastoral support is brilliant. 
Senior Lecturer at UWTSD’s Institute of Management and Health, Julie Thomas, says: “We are exceptionally proud of Dan and what he has achieved, as well as his success at work and involvement with the CIPD Wales Learning and Development Steering Group. We very much look forward to welcoming him back in October to complete his postgraduate qualification.
“I would also like to acknowledge the hard work, dedication and achievement of all our students who continue to produce high quality work whilst juggling busy jobs, caring responsibilities and other commitments. I am in awe of them all."

Below are emails which confirm my work in gaining approval for new programmes at the University:
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I also received positive feedback about my programmes from external examiners:
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During the reaccreditation process I built the topic of Wellbeing into the new level 7 postgraduate diploma and MA in Strategic People Management (2021). Below is a screenshot of one of the modules that I created. The concepts that I have researched and have a deep interest in are all included in this module – wellbeing, compassionate leadership, emotional intelligence and positive psychology. This meant that the module was both up to date and relevant for our students and their organisations: 
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During my time as a senior lecturer and programme manager I have continued to post on LinkedIn. Below are a number of posts which confirm the success of my programmes and also my interest in wellbeing and compassionate leadership.
The first post, which has received 108 ‘likes’ and 2268 impressions as at 6th November (17:52) shows good levels of appreciation for my work, from both students and contacts. My posts about graduation were also well received and demonstrate my commitment to presenting a professional image of the University to the outside world. Communicating student success is essential to creating interest in the programmes, as well as maintaining the reputation of the University. I will use my learning in relation to social media as a tool for promoting my research in the future and spreading the word regarding the benefits of putting wellbeing at the heart of organisational strategy. I have learnt over the years that posts with pictures of people in them are the most successful in creating interest, likes and comments. 
My interest in continually learning about wellbeing and compassionate leadership is demonstrated by the LinkedIn posts towards the end of this section. I organised a guest lecture on compassionate leadership with Chris Newport and also attended a conference in which the same subject was discussed. This has helped give me the underpinning knowledge to pursue further research in this area. 
[image: A person smiling in front of a screen

Description automatically generated with low confidence]
[image: A group of people in graduation gowns posing for a photo
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“The stability in the workforce which had been sustained and
built on since the last inspection had contributed to a much
more cohesive service. There was more continuity for families,
children and young people and workers were able to access
more consistent guidance and support for their work. Support
from the dedicated HR staff had been crucial in achieving this."

Inspection of Children’s Services in Neath Port Talbot, April 2015
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consider the figures given.

KW noted that itis the first ime in four
years ront line teams do not have any
agency workers.
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Dear Colleagues,
Thope you are doing well.
Iwould like to take the opportunity to thank you all for your effort, time, and welcoming approach.

Our students are very delighted and amazed to see you all were very welcoming and approachable. Spent time touring our students, providing food/refreshment and
finally organised a wellbeing workshop by Julie (really wonderful experience)

Thank you all once more.
Many Thanks

Kalam

Kind Regards,

Kalam MD, 55 (Hors), MBA ACMA, FHEA, PGCE
Programme Manager- BA (Hons) Leadership and Management Skill for the Workplace
Lecturer and Module Leader- Accounting, Finance and Business Management

The Institute of Inner-City Learning (IICL), London

Phone: 0207 127 7429

Email: mkalam@uwtsd.ac.uk

s/ Univel
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It was an absolute pleasure to host students from UWTSD
London, at the Swansea campus today. You are all so talented! |
wish you all the very best with your continued studies on the BA
Leadership and Management Skills for the Workplace degree
and any future endeavours. University of Wales Trinity Saint
David #studentexperience #leadership #management
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Learning Outcomes

By the end of the session you will have a good understanding
of:

» The concept of wellbeing in a workplace context

» The business case for focussing on wellbeing

« How organisations are managing the wellbeing of their
people

» The effect of management style on wellbeing

* What you can do to improve your own wellbeing
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              Learning Outcomes By the end of the session you will have a good understanding of: • The concept of wellbeing in a workplace context • The business case for focussing on wellbeing • How organisations are managing the wellbeing of their people • The effect of management style on wellbeing • What you can do to improve your own wellbeing
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Hi Julie

| wanted to firstly thankyou for the support you have given me during this qualification. It's been a tough few years but so rewarding, | have leant lots not just about HR but
where | want my career to go in the future.

I have thoroughly enjoyed all aspects and topics on the course, each subject has helped me with my current role and hopefully with future ones.

I have no negative feedback at all for the last 2 years, | am very pleased with how it's gone.

Unfortunately | won't be joining everyone for graduation as | am starting a new role on that day, where | will be working for an organisation that has never had HR so building it
from scratch, which will be exciting.

Thanks again for everything, | wish you all the best with the CIPD courses you are teaching and any future ventures.

Take care!
Laura x
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To: Julie Thomas Fri 24/06/2022 09:37

HiJulie

Thank you for all your support throughout the 2 years. We made

With regards to feedback:

1. What were the good aspects of the course?
a. The lecturers were excellent.
b. The course material and assignments were very relevant. They have all helped me with my day-to-day work in some way.
c.The IBI project - the work | carried out for this has resulted in positive changes at my workplace.
d. Inclusiveness - everyone was encouraged to participate. This was more difficult on teams but for HRMIiC when we were on campus this was so much easier. Contributions
from the group were always valued.
e. Accessibility - despite Covid there were never any access issues to course lectures, materials etc.
£ Moodle resources - the number of resources and quality of resources shared for each module were excellent.

2. What was ot so good?
2. The only one negative | have would be that sometimes the organisation of changing times and venues for lectures etc was last minute. This was not a problem for me to
accommodate but | know some classmates struggled.

3. What are your suggestions for improvement? - genuinely | cannot think of any as almost all of the suggestions for improvement, and requests for change were brought to the
employee rep meetings and action was taken.

Thank you again

Rachel
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‘Happy accident’ - student finds new
career after upskilling through UWTSD

course
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NHs worker Dan Blyth came from a background in Primary Teaching and into his second career in the health service unexpectedly, which

he dubs “the best accident ever?”, after a colleague recommended the CIPD Associate Diploma in People Management at UWTSD for

professional development.
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To: Julie Thomas; Karen Jones; IMH Quality Wed 21/07/2021 1444
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Excellent—well done Julie. A huge achievement — all 3 approved now!
Congratulations.
Maggie

From: Julie Thomas <julie.thomas@uwtsd.ac.uk>

Sent: 21 July 2021 10:01

To: Karen Jones <karen jones@uwtsd.ac.uk>; IMH Quality <imh.quality@uwtsd.ac.uk>; Margaret Inman <margaret.inman@uwtsd.ac.uk>
‘Subject: CIPD New Qualifications: Centre Re-Approval - Foundation Certificate in People Practice

Hi All
We are now approved to deliver the level 3 qualification! Please find below confirmation.

Julie

From: Thalia-Mae Nero <Thaliz-Mae.Nero@c

Sent: 21 July 2021 09:56

To: Julie Thomas <julie.thomas@uwtsd.ac.uk>

Cc: Centre Approval <CentreApproval @cipd.co.uk>

‘Subject: CIPD New Qualfications: Centre Re-Approval - Foundation Certificate in People Practice

RHYBUDD: Deilliodd yr e-bost hwn o du allan i system E-bost Prifysgol Cymru Y Drindod Dewi Sant. Peidiwch ag ateb, na chlicio ar ddolenni nac agor atodiadau or
e-bost yr anfonwr ac yn gwybod bod y cynnwys yn ddiogel.

WARNING: This email originated from outside University of Wales Trinity Saint David's Email System. Do not reply, click links or open attachments unless you recognise the senders email address and
know the content is safe.

i eich bod yn adnabod cyfeiriad

Dear Julie

We are pleased to tell you that we have completed our review of your re-approval submission and you are now approved to offer the new CIPD qualifications, units, methods of study, and delivery
locations that you applied for in your CA.4 Existing Study Centre Approval Form.
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‘ Thanks for the feedback! | g Feedback

Hiall,
Just dropping you all a quick note to say an excellent job all round — huge effort has gone into this and there is some superb feedback, very grateful to you all
Keep up the excellent work @

[

From: Julie Thomas <julie.thomas@uwtsd.ac.uk>
Sent: 22 March 2022 09:38

To: IMH Quality <imh.quality@uwtsd.ac.uk>; Karen lones <karen.jones@uwtsd.ac.uk>; Gareth Hughes <gareth.hughes@uwtsd.ac.uk>; Sharon Atkins <sharon.Atkins@uwtsd.ac.uk>; Natasha Davies
(IMH) <n.| davies@uwtsd.ac.uk>

Subject: University of Wales - CIPD EQA Report

Hi All

Please find attached the most recent report from the CIPD External Examiner, following her remote visit last week. | am delighted to report that we have retained the highest rating as
a Centre and the only action point had already been completed! Thank you to Sharon and Natasha for their massive contribution to the positive visit and for all their hard work on the

programme (CIPD Diploma in Applied HR).
To access the document, please use the passcode '669'.

Julie
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Module Code | BMHR7013

Title Shaping Cultures and Behaviours
Date 2410872021

Level 7

Credits 15

Pre-Requisites | None

AIMS

By the end of this module you will have a deep, critical understanding of
‘workplace behaviour and culture that supports successful organisations.

« Younwillleam about positive organisational cultures that promote performance and
help sustain organisations. You will develop a critical understanding of how to
measure culture, identify cultural changes to support current and future strategy
and change behaviour. The knowledge you will learn and criical thinking skils you
will develop will enable you to synthesise a wealth of information about culture in
order to create appropriate and well justified solutions for your organisation.

« Itwill equip you with the knowledge required to operate at CIPD Chartered Member
level, by exploring topics covered in the core knowledge area of Culture and
Behaviour.

LEARNING OUTCOMES
1. What culture is and why itis important.
2. Models to analyse and explain culture and organisational behaviour.
3. Different theories about human behaviour.
4. How to motivate and engage employees.
5. How to drive an inclusive culture.

6. The link between wellbeing and performance.
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6. The link between wellbeing and performance.

Issues accelerated by the pandemic. Wellbeing frameworks. Importance of an
overall strategy that promotes a culture of wellbeing. Compassionate
leadership and concept of kindness. Emotional intelligence as an increasingly
important skill requirement for managers and employees. Initiatives and tools
such as mindfulness and Wellness Action Plans. Positive psychology in the
workplace.
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And that's the final induction completed for the start of this

academic year! A big welcome and welcome back to new and
ting students on our level 3, 5 and 7 people management
g 104 in total! Good luck with your studies. #cipd
#peoplemanagement CIPD University of Wales Trinity Saint

David
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Huge congratulations to the 25 students who graduated with a
CIPD Diploma in Applied HR earlier today!
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Huge congratulations to everyone who graduated yesterday at
Swansea Arena! This includes graduates from 2020 and 2021
across all of our HR programmes! More will graduate in
Carmarthen next week. | am so proud of you all! #cipd
University of Wales Trinity Saint David

ke & Comment

2,268 impressions View analytics
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Thank you Chris Newport for delivering a fantastic session on
Compassionate Leadership to our CIPD students at University
of Wales Trinity Saint David last night. We all now fully

appreciate the benefits of this approach to leadership, as well
as the importance of role modelling it as people professionals
ourselves. Consider yourself booked for another guest speaker

session in the new year! #cipd #uwtsd
#compassionateleadership

e
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The Art of
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Yesterday | held my final teaching session (hybrid style) of this
academic year. Thank you to all my students who have worked
incredibly hard in very difficult circumstances over the past year.
You're all juggling study, work and family life and you've still
managed to produce assignments to be proud of. Massive well
done to you all. Special mention to the CIPD level 5 students in
the photo below - keep going - you are doing brilliantly!
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This is me (cheesy grin), completely in my element and
thoroughly enjoying the Nexus Teaching and Learning
conference at University of Wales Trinity Saint David last week.

My favourite session was the one delivered by Kate Tapper
entitled 'Why Care Matters'. It aligned so well with my values

that | felt quite emotional towards the end!

Thank you to all the contributors and organisers of this year's
conference - you did an amazing job. #uwtsd
#compassionateleadership #proud
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Thank you so much Julie Thomas & . It was a
cracking conference and such a joy to work

with University of Wales Trinity Saint David - such a
refreshing commitment to care, compassion and
kindness at every level..you are being the change we
all need to see..®
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Thank you Kate Tapper. That's amazing to hear!
We were very fortunate to have you as a
speaker. You are truly inspirational and
delivered your message in a professional and
very engaging manner. Thank you, again!
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Oooh - it's good to be back! The majority of students are still
opting to join class online but | have to say that the set up at
the University to enable us to deliver sessions in class and to

those at home simultaneous!

amazing. | caught the camera
moving to keep up with me yesterday - | was getting quite
animated about emotional intelligence, which is ironic really
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