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AC 1.1  
People professional means working confidently, ethically, and with organisational goals in mind, creating a positive and supportive workplace culture. This aligns with the CIPD professional map (CIPD, n.d), which outlines principles, standards, and behaviours for excellence in the profession.
People professionals ensure organisations have the right people, skills, and environment to achieve their goals, balancing organisational and employee interests, promoting inclusivity, well-being, and compliance with employment law.
The CIPD Profession Map highlights Core Knowledge, Core Behaviours, and Specialist Knowledge essential for effective practice:
Core Knowledge:
1. People and Organisational Performance: Recognising how people contribute to business goals, e.g., tailored learning and development.
2. Culture and Behaviour: Shaping workplace culture to promote engagement and innovation.
Core Behaviours:
1. Ethical Practice: Ensuring integrity, fairness, and unbiased policies.
2. Valuing People: Respecting individual needs and championing diversity.
3. Professional Courage and Influence: Addressing challenges and driving positive change.
Specialist Knowledge includes areas like talent management, employee relations, and organisational design.
Continuous improvement and professional development are important, with practices like maintaining a CPD record to stay updated (Smith and Mitchell, 2022).
As a Recruitment Coordinator, I apply these principles by adhering to ethical standards, ensuring compliance, and creating an inclusive work environment. For instance, I ensure fair and transparent recruitment processes alongside organisational values. 
Professionalism is an essential expectation in any workplace. It refers to the attitudes, behaviours, and ethical standards that individuals must adhere to in their roles. People professionals, as outlines in the CIPD Professional Map, combine technical expertise with the ability to influence positive change and promote inclusivity (CIPD, 2021). It should demonstrate key values such as fairness, respect, and transparency, particularly in decisions relating to recruitment and employee relations. As Small (2021) Suggests, professionalism extends beyond qualifications, relying on actions that reflect ethical integrity and competence. (Taylor & Woodhams, 2022. P. 220)
Professionalism is described as a commitment to ethical behaviour, continuous learning, and organisational growth. HR professionals must make fair, transparent decisions that balance the needs of employees and the organisation, while upholding core values such as integrity, inclusivity, and employee well-being. (2023, pp.95-96) Armstrong emphasises that professionalism in HR involves being a champion for positive organisational change, aligning decisions with both personal and corporate values. 
Bartram (2025) further supports this by highlighting how company values, such as integrity and respect, shape organisational success. The embedding of thee values in the company’s identity is crucial for guiding ethical decision making. Companies like Coca-Cola and Microsoft exemplify how aligning values with strategy promotes long-term success.
HR professionals must balance competence with ethical conduct. continuous learning and self- awareness are key to accommodating the diverse needs of others ensuring that strategies remain evidence-based and aligned with organisational values. (Taylor and Woodhams p.221 2022) 






AC 1.2 
Understanding and applying personal and ethical values is crucial for people professionals to guide behaviour, build trust, and ensure ethical decision-making. 
Personal Value: Respect
 Involves valuing the rights of all individuals, regardless of their background or role. It is important to establish an inclusive and supportive work environment. I prioritise respect by treating all candidates equally throughout the recruitment process. For instance:
When interviewing candidates with disabilities, I would ensure reasonable adjustments, such as providing accessible interview formats or offering flexible scheduling, in line with the Equality Act 2010 (UK, Government, 2010)
After interviews, I provide constructive feedback to both successful and unsuccessful candidates to support their professional development and maintain a positive candidate experience.
Respect is also demonstrated in my interactions with colleagues. For example, I actively listen to ideas and concerns which helps to build an inclusive team environment. This aligns with the CIPD profession Map’s Core behaviour of valuing people, which encourages treating people with dignity and ensuring inclusivity. (CIPD, n.d.)
[bookmark: _Hlk188300259]Ethical Value: Integrity
Means acting honestly and transparently while ensuring professional and organisational ethical standards are met. 
I use integrity when verifying compliance documents, such as DBS and reference checks. For example: If a candidate’s reference raises concerns about their suitability, I address the issue by discussing it with the candidate to seek clarification, ensuring decisions are fair and evidence based.
I also ensure recruitment decisions are made without bias, referring to the principle of merit-based hiring, as recommended by the CIPD (CIPD, n.d.)
Additionally, when presenting CVs and information regarding candidates to managers, I avoid embellishment and stick to facts.
To consistently uphold respect and integrity in my work, I adopt the following practices:
1. Reflection: Regular self- assessment ensures that my actions align with my values and organisational standards.
2. Feedback: I actively seek feedback from colleagues and candidates to understand how my behaviour is perceived and identify areas for improvement.
3. Professional Development: Engaging in CPD activities, such as training on unconscious bias or ethical decision-making, helps me refine my approach and remain informed about best practice.
Respect and integrity align with the principles of ethical leadership, which focuses on fairness, honesty, and respect for individuals’ rights (Smith & Mitchell, 2022). By applying these principles, people professionals contribute to building ethical and inclusive workplace cultures.

AC 1.3 
People professionals are vital in shaping organisational strategies and ensuring effective application. This requires informed, clear, and confident communication to influence stakeholders and drive positive outcomes (Taylor & Woodhams, 2022, p.18). 
Driving Strategic Change
People professionals implement key initiatives like diversity programs and workforce planning (Taylor, 2022, pp. 82-84). To engage stakeholders, they must present proposals clearly, backed by evidence. This aligns with the CIPD Profession Map’s Core Behaviour of "influencing and building relationships" (CIPD, n.d.). For example, advocating for flexible working arrangements involves demonstrating their benefits through case studies and research, ensuring alignment with organisational goals (CIPD, 2020).
Building Trust and Credibility
Confident, evidence-based communication helps establish trust and credibility. This is crucial in guiding management on issues like grievances or staff training.
Supporting Ethical Decision-Making
Influencing others ensures ethical considerations are embedded in business decisions, promoting a culture of integrity. For example, raising concerns about discriminatory recruitment practices with a confident approach can lead to more inclusive procedures.
Consequences of Not Influencing Others
1. Missed Opportunities for Improvement: Without influence, valuable opportunities for positive change may be lost, such as failing to update outdated policies, resulting in lower engagement and retention.
2. Loss of Professional Credibility: Poor communication can damage reputation, making it hard to gain trust from colleagues and stakeholders.
3. Reduced Organisational Effectiveness: Inability to influence may prevent the adoption of necessary resources or training, leading to poorly executed initiatives and unmet objectives. For example, failing to advocate for mental health training could result in increased sickness and lower productivity.

Cialdini's six principles of influence - reciprocity, commitment and consistency, social proof, authority, liking, and scarcity - are key tools for HR professionals to guide and shape organisational behaviour, creating trust and collaboration (Taylor & Woodhams, 2022, p.162). 




AC 1.4 
People professionals are responsible for identifying and addressing issues that may be unethical or illegal. Failing to act appropriately can harm employees and organisations. 

Unethical matters harm moral principles or professional standards, though they may not break the law. Examples include favouritism, bullying, or misleading employees.
Example:
A manager excluding certain employees from developmental opportunities based on bias. Steps to address this include:
1. Recognise the issue and assess it against organisational policies on equality and diversity.
2. Consult the organisation’s code of conduct or a mentor for clarity.
3. Address the issue informally by discussing it privately with the manager, providing evidence and explaining its impact.
4. If unresolved, escalate through formal grievance procedures.
5. Follow up to ensure actions are taken and monitor the situation.
6. Decide on further action based on professional judgment, as per CIPD's guidance on ethical practice (Smith & Mitchell, 2022, pp. 158-159).
This approach aligns with the CIPD Profession Map’s core behaviour of "Ethical Practice," promoting fairness, inclusivity, and integrity (CIPD, n.d.).


Illegal matters breach the law, such as fraud, discrimination, or harassment, and require immediate action.
Example:
A colleague reports sexual harassment, violating the Equality Act 2010. Steps to address this include:
1. Ensure the colleague's safety and offer immediate support, such as through an employee assistance program.
2. Suspend the accused pending investigation, informing them of the allegations without prejudice.
3. Collect all relevant information about the incidents.
4. Report the matter to senior management or a safeguarding officer, involving external bodies if necessary.
5. Handle the matter sensitively to protect the victim's privacy and prevent retaliation.
6. Implement measures to prevent future violations, such as updating policies and training staff on harassment.
This aligns with the whistleblowing practices outlined in the Public Interest Disclosure Act 1998, which protects employees reporting illegal actions (UK Government, 1998).
Reasons for Raising Legal Matters:
1. Document the issue with clear evidence.
2. Follow the organisation’s grievance procedures.
3. Protect the identities of all parties involved to maintain trust.
4. Approach the issue constructively, focusing on resolution rather than blame.
5. Ensure actions taken are effective and follow up.
Ignoring unethical behaviour can lead to a toxic workplace culture, reduced morale, and reputational damage. Ignoring illegal actions can result in legal penalties, financial losses, and harm to individuals and the organisation. 
AC 2.1 
Creating a workplace where employees feel included, valued, and treated fairly is essential for both human and business success. This section explores theories and their practical application, highlighting the benefits of creating a safe, inclusive environment, and personal reflections. (CIPD,2020)
Maslow’s Hierarchy of Needs (1943) emphasises that employees must feel a sense of belonging and esteem to achieve self-actualisation, where their full potential is realised. Inclusion creates a sense of belonging, while feeling valued addresses individual esteem needs. Without these elements, employees may feel disengaged, limiting their contributions to organisational goals (Perkins & Woodhams, p.74. 2022). Athena Care Group exemplifies this by promoting inclusivity through team-building activities and regular meetings, which support social needs and enhance loyalty.
Adams' Equity Theory (1965) suggests that employees evaluate their inputs (effort, skills, loyalty) against outputs (pay, recognition) against others. Feeling undervalued can lead to dissatisfaction and lower productivity. Athena Care Group addresses this by maintaining transparent pay structures and consistent performance reviews, creating fairness and reducing turnover, while boosting motivation. (Perkins & Woodhams, p.74. 2022).
Human Benefits:
The application of these theories helps employees feel included and valued, enhancing job satisfaction and psychological safety. Involving staff in decision-making ensures they feel heard, improving morale and mental health. Inclusion encourages diverse perspectives and creative problem-solving. Fair treatment limits turnover, contributing to staff retention and organisational stability.
Business Benefits:
Theories like Maslow’s and Equity Theory enhance employee engagement and productivity, driving organisational success. Fair treatment reduces turnover, saving costs on recruitment and training. Inclusive cultures are proven to retain employees more effectively. According to a Great Places to Work (2021) study, inclusive organisations are 5.4 times more likely to retain staff. Moreover, a positive work environment enhances an organisation’s reputation, attracting top talent and strengthening external relationships.
Potential Challenges:
Cultural resistance to inclusion initiatives may arise due to unconscious biases. Implementing training programs on unconscious bias can increase awareness and acceptance. Though these programs require initial investment, the long-term benefits, including reduced turnover and increased engagement, justify the expense.
Practical Application:
In my role, I observe the significant impact of inclusion and fair treatment on both employees and the organisation. Maslow’s Hieracrchy Theory, and Adams Equity Theory illustrate the human and business benefits of a supportive environment. Fair treatment prevents dissatisfaction, while recognition and inclusion motivate employees, enhancing performance and development.
Athena Care Group’s fair and inclusive recruitment process ensures candidates feel respected, promoting our employer brand and attracting top talent. By prioritising fair treatment and inclusion, we create long-term employee engagement and contribute to organisational success.
AC 2.2 
Inclusive work environments are essential for creating a workplace culture where everyone feels respected, valued, and empowered to contribute. This discussion explores the design of inclusive initiatives and their effectiveness.
Designing Inclusive People Practice Initiatives
Inclusive initiatives ensure equal opportunities for all individuals to contribute and thrive. Designing these initiatives requires understanding diversity and inclusion principles.
Key Steps in Designing Inclusive Initiatives:
1. Assess Organisational Needs & Set Objectives:
Use diversity audits and employee surveys to identify areas for improvement.
Example: A diversity audit reveals underrepresentation of minority groups in leadership, prompting leadership development programs.
2. Engage Stakeholders:
Involve employees from diverse backgrounds in the design process.
Example: Form focus groups to gather feedback on training programs.
3. Design Tailored Programs:
Develop accessible and relevant programs, policies, and training.
Example: Create flexible working policies to accommodate religious practices or caregiving responsibilities.
4. Provide Training and Resources:
Upskill managers and employees with resources like toolkits, workshops, and online modules.
Example: Offer unconscious bias training to mitigate biases in decision-making.
Checking Inclusivity
Monitoring and evaluating inclusivity ensures that initiatives achieve their goals.
Steps to Check Inclusivity:
1. Collect and Analyse Data:
Use metrics such as demographic data and employee engagement scores.
Example: Track diversity in leadership roles and create reports.
2. Engage Employee Feedback:
Gather qualitative insights through interviews and surveys.
Example: Use surveys to track employee perceptions of inclusivity.
3. Monitor Participation:
Introduce interactive training programs.
Example: Track training program attendance of all staff.
4. Review Policies Regularly:
Update policies based on feedback and organisational needs.
Example: Include flexible working policies to better balance work-life needs.
5. Benchmark Practices:
Compare inclusivity metrics to industry standards.
Example: Benchmark against similar organisations' inclusivity metrics.
Example of a Successful Initiative
Athena Care Group implemented a mentorship program, pairing employees with senior leaders for career guidance. One participant started as a support worker and with the support of our program, she was promoted to a managerial role within a year. Metrics showed increased promotion rates, and feedback highlighted higher employee satisfaction and engagement, demonstrating the program’s positive impact on career development and confidence.

Creating an inclusive work environment is vital for creating a culture where employees from diverse backgrounds feel respected, valued, and empowered to contribute meaningfully. Inclusive people practice initiatives aim to provide equal opportunities for all individuals, regardless of race, gender, sexual orientation, or other personal characteristics to succeed and thrive within the organisation. Developing these initiatives is a process that requires careful consideration to cater for key diversity and inclusion principles. (CIPD, 2021) 
The first step is to assess the organisational need and context. This involves conduction diversity audits and employee surveys to identify areas where inclusivity can be improved (CIPD, 2021). A diversity audit highlights whether minority groups are underrepresented in leadership roles. There has been research regarding cultural variations in the workplace and every few years, a survey assessing equality is published, the last one being 2019.(EHRC,2019) Although the UK had made progress in some areas of equality in the past 10 years, discrimination is still apparent, with some groups having better opportunities on offer to them than others. The report found that Black employees are twice as likely (12%) to be in unstable employment compared to only 5% of white employees and 78% of employers pay their male staff more than their female staff. (Taylor, Chapter 4, p.79, 2022) Based on these types of studies, clear objectives for the initiative can be set, such as increasing diversity in leadership development programmes. Engaging stakeholders is the next step. Involving employees from various backgrounds in the design process ensures their ideas are included, leading to initiatives that are more relevant and effective. One way to engage employees is by forming focus groups comprising of staff from different departments to provide feedback on proposed policies or training programmes. (CIPD,2021).
Programmes should be developed, including training sessions, policies and practices, they must be accessible to all employees and address their specific needs. (CIPD, 2021). Flexible working policies can accommodate diverse cultural or personal needs, such as religion or caregiving responsibilities. It is essential to provide training and resources to upskill both managers and employees in supporting inclusivity. For example, unconscious bias training helps staff recognise biases in their decision-making processes, improving workplace inclusivity (Armstrong, 2023).
Monitoring and evaluating the inclusivity of initiatives is equally important. This ensures that the initiatives meet their objective and contribute to creating a truly inclusive work environment (CIPD, 2021). Collecting data it is the first step in evaluating inclusivity. Demographic date, employee engagement scores. Feedback for surveys can provide quantitative insights into the effectiveness of the initiative. For example, tracking demographics of new hires and promotions can reveal whether the initiative has succeeded in increasing diversity in leadership roles. Gathering qualitative feedback is also important, and this can be done through interviews, focus groups, or surveys to capture employees changing needs. 
Designing and evaluating inclusive people practice initiatives requires careful planning, active engagement with diverse stakeholders, and a commitment to continuous improvement. By conducting assessments, developing tailored programmes, providing training, and monitoring outcomes, organisations can ensure that their inclusivity initiatives have meaningful and lasting impact. 







AC 2.3 
Reflections on Working Inclusively:
My role means I am the first point of contact for new employees and it is important to get first impressions right to promote inclusivity and positive relationship-building. A significant part of my role involves conducting safer recruitment checks, such as verifying references, ensuring a complete work history, and managing DBS (Disclosure and Barring Service) applications. These processes are crucial for safeguarding children and ensuring that all staff members are suitable for their roles.
I dedicate considerable time and effort to building strong relationships with new recruits, ensuring they feel supported throughout the recruitment and onboarding process. By creating an inclusive and welcoming environment, I help reduce anxiety and set a positive tone for their integration into the organisation.

Feedback from New Recruits:
To continually improve the recruitment and onboarding process, I ask all new starters to complete a recruitment and onboarding questionnaire. This feedback is invaluable in identifying areas for improvement and recognising what works well. Many new recruits have shared positive experiences, noting that my support and guidance have made them feel less anxious and more confident by the time they meet their teams. They appreciate the clear communication, and the sense of inclusion generated from their first interaction with the organisation.
Feedback from a Colleague:
Additionally, my recent performance review with my HR manager has highlighted my proactive communication and collaboration with managers, ensuring that all safety checks are completed efficiently. This collaboration helps create a seamless onboarding experience, reinforcing the importance of inclusivity in achieving our shared goal of safeguarding the children in our care.

My ability to work inclusively and build positive relationships is crucial to the success of the recruitment and onboarding process. The feedback from new recruits and colleagues highlights the effectiveness of my approach, which not only ensures the safety and well-being of the children but also supports new staff in their transition. This commitment to inclusivity and continuous improvement contributes to a positive and supportive work environment.




AC 3.1) 
To demonstrate my understanding of how the people practitioner role is evolving, it is important to look at current trends in the field of Human Resources and People Management. The role of the people practitioner is constantly adapting in response to the changing needs of organisations, technological advancements, evolving workforce demographics, and social expectations. I will include relevant entries for my Continuing Professional Development (CPD) plan to ensure that I remain aligned with these developments and continue to grow in my profession.
The role of people professionals is evolving, driven by technological advancements, demographic shifts, and changing organisational expectations (CIPD, 2023). HR practitioners must engage in ongoing learning and development to stay current and up to date with new trends. A structured Continuing Professional Development (CPD) plan ensures that HR professionals remain aligned with industry developments while contributing to their organisation.
HR professionals are expected to act as strategic partners, driving organisational success through effective people management (Deloitte, 2023). The use of artificial intelligence (AI) in HR processes has streamlined recruitment, onboarding, and performance management, requiring professionals to develop data analytics and technological proficiency to optimise these tools (Onrec, 2023).
The shift toward hybrid and flexible working models calls for a greater focus on remote team management, employee engagement, and digital communication strategies (CIPD, 2023) It promotes higher emphasis on diversity, equity, and inclusion (DEI), making it essential for HR Professionals to champion inclusive practices and policies (PM Insight, 2023).
Given these evolving responsibilities, my CPD plan is designed to improve my communication skills, conflict resolution strategies, and ability to handle difficult conversations. 

	
Development plan




	NAME:
	Sarah Francis-Davies
	MEMBERSHIP NUMBER:       
	89140074

	COVERING THE PERIOD FROM:
	December 2024
	TO:
	Ongoing 



This record sheet is for your guidance only – you may present your development plan in any other format.
Planned outcome

Where do I want to be by the end of this period? What do I want to be doing? (This may be evolutionary or “more of the same”.)


	What do I want/need to learn?
	What will I do to achieve this?
	What resources or support will I need?
	What will my success criteria be?
	Target dates for review and completion

	
Improve communication skills in difficult professional conversations
Learn effective communication strategies for managing workplace challenges
	Attend a Communication Skills Training Course
Influencing and Communication Skills for Managers 
.
	Online Training course
Influencing and Communication Skills for Managers – Future learn
· 3 weeks
· 3 hours per week
· Digital certificate when eligible
· Introductory level 

	Completion of course and ability to apply communication strategies confidently in professional settings. 
	By December 2024
By March 2025

	

Learn effective conflict resolution techniques
Understand different approaches to managing and resolving workplace conflict.




	

Enrol in a Conflict Resolution Workshop to understand different approaches to managing conflict.

Participate in a Conflict Resolution Workshop as part of the Options Development Programme.


	
Workshop materials, facilitator 



	
Demonstrating conflict resolution strategies effectively within the team and with colleagues. 
	
By January 2025 

	

Gain insight into handling difficult conversations from a senior perspective

Observe and learn techniques for managing high-pressure discussions



	
Shadow a Senior Manager during difficult professional conversations to observe and learn from their approach.
	

Access to a Senior Manager, shadowing opportunity 
	
Successfully applying learned techniques in my role and feeling confident in handling tough discussions.
	
By April 2025 

	Receive feedback and continue refining communication skills 
	Seek regular feedback from Stephen Watts (HR Manager) to evaluate my communication and conflict resolution techniques. 
	Stephen Watts (HR Manager), regular check-ins 
	Constructive feedback that highlights progress and areas for improvement 
	Ongoing (with quarterly reviews) 4






AC 3.2 
This self-assessment evaluates communication skills and professional development, highlighting key strengths, weaknesses, and development areas.
Strengths:
My communication skills are identified as a strength, with feedback from my HR Manager, Stephen Watts, confirming I am good at conveying ideas clearly in both one-on-one and group settings. I have been complimented for being approachable and transparent, creating an open environment for team discussions. Additionally, it was noted the I can build positive relationships with new recruits during the onboarding process, ensuring new staff feel supported and valued, which has led to positive feedback from new starters. This also reflects strength in creating collaboration and teamwork.
Weaknesses:
An area for improvement is handling difficult professional conversations, such as addressing performance issues or conflicts. While routine discussions are managed well, I shared that I feel anxious in more challenging situations, and I recognise the need to build confidence in delivering constructive feedback under pressure.
Development Areas:
To address this weakness, I plan to focus on professional development in conflict management and assertiveness training. Feedback from Steve suggested role-playing scenarios and attending workshops to improve confidence and develop strategies for managing sensitive discussions. Further training in emotional intelligence and feedback delivery will also help improve handling difficult conversations.
Credibility of the Self-Assessment:
My self-assessment is based on a combination of personal reflection and feedback from Steve, who has a thorough understanding of my role and challenges. The feedback from Steve is credible, as he has direct experience working as HR manager and provides valuable insights into my strengths, challenges, and growth potential. My self-reflection, along with feedback from colleagues and new recruits, corroborates the strengths mentioned, particularly my communication skills and ability to create an inclusive environment.
CPD Plan:
My development plan is structured around addressing the identified weakness in handling difficult conversations. The CPD plan includes conflict management, assertiveness training, and emotional intelligence development through courses, role-playing, and hands-on experience. The plan is realistic, actionable, and aligns with professional standards required for the role.

Self-assessment and CPD plan are credible as they draw on thoughtful self-reflection, detailed feedback from an experienced HR Manager, and clear, actionable development goals that align with the individual’s professional role and competencies. My development plan is designed to address the gaps identified and ensure continued professional growth. 
AC 3.3 
My CPD plan includes activities aimed at enhancing skills identified in my self-assessment and feedback from Steve, addressing areas for development and aligning with role demands and organisational goals.
1. Conflict Management and Difficult Conversations Course
This course improves handling difficult conversations, a key development area, supporting performance management and effective communication, crucial for safeguarding standards.
2. Emotional Intelligence (EI) Development
Enhancing EI helps manage emotions and build rapport, aligning with Athena Care Group’s trauma-informed approach and supporting mental health and well-being standards.
3. Feedback and Coaching Skills Training
Refining feedback skills promotes growth and aligns with professional development goals, crucial for effective onboarding and recruitment.
4. Mentoring and Coaching for Leadership
Developing mentoring and coaching skills prepares for leadership roles, supporting internal career progression and leadership programs.
5. Attending Networking Events
Staying updated on recruitment practices and industry trends ensures competitiveness and compliance with evolving legislation.
These activities are aligned with personal growth, organisational needs, and industry standards, enhancing communication, emotional intelligence, feedback, leadership, and professional growth, ultimately contributing to Athena Care Group’s success. 







(AC 3.4) 

	
Development record




	NAME:
	Sarah Francis-Davies
	MEMBERSHIP NUMBER:
	89140074

	COVERING THE PERIOD FROM:
	November 2024 
	TO:
	January 2025



This record sheet is for your guidance only – you may present your development record in any other format. 498
	Key dates
	What did you do?
	Why?
	What did you learn from this?
	How have/will you use this?
Any further action?

	
November 2024


November 2024



December 2024



January 2025


Ongoing 

	Attend online Communication Skills Training with Training hub


Enrolled in Conflict Resolution course Allison online



Shadowed Senior Manager during difficult conversations.


Completed CIPD Valuing People Workshop


Seek feedback from Stephen Watts (HR Manager) 
	To strengthen my communication skills, especially in handling difficult conversations.

To improve my ability to manage and resolve conflict effectively in the workplace.



To gain insight into how a senior manager approaches and handles difficult professional conversations.


To understand the importance of valuing people within the workplace.


To evaluate progress in communication skills and receive constructive feedback.
	Enhanced understanding of effective communication techniques, particularly in high-pressure situations.

I gained practical strategies for de-escalating tense situations and create a collaborative atmosphere.



Helped to understand the importance of maintaining composure and empathy when managing difficult discussions. 

Treating people fairly involves providing equal opportunities and supporting their personal growth regardless of their background or role. 

I hope to receive constructive feedback on areas for improvement, including specific communication techniques to refine. 
	I will apply these techniques in team meetings and 1:1 conversation with staff and colleagues.

I will utilise these strategies during difficult conversations and in resolving team conflicts.



I plan to mirror these practices in my role and develop a more confident approach to tough conversations. 


I will continue to promote these values as part of my professional development.

I will regularly seek feedback from Stephen and adjust based on the feedback provided. 




Justification for Activities:
1. Communication Skills Training: This activity is a priority for me as I have identified communication as one of my strengths but also an area for improvement, especially in difficult conversations. By attending this course, I will strengthen my ability to navigate challenging dialogues, a key part of my current role in managing teams and engaging with staff.
2. Conflict Resolution Workshop: Managing conflict effectively is crucial for a leadership role, particularly when overseeing teams. Understanding the principles of conflict resolution will help ensure a harmonious work environment and improve my ability to mediate between colleagues or team members when disputes arise.
3. Shadowing Senior Manager: Observing a senior manager’s approach to handling professional conversations offers a valuable opportunity to learn firsthand how to apply learned skills in real-life scenarios. This will allow me to gain insights into the practical aspects of difficult conversations and leadership.
4. CIPD Valuing People Workshop: Continue to practice equity in the workplace as a core behaviour.
5. Seeking Ongoing Feedback: Continuous feedback from my HR manager, Stephen Watts, ensures I stay on track with my development. Regular input will help me refine my communication approach and ensure that I'm applying the right techniques for different professional situations.

This development record targets specific areas for growth, such as communication, handling difficult conversations, and conflict resolution. These activities are aligned with my role, support the organisation's goals, and meet current professional demands. They also reflect the need to continuously improve skills considering evolving challenges within the workplace. 
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