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Personal Reflective Statement
According to Madden and Mitchell (1993) p12 CPD is “the maintenance and enhancement of the knowledge, expertise and competence of professionals throughout their careers according to a plan formulated with regard to the need of the professional, the employer, the profession and society”. 
Reflective Practice is a method of recognising and articulating what I have learnt since I commenced this course in September 2019.  Research highlights, that for this to happen the new knowledge needs to be of personal and practical value to myself. Individuals commit to learning when they can connect it to their goals and aspirations. As part of my last CIPD submission, I have been asked to reflect on my learning. According to Owen & Fletcher (2021) reflective practice expands an individual’s self-awareness, brings rigour to critical thinking, and improves communication skills. They further ascertain that these skills have an organisational impact and along with benefits.   It aligns with a range of organisational development issues, such as ethics, engagement, empowerment, well-being, and sustainability (CIPD, 2021). Schön (1983) argued that ‘reflection in action distinguishes the truly outstanding professional’. 
The CIPD Professional Map (EV1) aims to add sustained value to an organisation (CIPD, 2015, 2018, 2009, 2012). Throughout my learning I have met with a number of directorate managers to discuss my understanding of Learning and Development and activities associated with it,  such as Employee Engagement, Recruitment and Succession planning,  Training, Coaching and Mentoring,  along with discussions regarding my own Leaning and development needs (CIPD, 2020; Clayton, 2018). During all conversations I used the CIPD Profession Map as a basis for our discussion (CIPD,2015, 2020). 

At the start of the level 5 CIPD course I used Honey & Mumfords (1986) Learning Styles questionnaire to undertake some personal analysis which is designed to decipher my individual preferred leaning style (Sana, 2016; Rosewell, 2005; Mint Human Resources, 2021; Pearson TalentLens, 2021). My results revealed that I’m a ‘Reflective Theorist’. I also undertook Belbin’s team type questionnaire which seeks to identify an individuals’ preferred role within a team. My results revealed that my preferred communication style is ‘Assertive’ (Belbin, 2021). On reflection, I am a reflective Theorist and my preferred learning style is Assertive, however these are not a self-fulfilling prophecy.  The questionnaires demonstrated only my preferred style, and therefore I am aware that I can operate in the other areas however, given the choice I would adopt my preference.
I have used the CPD 6 step cycle to structure my CPD and to manage my ongoing learning (EV2). When I commenced my level 5 CIPD I identified my current position in relation to the HR profession along with aspirations for the future (CIPD, 2021). At the start of the course I undertook a self-assessment to identify my current position and aspirations for the future. I set myself three areas for development. I drew up personal CIPD development plan (EV3) and record (EV4), which embedded reflective practice, and I ascertained my level to be technical. The self-assessment included the following 3 professional areas (1 of which is a core area), linking 4 behaviours, all of which I currently apply to my area of work: 
[bookmark: _Hlk71999539]Insight, strategy, and solutions (core): I needed to develop an understanding of Health Education Improvement Wales and its context and use these insights to tailor strategy and solutions to meet the organisations needs now and in the future. 
Throughout my learning I have had a number of supportive 1:1 session with my line manager where we discussed my development needs and opportunities in relation to my self-assessment, along with learning and development opportunities within my current role. I undertook extensive IMTP and policy reading to build my organisational knowledge. I comprehend core knowledge and key components of a range of HR practices which are essential across an employee’s lifecycle and development, whilst appreciating how these practices interrelate and their impact on employees, performance, and the organisational brand. I also understand that adopting best practice, workforce planning, policy that is relevant, regulation and law, diversity and inclusion, wellbeing, performance management and employee brand interrelate/depend, and have an impact on each other i.e. HEIWs Workforce Strategy links to the organisational business plan which has an impact on policy and organisational culture etc. 

My learning has made me more aware of the importance of applying a range of people skills in the form of learning and development tools, which benefit an organisation when applied well  i.e. the people team / learning and development team (depending on organisational setup) such as team working, facilitation, coaching and mentoring, consultation and stakeholder management. All of which add value and have an impact on employee engagement, relations, performance, and organisational culture / brand. During my 1:1 session we also discussed my learning regarding a structured and planned approach to coaching and mentoring, in order to ensure that learning and development happens in a considered way within HEIW. My learning to date has ensured that I understand how people experience learning and development and mechanisms that can support them through it. 

During my studies I also met with my line manager to discuss my Performance Appraisal Development Review (PADR).  In preparation for my review I used the CIPD Professional Map to diagnoses areas of success and improvement and identify skills needed to make change happen (CIPD, 2015) i.e.
- Develop career pathways 
- Identify teams’ capability 
- Focus on behaviours needed for success 
- Build a competency framework 
- Build role profiles 

We set and discussed my SMART Objectives (Professional Academy, Mindtools; Chartered Management Institute; Investors in People). We also discussed my Learning and Development needs within my current role and linked them to HEIW 3-year Integrated Medium Long-Term Plan (IMTP)  through Identifying organisational and individual capability requirements and aligning strategy, people and processes to optimise effectiveness and achieve the organisational goals (Taylor & Woodhams, 2016). During this meeting I outlined the support I required from my manager, the team, and the organisation to fulfil my potential. 
My learning has allowed me to understand the range of people practices needed to be an effective people professional (CIPD, 2021, CIPD, 2015). 

I have undertaken a number of self-assessments at a HR Technician level, whilst linking core knowledge and behaviours, all of which I currently apply to my area of work: Insight, strategy and solutions (core).  Since commencing my CIPD I have developed an understanding of Health Education Improvement Wales and its context and use these insights to tailor strategy and solutions to meet the organisations needs now and, in the future. All self-assessments (within the on the job training) through-out the CIPD course have been invaluable to my learning, which has allowed a regular routine of reflection and has: 
· Ensured I took the time to reflect on my knowledge and skills whilst highlighting areas of learning and development or improvement.  
· Although I still get anxious and frustrated regarding the amount I still have to learn, I have become more compassionate to myself.
· Increased my self-awareness and emotional intelligence within my professional role and show compassion to others. Which I have used to inspire trust through demonstrating trustworthiness, influence, and motivate others
· Improved my ability to make decisions which displays good judgement, awareness of risk and systemic impact
· Improved and increased my confidence within the HR profession; I can generate innovation through the technique of asking open questions and attending to the answers with an open mind

Insight Strategy and Solutions: Deliver and Embed Solutions:
Throughout my learning I have been heavily involved within the HEIW Health Needs Assessment (HNA) and COVID-19 HNA. I analysed the results of the COVID-19 HNA data which will be used to develop the HEIW Health and Wellbeing Strategy and Action Plan, intended to bring about beneficial health and wellbeing change to colleagues in 20/21, anticipated to have a positive impact on employee performance and engagement.  I intend to continue linking with the people team to gain knowledge, expertise and further experience and review the project management practice within HEIW, follow consultation guidelines/regulations and write a PID for the strategy.
[bookmark: _Hlk71999616]Employee Relations: Support mangers to ensure that the individual and collective relationships between HEIW and its employees are managed appropriately; within a clear framework underpinned by organisational culture, practices, policies and ultimately by relevant law. / Employee Engagement: Demonstrate that I am working to strengthen the connection that all employees have with their work, colleagues and to their organisations so that employees are more fulfilled by their work and make greater contribution towards organisational objectives: give attention to good leaderships and management. 
Throughout my learning I have demonstrated research, measured employee engagement, and highlighted the importance of employee relations. I have been responsible for researching different forms of literature, reviewing legal frameworks and legislation whilst also consulting best practice frameworks, in order to produce clear and concise reports which have been submitted to the HEIW executives. I’ve taken on the responsibility for the analysis and interpretation of data i.e. the Health Needs Assessment (HNA) results and arranged and took part in a Corporate Health Standards mock assessment, which evidently was approved by the executive team following detailed reports and a GAP analysis. I have also been responsible for the collation of an annual Health and Wellbeing Management Information presentation.
I worked in conjunction with my line manager to in the provision of an Employee Assistance Programme (EAP) service within HEIW (The Gazette, 2021). An EAP is an employee benefit program that assists employees with personal problems and/or work-related problems that may impact their job performance, health, mental and emotional well-being. According to Deloitte (2018, 2017) Initiatives to support employee wellbeing such as wellness and work-life balance programmes in the workplace, are no longer seen as a ‘nice to have’ but as an essential differentiator.  88% of business and HR leaders in the UK are working towards improving employee wellbeing, compared with a global average of 82 per cent. 36 per cent of businesses in the UK currently have mental health counselling programmes in place, against a global average of 21 per cent (Deloitte, 2018; Reward & Employee Benefits Association). HEIW’ s current Occupational Health and other health and wellbeing services are procured through Cardiff and Vale University Health Board. Deloitte analysis for the Stevenson-Farmer independent review found that poor mental health costs the UK economy between £74 billion and £99 billion a year, with workplace interventions showing a return to business of between £1.50 and £9 for every £1 invested (Deloitte, 2018, 2016). 
I set up an EAP (CIPD, 2017; CIPD, 2019; Lewis, 2017; Newton et al, 2005) Task and Finish group within HEIW with the intention of establishing an EAP. The first meeting took place on the 15th July 2019, where the group discussed and noted the services that NHS Wales Health Boards and Trusts currently provide to their employees. To support my line manager, I undertook a benchmarking and scoping exercise along with a literature review to establish current intervention and prevention services that were currently provided to employees. The Task and Finish group discussed the relevance of the services to HEIW and themed them into five groups: Health Promotion; People; Health and Wellbeing; Employee Assistance Programme and Education and Development. The Senior Management team were asked to endorse a joint EAP provision for HEIW employees. Due to COVID-19 an intended EAP service provision was pause and Cardiff Occupational health have continued to use another service. During the pandemic, on behalf of my line manager, I facilitated a gap analysis of the current service provision for NHS Wales staff in relation to EAP services. The exercise highlighted that the current provision is not fit for purpose and an EAP service provision will be established within HEIW.  
As a member of the EAP task and finish group, I have undertaken further benchmarking exercises of Health Boards/Trusts in NHS Wales and the intervention and prevention services they provide to their employees. I have been asked to write a report detailing the findings with a recommendation to start up the process to ensure the health and wellbeing, productivity and engagement of employees (Deloitte, 2018, 2016; CIPD, 2017; CIPD, 2019; Lewis, 2017; Newton et al, 2005)
I have also been involved in the Development and embedding of Mental Health Policy. As a development opportunity I sat on the Mental Health policy review group, as a result of the current policy not being fit for purpose. COVID-19 has had major implications for staff Health and Wellbeing and organisational culture / performance. Therefore, there was an urgent need to implement this policy. The learning highlighted a clear link between this policy and the Managing Attendance at Work policy i.e. reasonable tailored adjustments. 
As a result, I have recently been promoted into a policy project lead within the people team. Going forward I intend to spend time with the people team to assess my level of awareness, understanding and interpretation of current policies i.e. the development and consultation procedures. I intend to apply this learning within the development of the Health and Wellbeing Strategy. 
On reflection, going forward I need to use my professional network to provide opportunities to discuss specific employee relations issues and the full range of strategies and solutions available within HEIW. I have been asked to represent HEIW on the National Health and Wellbeing Group.  
Role Model behaviour: Ensure that I consistently lead by example and act impartially with integrity and independence, balancing organisation, and legal parameters - Consistently acting according to organisation and legal principles and agreed processes.
On reflection, I have delivered a number of projects in line with agreed expectations and promises. I have taken time to study and understand the development journey of HEIWs values. I have also reflected on how well my own values sit alongside those within HEIW, which has made it a great place to work. 
Accepting responsibility and taking action to remedy any mistakes;  Throughout my training I have continue to spend time learning more about the work of my HR colleagues and consider how my own work impacts theirs and have found synergies and opportunities to support them further. My on the job training meetings with my line manager has helped me build self-review processes into my work to recognise mistakes made any learning opportunities that can be applied to a situation. 
Dealing with personal data and information in a professional manner and in line with relevant legislation. To increase my knowledge, I championed and review HR processes to ensure that all sensitive data is managed in accordance to the Data Protection Act. During my learning I had access to personal data which I respected and its legalities and ensure that I follow all forms of GDPR.  I will identify areas of non-compliance and discuss them with my manager. 
Driven to Deliver behaviour: Within my role deliver the best results for the organisation by demonstrating resourcefulness, determination, and purpose.  
Throughout my training I have demonstrated a desire to take action and deliver a number of projects, all of which I feel passionate about. I have used project management skills to Identify the steps to achieve agreed tasks and objectives in the immediate and short term, whilst also keeping track of own progress, completing work to deadlines, or informing others when targets can’t be met. I have consistently and consistently delivered what is expected, meeting or exceeding agreed standards, with positive feedback: “Emma has recently project managed the corporate health standard bronze award mock assessment, which has required negotiating with colleagues across the organisation to obtain multiple sources of evidence to support the corporate health standard action plan.  Emma has completed this task in a very efficient and timely manner using a Gantt chart and timeline”. Claire Smith – Manager
On reflection, after undertaking may practical aspects of HR within my previous and current role (some of which were not attainable due to the pandemic), I feel that I am working at the top of a technical level two and some foundations of a level three. This is evident through out some of the projects I have been involved in within HEIW during my CIPD studies, i.e. change management. 

Courage to challenge behaviour: Within my role I need to demonstrate courage and confidence to speak up competently, challenging others even when confronted with resistance or unfamiliar circumstances. On reflection I need to increase my confidence to standing by opinions and proposals in the face of difficult questions, providing supporting evidence as needed. This I feel will increase with experience and knowledge. 
Curious behaviour: I need to apply and seek out developing and innovative ways to add value to my organisation. On reflection, I feel that I have added value to my organisations within a number of projects which have highlighted the importance of employee wellbeing, especially during the pandemic. 
Area for Development
Talent Management: This is a huge developmental area within HEIW. I would like to further increase my National Work Force Planning knowledge within NHS Wales. I also intend to increase my employer brand knowledge by linking with HEIWs expanding talent Management team to gain knowledge and experience in HEIWs employer brand, which would be beneficial to the Corporate Health Standard award HEIW are in the process of trying to attain.  I intend to study its direction, development process and track its effectiveness in attracting and retaining key talent. 
Role Model Behaviour: To build knowledge, experience, confidence, and self-review processes I intend to link with a mentor and coach. 
Project Management Experience: All the projects I have been involved into date have gone well, and my project management knowledge and skills were applied through various methods. Due to Covid-19 the HEIW Health and Wellbeing Strategy was paused. I was therefore unable to project plan the development, launch and implementation of the strategy for HEIW i.e. applying project management skills, developing consultation events with HEIW employees along with stakeholder events. I plan to continue my CPD to build by knowledge and experience in both HR and Project Management as I feel both professions and techniques complement each other.
On reflection, I have enjoyed me learning, however have encountered a number of barriers in our efforts to engage with CPD activity.  The pandemic was a personal barrier for me personally.  As the office closed, it was sometimes difficult to source resources (especially within the portfolio work) and also resulted in lack of opportunities that may have been available in a pre-covid world. Time and lack of enthusiasm was also a barrier; I have two children which were home-schooled during the pandemic so juggling work, this course and schooling was a personal challenge. But I feel a lot more resilient now we are coming out the other side. 

I have also experienced imposter syndrome along the way, probably due to previous negative experiences. I still have a lot of work to do on my confidence, however there is no doubt this course and future profession will help. 

I will continue to communicate clearly, effectively, and professionally as communication is a skill that all HR professionals should continue to develop over time. I recognise that as a result I will become more professionally effective as experience and confidence grows. I will adopt this during networking, managing difficult relationships, presentations and report writing. 
At the start of this course I was working between a Band 1 & 2 within Health Education and Improvement Wales (HEIW) with an aspiration to work proficiently at Band 2 at the end of this course in May 2021.   I now feel that I am proficiently working to the top of a band two, with some small elements of the bottom of a band three. I have reached this aspiration through increasing and widening my HR skills and knowledge experience by obtaining undertaking a number of projects over the last two years and moving into a professional role within HEIWs HR team which links to HR strategy and policies. 
I will continue building my current knowledge and skills whilst continuing using the professional map as a developmental self-assessment tool during my future career within HR and OD. The 2013 map has continued to help me recognise my own performance and professional areas for development and allow me to plan my own learning. However, for the purpose of future learning I also plan to refer to the 2018 professional map to keep up with my professional development. If HR professional develop these skills and demonstrate that they can apply their understanding of an organisations business and context, they will have the ability to meet organisational need tailor its current and future strategies (Perkins et al 2016; CIPD, 2019). I also plan to continuously undertake and seek new learning opportunities and assess my level of knowledge in relation to practices and behaviours that will make me more effective within my role. I will always adhere to the CIPD Codes of Practice and work ethically. 

I feel determined, exhausted and, elated after such a crazy unexpected nearly 18 months…. but still feel privileged and even more passionate than I ever did about the HR profession wanted to pursue at the age of 18 (especially after poor HR family experiences). I only wish I had the support then, that I really have had now... Thank you! 



Evidence 1 
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Evidence 2 – My CPD Cycle 
Identify and plan
When writing my PDP, I Identified my current position and aspirations for the future. I identified learning outcomes through self-assessment and set milestones with clear dates. However, due to my level within the organisation and legality aspects of confidentiality a situational approach was sometimes needed, although management feedback was always sort and obtained (Taylor, Woodhams, Perkins and Wilkinson, 2017)
Act
I was always and still am open to new and exciting learning and development opportunities. I identified learning outcomes through both self-assessment and SMART objectives within my PADR (UHR, 2009; Windust, 2006; Mindtools, 2021; Clear Review, 2021).
· S – Specific. My objectives were clear and linked to my professional role and the IMTP business needs. They therefore benefited both me and the organisation. I therefore felt these were attainable, achievable, and realistic. 
· M – Measurable. Development was measurable against bother personal and business objectives. 
· A – Agreed. They were agreed by my line manager, the workforce director and Learning and Development Practitioner. This gave my objectives a much better chance of succeeding
· R – Realistic. Objectives were realistic for the duration of my CIPD and considered the size and scale of HEIW 
· T – Time-bound. My objectives have a time limit of the duration of this course  
My learning outcomes were all timebound.  I planned to meet with various managers / stakeholders throughout my learning journey, who were specifically involved in different areas of the organisation and linked with my CIPD learning objectives. I also planned to attend internal training / courses as well as external such as the CIPD events to increase my skills, knowledge, development, and competency. 
Reflect 
I had a regular routine of reflection after each learning modules through self-assessment, which gave me an opportunity to embed my learning through application. 
Apply
Even thou a lot of the work required me to study outside of working hours, during my own time, I was lucky to have the opportunity to practically apply my learning within my work environment. I therefore had the opportunity to learn from my peers, but also apply aspects of HR I have never undertaken before. 
Share & Impact 
Throughout the course I have had an opportunity to share my knowledge and learning with peers through a number of projects. Some of which has had a big impact on staff engagement during COVID-19 i.e. Health Needs Assessment, EAP, Corporate Health Standard. 

Evaluate
I have been very lucky to have a number of support mechanisms in place throughout my studies along with very supportive managers. I have recently identified a mentor who is an experienced and trusted advisor and is qualified to level 7 CIPD, I’m very keen to obtain a CIPD in level 7 one day, however in light of the last 18 months I have decided to build my existing knowledge, within my supportive working environment and hopefully return to study in 2022. I will continue to use all of the support mechanisms I have in place, and further develop my skills, knowledge, development, and competency








CPD CYCLE
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EV3                                                                                Development plan




	NAME:
	Emma Carrington 
	MEMBERSHIP NUMBER:       
	1910725

	COVERING THE PERIOD FROM:
	January 2020 
	TO:
	May 2021



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
	Evidence of Achievement and Reflection 

	Increase my knowledge of Employment Law


	Attend future CIPD courses, conferences, and the Employment Law lecture during February 2020. I will network with external stakeholders and colleagues to gather insight on factors that influence other organisations. 



	I need to link with HR colleagues and networks to increase my Employment Law knowledge. I intend to find out where to source relevant and up-to-date Employment Law. I will also undertake further reading on websites, organisation’s, and publications, along with attending the Employment Law lecture.
	Improved knowledge and awareness of Employment Law. 
	May 2021 
	I have attended virtual CIPD events, such as the festival of work and the student CIPD events which has increased my knowledge.  

I have recently been promoted to HEIWs Policy Project Lead which requires me to formulate policies, procedures, strategies and EQIAs. Within my role I have undertaken extensive reading via websites, publications, CIPD and networking with organisational policy leads. I have not attended an employment law lecture due to increased work commitments during the pandemic, however I intend to keep this on my development log as a future aspiration.
I have experience / knowledge of completing a DPIA as part of the Governance Framework, and have implemented a peer support group within the workforce directorate in order to assist new members of staff who have joined the organisation virtually during the Pandemic and to induct them into HEIW.  

	Job Evaluation matcher


	Attend Job Evaluation training 
	The support of my line manager to attend – this has been agreed
	I will be able to be understand the job evaluation process and put this into practice. 
	June 2020
	I have received job evaluation training and have attended 1 job evaluation panel virtually due to the pandemic. It is my intention to continue with my learning and development within this area. 

	Extend my knowledge of Healthy Working Relationships within organisational settings.
	As part of my development I will attend the Respect and Healthy Resolution conference on 29th January 2020, which is the second phase of the conference (1st took place on 19/11/19) where I along with colleagues will be able to play with and test the ideas/products in workshops and on-line.  feedback. 
	The support of my line manager to attend – this has been agreed. 
Further experience of networking with colleagues from other organisations where we share thoughts about what we think healthy relationships look like, how we build and maintain them, and what policies, learning and development and other support would be helpful to us all. 

	Being mindful of the impact this can have on individuals and teams.
	February 2020 


	I have attended all the Respect and Healthy Resolution conferences. The policy has been developed in partnership and was agreed by the Welsh Partnership Forum on 17 March 2021 and from 1 June 2021 will become the standard policy for Respect and Resolution within the NHS in Wales and can only be amended through agreement by the Welsh Partnership Forum. It will replace the current All Wales Grievance Policy and Dignity at Work Process. As with policies agreed at an all Wales level, text boxes are included throughout the document for your organisation’s name to be inserted.
This policy has been developed as part of a very different approach to our traditional all Wales policies and procedures. Through working on a replacement to the Grievance Policy and Dignity at Work Process it was felt that there was a real opportunity for employers and trade union colleagues to work together to re-focus our traditional way of doing things and move to establishing ways of working which focus on early intervention and the prevention of problems through building healthier working relationships and workplaces. This aligns with the broader work being undertaken across NHS Wales by organisations on values and behaviours, the approaches set out in the Workforce Strategy for Health and Social Care such as compassionate leadership as well as the pilot programme of work which has commenced in Swansea Bay UHB on Just and Learning Culture. This new approach will be launched on 1 June 2021 and existing policies will be in place until that date. I have applied my learning to other HR policies.


	Develop employee relations strategy, policy and practice






	Project plan the development, launch and implementation of the Health and Wellbeing Strategy for HEIW during 2020. 
	I will spend time talking with employees to assess my level of awareness, understanding and interpretation of current policies. During these discussions I intend to identify potential enhancements and/ or improvements and discuss suggestions with the HEIW People team. I will be applying project management skills, developing consultation events with HEIW employees along with stakeholder events. 
	The successful implementation of the HEIW Health and Wellbeing Strategy during 2020. 
	December 2020
	I have recently been promoted to a policy project lead within HEIW. This has given me the opportunity to develop strategies and policies within the organisation, such as Sabbatical, Recruitment and Selection etc. I still have a lot of learning and development needs however, the opportunity is allowing me to demonstrate my CIPD training and put my learning into practice. Going forward I would like to undertake further training on Employment law. 

	Increase my knowledge and understanding of wider HR issues
	I will seek opportunities and attend HEIW, CIPD and function wide briefings on projects, products or services, even if they are not directly related to my work. I feel that this will help with my study, allow me to challenge ideas and future work proposals better.

	I need to link with HR colleagues and networks to increase my knowledge. I will also undertake further reading on websites, organisation’s and publications. 
	Applying it to my professional career and future roles. 
	May 2021
	I have linked with HR colleagues and networks to increase my knowledge and reviewing the impact organisational issues, strategies, policies and procedures have on colleagues and their Health and Wellbeing. The EAP within HEIW is an example as Cardiff and Vale University Health Board undertook all of HEIW’s pre-employment checks and Occupational Health referrals and reviews, however, counselling services were not currently provided. Cardiff and Vale University Health Board were not able to extend the SLA to include counselling. As a result of researching and reviewing health and wellbeing initiatives and undertaking a scoping exercise, the success of which has resulted in the partnership with external providers of financial support services counselling support services for HEIW staff. 
Implementing an EAP within HEIW will have several benefits to both the organisation and employees. Research shows that the organisation would experience improved employee engagement, productivity, moral, as well as help prevent outside issues from impacting on work, including absences from work

	Reflects, analyses and tests ideas and insights with others.
	Taking into consideration previous ideas, over the next 18 months  I will evaluate my work and suggest new HR ideas or process improvement within my team. I intend to Analyse the results of the HEIW Health Needs Assessment. 
I am interested in the results that were produced within the HEIW HNA. I will now apply my curiosity to undertake a deeper dive into Work life balance.
	Link with the HEIW analytics team and support from my line manager.
	An Information Management Report to the Executive team along with a presentation and communication plan, which links the results to the 5 ways to wellbeing.
	May 2021
	as I was able to contribute to the health and wellbeing teams work and spread the message within the organisation. I also analysed the COVID-19 follow up HNA. I produced an Information Management Report to the Executive team along with a presentation and communication plan, which links the results to the 5 ways to wellbeing. I received fantastic feedback which really boosted my confidence, as I felt I had contributed and made a difference within the organisation.

	Further develop my integrated performance report writing skills for the senior Leadership Team
	Continue to write reports as requested and expand my knowledge.
	I need to link with HR colleagues and networks to increase my knowledge and experience.
	I will work collaboratively with other functions to produce joint reports
	December 2020
	I have undertaken several small projects since starting the CIPD course and written several communications to the HEIW SLT in the format of reports including: 
· Report to request the implementation of a finance wellbeing support service for HEIW employees 
· Report requesting the Implementation of an Employee Assistance Programme (EAP) within HEIW update report /
· progress reports on all of the above projects 
· progress reports on all of the above projects 
· Report requesting a Health Needs Assessment (HNA) within HEIW 
· HEIW Health and Wellbeing progress report, including Corporate Health Standards, Financial Wellbeing support Services for HEIW employees and Employee Assistant Programme progress to date 
Whilst undertaking the above reports and project management / support / of these Health and Wellbeing Workforce Strategy projects, I feel that I have applied Influencing, negotiation, and problem-solving skills within my current role as Workforce Strategy Project Officer within HEIW


	Reflection 
	
	
	
	
	Although apprehensive at the start of my course, undertaking the report writing both within my CIPD course and my work environment has given me a good foundation for a HR career within the NHS.  I’m sure this will be a skill that will improve over time and be invaluable within my future career aspirations. 

	Increased knowledge of CIPD 
	Completion of the Level 5 CIPD Diploma in applied Huan Resource Management 
	Support from all tutors and apprenticeship mentor. Attending tutorials at Trinity University one day a month. Complete suggested learning materials and wider research.
	Passing assignments and portfolios 
	May 2021
	Well what a journey…. Due to work pressures, home-schooling, and COVID-19 this has been a rollercoaster of emotions however, now I have reached the end I have an overwhelming sense of pride and achievement. Due to Covid-19, classroom interaction was paused in March 2020. Although classes were virtual from this point, I have missed the interaction with peers. Bouncing ideas in a classroom certainly expands knowledge and different ways of thinking. It was also interesting hearing other people’s experiences in different work situations. 

I have struggled at times with the word count and know this is something I need to work on as I aspire to complete my level 7 in the future. I need to be more cognisant as I tend to get a bit over enthusiastic about a subject and read too much, which on reflection has taken me longer to complete assignments. However, I feel this has benefited my learning.

	Keep up to date with HR best practice
	Read regular to Continuously keep up to date and improve my skills and knowledge in relation to HR best practice 
	Read the Cipd Website and People Management Magazine monthly, Listen to Podcasts, books, journal etc
	Application within my role daily and within my CIPD level 5 
	May 2021
	I have continuously maintained my development with regards to best practice knowledge. The CIPD web pages have been invaluable and will maintain my membership once I have completed this course. All resources have supported my development both in my work environment and my studies. With two children, the podcast has also been an easy and convenient way to learn when they have been in their afterschool clubs. I will therefore continue to do this. Although, as mentioned above I have sometimes felt overwhelmed by the amount of information I have read / listen to in relation to some of the modules

	Increase my knowledge regarding the 2018 CIP Map
	Read guidelines on the 2018 Professional map.
	Professional map guidelines
	A clear understanding and continuously assess myself against the map with my performance
	May 2021
	This exercise has been really helpful. I will continue building my current knowledge and skills whilst continuing using the professional map as a developmental self-assessment tool, whilst undertaking this course and during by future career within HR and OD. The 2013 map has continued (throughout my studies) to helped me recognise my own performance and professional areas for development and allow me to plan my own learning. However, I for the purpose of future learning I plan to refer to the 2018 map to keep up with my professional development.

	Further develop my Project 
	I plan to continue my CPD to build by knowledge and experience in both 
	Arrange a 1:1 with my line manager to discuss my development and future work. Also establish HEIW preferred 
	Implementation of the HEIW Health and Wellbeing Strategy
	December 2021
	Excellent 1:1 feedback from my line manager. All the projects I have been involved into date have gone well, and my project management knowledge and skills were applied through 

	Management skills
	HR and Project Management as I feel both professions and techniques complement each other.
	Project Management Practices (this is currently under review).
	
	
	various methods. Due to Covid-19 the HEIW Health and Wellbeing Strategy was paused. I was, therefore, unable to project plan the development, launch and implementation of the strategy for HEIW i.e. applying project management skills, developing consultation events with HEIW employees along with stakeholder events

	Further involvement within Change Management Processes
	HEIW are hosting a new organisation. A new team has been set up and I have been asked to be involved with Change Management processes within the digital team
	I will link with the Head of People and the Head of the new organisation to obtain guidance and support. 
	Implementation of the new Digital team within HEIW 
	February, 2021
	After completing the change management module, I identified Change Management as personal area for development. This is a huge opportunity to be involved in work that will shape the digital landscape for NHS Wales.  


	Undertake Coaching and Mentoring Training 
	Undertake an ILM in Coaching and Mentoring 
	Approval from my line manager 
	Successful completion of the ILM course
	August 2022
	On reflection I really enjoyed the Coaching and Mentoring module, especially the portfolio. I have now decided to undertake an ILM in Coaching and Mentoring. 

	Courage to challenge behaviour: Within my role I need to demonstrate courage and confidence to speak up competently, challenging others even when confronted with resistance or unfamiliar circumstances.

	Continue to build my knowledge, skills, and competency. 
	Further training within areas I am less confident i.e. recruitment, analytics etc Shadow colleagues within these areas to increase knowledge and confidence. Always remember to ask questions and challenge assumptions if needed.






	Increased knowledge and confidence
	December 2021
	This is a very personal area for development, which I identified a year into my CIPD. This will be an area I will need to constantly work on throughout my career, however I’m sure, by continuing to build my knowledge, skills, and competency I will overcome this. 




	Improve my presentation skills
	Design further presentations and deliver them to the HR team
	Approval from my line manager. Support from the Learning and Development team in providing me with training and techniques to deliver an effective and engaging presentation.
	The ability to stand up with confidence to deliver an effective and engaging presentation. I will also ask my line manager and peers for feedback
	December 2021
	I have enjoyed collating presentations as part of my role in work and for evidence within my portfolios however, I really need to work on my confidence and anxiety to deliver effective and engaging presentations. This is also an area I will need to practice throughout my career. 

	Use my professional network to provide opportunities to discuss specific employee relations issues and the full range of strategies and solutions available within HEIW. 
	I have been asked to represent HEIW on the National Health and Wellbeing Group
	Link with the Chair of the all Wales Health and Wellbeing Network to obtain all Wales background i.e. staff sickness issues etc, in I have been asked to represent HEIW on the National Health and Wellbeing Group readiness for the first group

Also, shadow my line manager at a meeting to gain a better understanding of the group Terms of Reference / aims and objectives. This will also give me an opportunity to engage with the group. 
	Attendance at first meeting with my line manager. After shadowing, attending the group to represent HEIW and making an all Wales contribution. 
	August 2021
	This is a real opportunity that I have picked up in my new role. I’m looking forward to continuing to make a difference to the NHS Wales Health and Wellbeing agenda, especially in light of COVID-19. This will also be an opportunity to build a network of contacts throughout NHS Wales. 


	Have more involvement in policy writing in order to fully understand how the process works both for All Wales NHS policies and bespoke HEIW policies

	Link with the head of People to express my interest in further involvement writing organisational policies. Ensure that I keep a breadth with HEIWs IMTP, forthcoming legislation to identify policies which require updating.  
	Support for the Head of the People team and HR managers within HEIW. I will need to allocate time to carry our project work. Obtain constructive feedback from colleagues, managers, and trade unions.
	Successful completion and organisational and trade union sign off of policies.
	December 2021
	My role is currently a secondment. I would like to continue applying my policy skills when I return to the Workforce Directorate. I will apply my learning to the future HEIW H&WB Strategy. 

	Advance my knowledge of HR analytics and NHS HR systems to enable me to provide accurate management information.
	Training and Coaching session with the analytics team and my line manager and run reports in readiness for managers. 

	Commit time to practice running and writing reports to ensure I am competent in this area.  
	Successful completion of running and writing executive information reports. The ability to produce reports upon request. 
	December 2021
	I have enjoyed the research element of the portfolios and applying HR analytic information within them. The Analytics team has an important function within HEIW HR. 

This is also an important area to consider when I write EQIAs for policies and therefore development is needed within analytics. 

	Increases Resourcing and Talent Management knowledge
	Link with the Talent and Succession team, Communication and Engagement team, and Workforce Planning managers internal and nationally.
	Approval from line manager. Time to shadow members of the team and reflect on my learning.
	Increased knowledge which can be applied to my role.
	
	This is a huge developmental area within HEIW. I would like to further increase my National Work Force Planning knowledge within NHS Wales. I also intend to increase my employer brand knowledge by linking with HEIWs expanding talent Management team to gain knowledge and experience in HEIWs employer brand, which would be beneficial to the Corporate Health Standard award HEIW are in the process of trying to attain.  I intend to study its direction, development process and track its effectiveness in attracting and retaining key talent.

	Research L7 CIPD
	I will review the L7 modules along with expectations. I will review the Swansea University website and all other supporting materials. I will make the time to speak with L7 students to gain am understanding of their experiences. I will also link with tutors.
	Completion of the Level 5 CIPD Diploma in applied Huan Resource Management





	Decision as to when I decide to undertake the L7 course.





	September 2022





	As mentioned above, I have really enjoyed undertaking the Level 5 course. The Level 7 is a personal aspiration for the future.  I’m conscious however, I would like to apply some of my learning to date within my work environment before I commit to this course.
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	NAME:
	Emma Carrington 
	MEMBERSHIP NUMBER:
	1910725

	COVERING THE PERIOD FROM:
	September 2019
	TO:
	May 2021



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

	Key dates
	What did you do?
	Why?
	What did you learn from this?
	How have/will you use this?
Any further action?

	10/09/19
	Attended the NHS Wales Healthcare People Management Association (HPMA) Roadshow 

	To build my knowledge and skills within HR. 
	The roadshow 
provided me with development opportunities and allows me to be at the forefront of the HR, Workforce and Organisational Development (OD) communities.  
	The HPMA continues to plan workshops and events for members in 2020. I will continue to attend these events to increase my knowledge and skills. 

	
14/10/19
	Attended / supported the Compassion Starts with Me - NHS Wales Health & Wellbeing Conference 2019

	I support the Workforce Strategy manager with the Health Education Improvement Wales (HEIW) Health and Wellbeing group. Compassion starts with me is currently the forefront of evolving leadership management within the NHS.
	How the application of collaborative and compassionate leadership will have an impact on management styles within the NHS along with standards of patient care.  
	I am very aware of the message and the impact it can have within NHS Wales. I would like to build my knowledge regarding this subject and intend to apply my current knowledge to date within future work. 

	
21/10/19
	Attended the NHS Wales Collective and Compassionate Leadership conference
 
	To understand the change in leadership styles and to move towards compassionate leadership. 
	How the application of collaborative and compassionate leadership will have an impact on management styles within the NHS along with standards of patient care.  
	I am very aware of the message and the impact it can have within NHS Wales. I would like to build my knowledge regarding this subject and intend to apply my current knowledge to date within future work. 


	29/10/19

	Equality Impact Assessment (EIA) Training

	Training to produce EIA Assessments within the organisation 
	How to undertake an EIA
	I will apply my knowledge in areas that require me to undertake an EIA. 

	02/10/19
	Attended unconscious bias training 
	As part of the Strategic Equality Plan all HEIW Employers are required to attend training to further awareness. 
	· The information will aid better recruitment and retention rate.
· Empowered employees who openly share their diverse perspectives.
· Creates better innovation & creativity.
· More diverse teams correlate to more profitable organisations 

	I will adopt this training within my policy role. It is a huge part of the Equality Impact Assessment and has been a valuable training experience. 

	13/11/19

	Attend the HPMA Conference 
	The conference provides me with development opportunities and keeps me at the forefront of the HR, Workforce and OD communities.  It continues to plan workshops and events for the forthcoming year. 
	The conference  
provided me with development and networking opportunities. Much like the roadshow on 10/09/19, it Workforce and OD communities.  
	It continues to plan workshops and events for the forthcoming year.

	02/10/19 

	Arranged and attended Mindful Menopause Sessions within HEIW 

	Health and Wellbeing initiative out of the HEIW HNA 
	The benefits of staff engagement on the Health and wellbeing of employees. 
	I have continued to arrange staff engagement events within HEIW. 

	October 2019

	Undertook a scoping exercise for the employee assistance programme. 
	Scoping Exercise for Employee Assistance Programme. 
	Inform the HEIW Workforce Strategy 
	I will apply my knowledge when working on the HEIW Health and Wellbeing Strategy

	August 2019
	Report to HEIW Senior Leadership Team (SLT) 
	To inform and gain approval to apply for the Bronze Corporate Health Standards (CHS) Award and support the work to ensure a successful mock assessment of the CHS Bronze award in early 2020. 

	The importance of reporting levels and levels of engagement with the SLT. The reports to the SLT are a mandatory fundamental opportunity for the workforce strategy team to engage / communicate with the SLT regarding the work that is being undertaken. It is also an opportunity to seek approval with initiatives. 

	This project is currently ongoing, I will continue to apply my knowledge and skills when producing further reports. 

	22/08/19

	Report to HEIW SLT
	Report to request approval on the Implementation of 1-hour Health and Wellbeing per week for each colleague, to improve Health and Wellbeing. 
	The importance of reporting levels and levels of engagement with the SLT. 

	Apply my knowledge, skills and experience when producing further reports

	October 2019

	Report to HEIW SLT
	To request the implementation of a finance wellbeing support service for HEIW employees.
	The importance of reporting levels and levels of engagement with the SLT. 

	Apply my knowledge, skills and experience when producing further reports

	19/11/19

	Progress report to HEIW SLT
	HEIW Health and Wellbeing progress report, including Corporate Health Standards, Financial Wellbeing support Services for HEIW employees and Employee Assistant Programme progress to date
	To update my progress reports throughout the duration of a project and to include exception reporting. 

	This is an ongoing requirement within my role. I will continue to apply my knowledge, skills and experience when producing further reports

	19/11/19 
















	Respect and Healthy Resolution conference 
	I attended the first phase of the ‘Respect and Healthy Resolution conference’ on 19/11/19 which was aimed at NHS Wales colleagues who were asked to share thoughts about what we think healthy relationships look like, how we build and maintain them, and what policies, learning and development and other support would be helpful to us all.  Throughout December representatives from NHS Wales organisations looked at how to turn these ideas into practical approaches. The Respect and Healthy Resolution conference is the second phase where colleagues which will be able to play with and test the ideas/products in workshops and on-line feedback.
	I had the opportunity to network with colleagues from other organisations where we share thoughts about what we thought healthy relationships look like, how we build and maintain them, and what policies, learning and development and other support would be helpful to us all. We discussed policies and procedures and the inconsistencies there may between organisations / departments within NHS Wales e.g.  with flexible working etc. 
	Going forward in my HR career I intend to be mindful of the impact this can have on individuals and teams. 















	22/11/19
	Report to HEIW SLT 
	Report to the SLT requesting the Implementation of an Employee Assistance Programme (EAP) within HEIW
	The report ensured the go ahead of the project within HEIW to undertake a Health Needs Assessment (HNA) of HEIW staff. The results of which will be used to develop the HEIW Health and Wellbeing strategy for staff. I’m very mindful of the positive benefits to employee engagement. 
	The report ensured the go ahead of the project within HEIW to undertake a HNA HEIW staff, the results of which will be used to develop the HEIW Health and Wellbeing strategy for staff which I will be involved with during 2020. 

	September 2019 – January 2020
	Compiled and continuously updated the Corporate Health Standards (CHS) mock assessment Action Plan 
	Compiled it with evidence in readiness for the mock assessment
	The importance of project management techniques / methods along with the importance of working on projects in a methodical and organised way. 
	Whilst Project Managing the CHS mock assessment I have continued to apply Influencing, negotiation and problem-solving skills within my current role as Workforce Strategy Project Officer within HEIW. I will apply these skills to further my career within HR. 

	September 2019 – January 2020 
	Compiled and Monitored a Gantt chart in readiness for the CHS mock assessment 
	I used a Gantt chart as a method of monitoring milestones or review points within this project. The chart illustrates the start and end point of my project and highlights different activities and tasks that are required to complete the project, it also illustrates the links between different elements of the CHS project and highlights where more than one task may be completed at the same time. 
	As a method of monitoring milestones or review points within this project. 
	I have used this method for the mock assessment and will continue to use it for the full CHS assessment. 






	23/03/20
	Facilitated a Health and Wellbeing Conference 
	To engage with the workforce regarding H&WB
	How to manage and facilitate a conference of 300+ delegates
	I applied my learning to the 2021 virtual event. 

	05/05/20
	Recruitment and Selection virtual Training
	Due to the pandemic I undertook virtual Recruitment and Selection Training 
	I learnt how the process works and the importance of a fair and consistent approach. 
	I have and will continue to use the techniques I have learnt within future recruitment and Selection processes. 

	01/07/20
	Attended a Mental Health policy focus group
	As a development opportunity I was involved in the Development and embedding of the Mental Health and Wellbeing policy review group, as a result of the current policy not being fit for purpose. 

	COVID-19 has had major implications for staff Health and Wellbeing and organisational culture / performance. Therefore, there was an urgent need to implement this policy. The learning highlighted a clear link between this policy and the Managing Attendance at Work policy i.e. reasonable tailored adjustments. 

	As a result, I have recently been promoted into a policy project lead within the people team. Going forward I intend to spend time with the people team to assess my level of awareness, understanding and interpretation of current policies i.e. the development and consultation procedures. I intend to apply this learning within the development of the Health and Wellbeing Strategy. 


	09/07/20 
	Undertook PADR virtual training 
	Due to the pandemic I undertook virtual Recruitment and Selection Training
	I learnt how the process works and the benefits to both HEIW and employees along with the importance of setting annual smart objectives linked to personal development and the IMTP.  
	I continue to use this tool as both a development and reflection mechanism. 

	11/08/20
	Managing attendance at work virtual training course
	The course was essential for: 
· employees who manage teams daily
· employees who have supervisory responsibilities 
· employees who don’t currently have management responsibilities but would like to improve awareness

	This training was essential as a Health and Wellbeing Project Officer. It outlined the principles of the policy with a large link to Health and Wellbeing and the benefits of offering individuals reasonable adjustments. 
	I will continue to use this within my current role and have already made links to other policies such as flexible working etc

	29/01/21
	Understanding Institutional racism.
	A Masterclass detailing Institutional Racism via zoon. Why does it matter in Healthcare?
	The masterclass gave an overview of the main issues in understanding institutional racism, where real life examples and the impact on staff morale were shared. Attendees were provided an opportunity for discussion and small action points for positive change. The speaker showed why tokenism is not the answer and highlight the need for better awareness and education.
	I have applied this within my thinking whilst writing Equality Impact Assessments linked to policies. 







	03/02/21
	Attended HEIW Inclusion and Diversity group.
	To learn more about Diversity and Inclusion within the workplace 

	More information about HEIWs statutory obligations. 
	I have  applied this within my thinking whilst writing Equality Impact Assessments linked to policies.

	04/02/21
	HEIW Health and Wellbeing Network Event
	To facilitate the event 
	It reinforced the impact COVID-19 will have on the workforce in the future, and the importance / necessity of Health and Wellbeing services to be in place to support the workforces i.e. EAP. 
	Its important health and wellbeing principles are tied into all future policies and links are made; I will consistently do this. It’s also important to consistently engage with the workforce through HNAs, surveys etc

	11/03/21
	Interviewed and appointed a band 4 Health and Wellbeing Project Officer within HEIW. 
	I interviewed applicants to cover my substantive post whilst I undertake a secondment within the policy team 
	It was a positive experience and helped boost my confidence. 
	I intend to be more involved within HEIW recruitment processes to build my knowledge and skills. This is ongoing.

	24/03/21
	Webinar with Professor Michael West: Recovery and renewal – Leading beyond the pandemic.
	Professor Michael West presented a presentation linking Compassionate Leadership with Health and Wellbeing.  
	It reinforced the importance of compassionate leadership within the workforce and the implications COVID-19 will have the workforce in the future.
	It’s important the principles are tied into all future policies. Managers need to be fully trained on the principles and how to manage situations.

	26/03/21
	EDI Masterclass: History of Race and Racism in Wales.
	To understand the History of Race and Racism in Wales
	The History of Race and Racism is far wider than Wales. Its important that organisations recognise this and ensure appropriate training is in place for all employees. Its also important that appropriate recruitment and Selection mechanisms are put in place to ensure a fair and equal process.
	I have applied much of the theory to my thinking when producing EQIAs. I will continue to do so within all future roles. I have also made the link with the unconscious bias training. 




	29/03/21
	Wrote a Sabbatical Leave policy
	HEIW did not have one in place. 
	Consultants are employed with HEIW for a number of sessions a week, so it was important we had a policy in place. It was interesting to learn about the variation in NHS Agenda for Change Contracts and NHS Consultant contracts. 
	This was my first policy within my new role. I have taken reflective learning from this and adapted other policies as a result. 

	01/04/21 – 02/04/21
	NHS Wales Accessible content training 
	As part of HEOWs diversity and inclusion initiatives I was asked to attend this training course. 
	The online training course helped build my skills in accessibility and inclusive design. It also made me more aware of best practice within accessibility. 
	Accessible design often solves many cross-browser compatibility problems. I have been mindful of this when working on policies and procedures. This was powerful training and made me think very much outside of my comfort zone. I will continue to relate back to this training in all aspects of my future work. 

	20/04/21
	Time to Change Training 
	HEIW has set up a Time to change group. I was asked to attend the group to become a change champion within HEIW. 
	HEIW has signed up to the Time to Change Wales pledge. This is a public declaration that HEIW wants to step up to tackle mental health stigma and discrimination. It isn’t a quality mark, accreditation, or endorsement. There is no test or application. As a change champion I have committed to taking actions that are realistic and right for myself and HEIW that will lead to a reduction in discrimination within your organisation and the wider community.
	This is ongoing. I will be: 
· Looking at policies and culture to make sure the workplace is supportive of people with mental health problems.
· Running internal anti-stigma campaigns using our materials: inviting our educators to deliver anti-stigma training.
· Promoting the messages externally to people who use your services and the wider community through your communications channels or by running a campaign.


	22/04/21
	Write a recruitment and Selection Terms of Reference 
	HEIW are creating a bespoke Recruitment and Selection Policy.
	This work is currently ongoing.  A Task and Finish group is due to be set up to include members of HEIW and Trade union reps as part of the consultation process. 

	Ongoing 

	27/04/21
	Started to write a bespoke HEIW Recruitment and Selection Policy for HEIW.
	A recruitment and selection policy is a document that summarises the guiding principles regarding how HEIW will conduct the overall recruitment and selection process. The policy has a pivotal role to hire the most suitable candidates based on the work ethics and business goals that HEIW seeks to serve. 
 

	An effective recruitment and selection policy ensures a transparent and fair recruitment process that helps HR/Recruitment professionals to select the right candidate.
	Ongoing - needs to be agreed with the Task and Finish Group.

	04/05/21
	Attended a HPMA Wales Virtual Event 
	All HR Professionals across NHS Wales are invited to these events as a support and development opportunity. 
	Recognise and Reflect Event - 180 Motivational Minutes. 
Speakers included 
Dr Dean Royles - President, Healthcare People Management Association
Dr Rob Briner - Professor of Organisational Psychology at Queen Mary, University of London, and Scientific Director of the Centre for Evidence-Based Management
Mr Motivator MBE - The world’s leading health and well-being coach.
	This was a useful event, which helped a lot of NHS Wales HR colleagues reflect and to recognise how far we’ve come and the contribution we’ve all made in our own way to get through these challenging times. 


	05/05/21
	Attended an NHS Wales Employers - Healthy Working Relationships: General Awareness Raising Session
	 The Healthy Working Relationships policy is due to launch on 1st June 2021. It will replace the grievance policy and includes mechanisms such as mediation, a ‘cuppa catchup’ 1:1’s and reasonable adjustments etc.   I was invited to attend as part of my policy role and for general awareness raising
	This session was aimed at all managers and staff within NHS Wales and provided:
· an overview of the new approach and;
· how the new Mediation Network and Respect and Resolution Policy will support the roll out.
The session (including an opportunity for Q&As) were led by NHS Wales senior people colleagues, who are key to the process.

	I will apply my learning into future policies and ensure all appropriate links with existing policies and procedures are made. 

	10/05/21
	Updated the all Wales Respect and Resolution Policy in line with HEIW branding. 
	As part of my policy role I was asked to update the all Wales policy to reflect HEIWs brand etc 
	Although this policy has been agreed on an all Wales level it needed to go through HEIWs internal processes. I therefore needed to write a paper to the executive team to formalise the policy within HEIW. 
	This was my first experience of NHS Wales processes in relation to All Wales policies. I will continue to use and adhere the formalised sign off process within HEIW. The process will also help me within future professional roles. 

	11/05/21
	Equality Week event 'Race Equality: Fair Care'
	10-14 May 2021 marked the first ever NHS Wales Equality Week. 


	The impact the lack of equality within the care system can have on an individual. 


	This masterclass will help formulate future policies and EQIA’s 
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