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Background / About me
Personal
Hi! My name is Daniel Taylor, I am 35 years old, and I am from Barry. Now famous for all things Gavin and Stacey! I live with my wife Kayleigh and our three children Ollie (14), Harry (12) and Brooke (8). Along with our 5-year-old cockapoo Buddy.

He’s not that small anymore!

Outside of work I enjoy spending time with my family. Often going for trips away.
We love our sports. Mainly football and all the children play. 

Which keeps me on my toes!

Professional 
Throughout my working career I have worked across the retail, banking and public service sectors. I joined South Wales Police in 2016 as an administration assistant and took a keen intertest in developing my skillset within HR. Following this I then moved into a clerical officer position and in my current role I am a HR Advisor. I have been undertaking this role for 6 years. 
	Dates
	Role
	Overview of role

	November 2016 – December 2017
	Administration assistant 
	Process HR related transactions as part of a multi-functional team.

	December 2017 – April 2018
	Clerical officer
	Support and line manage a team of six staff.

	May 2018 to present
	HR Advisor
	Support HR Business Partners in the operational HR area of business, as well as acting as the first point of contact to all line managers and staff on operational HR issues

	April 2024 – September 2024
	HR business partner (acting up)
	Deal with a variety of complex issues and specific cases which may involve advising management on grievance, discipline, and capability issues, as well as advising on how to manage sickness absence and capability.



I completed the Level 5 CIPD diploma in applied Human resources between 2018-2020. I enjoyed my time developing my understanding across all the areas within human resources, I completed this part-time which involved attending college, whilst raising my family
Within my current role, I provide advice and guidance to managers and staff, undertaking HR related projects, supporting the Senior Management Team, Business Partners and managing HR specific processes. My portfolio has included various departments including ICT, Information Management, Corporate Finance, Corporate Communications, Estates, Procurement, JSIU, Learning and Development, Safeguarding and Justice Services. This has allowed me to support both Officers and Staff on various subject matters such as absence, performance and recruitment. Within South Wales Police there are various regulations and policies which apply to officers and staff which mean I need to continually keep myself refreshed and updated on any changes.
I am currently completing my Level 7 CIPD Strategic People Management qualification which will help me to continue to build my knowledge in HR with a view to potentially moving into a more senior role such as a HR business partner in the future.

Introduction to reflective practice and models
Thompson & Thompson (2023) discuss the concept of reflective practice and encouragement for this to be utilised, they also highlighted that reflective practice can be rewarding and effective, which can support individuals with their Continued Professional Development (CPD) and in contrast if not utilised could lead to minimal learning and development as well as low performance.
Julie Drybrough on CIPD (2022) podcast highlighted that people not only learn through experience but also through reflecting on the experiences. Furthermore, Parry-Slater (2025) argues that reflective practice is vital to enhance learning, discussing allocating reflection time as part of learning initiatives will be as important as any knowledge shared, discussing when reflecting learning is then embedded.
Kiner (2022) highlights that reflection as part of end of year reviews allow individuals to evaluate of what they have did and how they did it. Further highlighting the importance of thinking about what went well not just what went wrong. Which supports reinforcing good habits.
Gregg (2023) discussed good leaders need to be self-aware and that by taking the time to reflect they can develop individually to lead their teams, this in turn can support and improve an organisations performance.  
The above work highlights the benefits and impact that self-reflection can have on both an individual and an organisation. For this to be successful their needs to be buy in and time allocated for development. 
There are various ways in which individuals can enhance their reflective practice. One way could be utilising reflective models. Discussing the importance of reflection (Watson & Gallagher, 2005) highlighted how individuals can learn and develop by becoming a reflective practitioner. 
In contrast Boud, Keogh and Walker (1985) highlighted a three-stage model for reflection. Which focused on reflecting on experiences to develop positive outcomes and changes in behaviour. This simplified model allows individuals to go back and forth between the reflective process and outcomes to ensure learning. 
Kolb (1984) suggested a model which had four stages this focused on experiential learning, stages were experience, reflecting on experience, learning from experience and active experimentation. This model is widely used and applied within educational settings. Wijnen-Meijer et al. (2022) applied this learning model to medical students which allowed them to experience, reflect, discuss their cases and carry out their learning in a training environment. They were able to re-practise this learning in simulated environments to improve insights.
In comparison Gibbs (1988) reflective cycle, this further builds on the above models and details a six-stage approach to reflection. Which involves reflecting on behaviour, outcomes and implementation of an action plan. 
The stages to the cycle are:
1. Description 
2. Feelings 
3. Evaluation 
4. Analysis
5. Conclusion
6. Action plan
This differs from Kolb (1984) which emphases on trailing new experiences, Gibbs (1988) focuses more on the experiences and then implementation of a plan for future reference to support.
When discussing the importance of reflective practise for nurses Ingram-Broomfield (2021, para. 5) said the Gibbs model ‘is a systematic, logical and cyclical process’. Discussing the implementation of the action plan can be an opportunity for future reflection and a return to the start of the cycle. 

	Model
	Stage 1
	Stage 2
	Stage 3
	Stage 4
	Stage 5
	Stage 6

	Boud, Keogh and Walker (1985) 
Model of reflection
	Experiences
	Reflection
	Outcomes
	N/A
	N/A
	N/A

	Kolb (1984)
Reflection model
	Experience 
	Reflection
	Learning 
	Active experimenting 
	N/A
	N/A

	Gibbs (1988)
Reflective
Cycle
	Description

	Feelings

	Evaluation

	Analysis

	Conclusion

	Action Plan




Figure 1: Comparison of reflective models.
I have selected the Gibbs (1988) reflective cycle to use within my portfolio of work due to ability to reflect on a given situation, the outcome and also create an action plan to support for future reference. This model has also been presented and utilised within the police services. The college of policy share this model as a resource for reflective practice. The model is particularly effective in assisting individuals reflect on events and experiences (College of Policing, 2025).  
Further to this, Aneeis Hashim et al., (2023) explored the use of Gibbs reflective cycle for teachers. It was highlighted that the model provided a clear structure for reflective experiences, and it assisted with both writing and thinking through reflective practice. 
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Scenario 1

Providing advice on an Expression of Interest (EOI) for a C/Supt

Description 
CIPD (2024a) outline that effective resourcing is vial for organisations and should look at the long-term strategy.
The Safeguarding and Public protection department is a specialist unit within the force. 
It has a mixture of police officers and staff, 346 in total (SWP, 2025). This unit saw a substantial increase officers and staff to make one centralised team previously the headcount was 122.
Their administration team consists of eight individuals, during the period of change there was considerable pressure due to the increased headcount and abstractions. There were two long term abstractions of line managers. The team was managed by a Superintendent (Supt), who also acting up to Chief superintendent (C/Supt). I was the HR advisor but also covering HR business partner responsibilities due to abstractions.
I advised the C/Supt of opportunities to support the unit moving forward. Initially the C/Supt pushed to fill the manager role on the internal team. An expressions of interest approach (EOI) was agreed, and the member of the team got the role which caused conflict with an unsuccessful candidate. Who felt they were being overlooked for the role as they weren’t already part of the administration team, they reported sick and mentioned submitted a grievance. This was a difficult and challenging situation, as I had to ensure and outline how an ethical process took place. ‘Ethical Practice’
Poorly implemented decisions can significantly impact individuals and the organisations CIPD (2024b).
Options to support application submissions for future reference were offered by HR but declined.  

Feelings 
During this time, I felt nervous and apprehensive due to the C/Supt rank, this was a senior officer who is two ranks from the most senior position within SWP. Previously, I have only ever directly advised first line or second line managers.
I did question my ability to give advice and direction to a senior officer, so I ensured any advice I did provide I discussed with my senior HR business partner. I felt comfortable in sharing my difficulty with my manager due to the supportive relationship we have, CIPD (2023) data showed line managers who investing time in developing and supporting their staff, were likely to have higher performing teams.

Evaluation 
Whilst this was a challenging experience it was positive as it allowed me to develop my confidence and courage to challenge on a process I was confident with. However, I did struggle with the direct approach of the C/Supt who pushed back and challenged on most elements within the process. I had to lead and direct the C/Supt to understand why there needed to be an open and transparent approach to filling the vacancy. ‘Professional courage and influence’
CIPD (2024c) highlight organisations should ensure inclusive procedures are part of recruitment processes, to ensure the most suitable candidate moves into any role.
One negative element of situation was the reaction of the unsuccessful candidate, who felt they had not been given a fair opportunity during the process. This caused conflict, Ayling (2024) outlines conflict should be managed proactively or can be harmful to organisations. I explained to the C/Supt to organise a meeting to explore the concerns and support the individual moving forward. Jacobs (2024) discusses HR are key in ensuring line managers have all the information required when providing information which may be part of unpopular policies.

Analysis 
On reflection for this situation, I would look to recognise and be more capable of identifying key personality traits and then tailor my approach to ensure a more confident working relationship with the C/Supt. One model to support could be the Five-Factor Model (FFM) which looks at traits which impact personality, these are Neuroticism, Extraversion, Openness, Agreeableness and Conscientiousness (McCrae & Costa, 1999). It has been used to also to predict possible outcomes or behaviours. Roos & Kazemi (2022) utilised the model to predict online shopping behaviours in Sweden, detailing personality theories offer a more complex view of individuals behaviour and as such the more we know the better we can tailor our approach. Personality is key to assists with understanding individual behaviours and decisions made (Thørrisen and Sadeghi, 2025). If I utilise this model, I could look to gain a better understanding of how my personality and behaviours impact the advice that I provide to senior leaders, but also understanding their personality can allow for better working relationships. 
One negative aspect was the conflict which occurred, to support in managing this I could have looked to utilise conflict resolution processes. How an individual approaches conflict can influence the outcome. Thomas & Kilmann developed a framework to assess conflict management styles by assessing an individual’s assertiveness and operations, also referred to as TKI (Kulesa, J. et al. 2023). CIPD (2020) highlighted that any successful conflict management involves understanding the reasons why it occurred. Furthermore, Yordanova-Karageorgieva (2024) highlights a link between both the FFM traits and TKI conflict styles. 

Conclusion
On reflection, I would look to gain a better understanding how my behaviour and personality impacts on my service delivery, as well as getting to know those who I am working with so I can ensure effective working relationships occur.  
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Scenario 2

Cardiff and Vale BCU – Consultation process for PCSOs

Description
Cardiff and the Vale business command unit (C&V BCU) is the largest unit within the force due to supporting the city of Cardiff. It was identified that a specific team of Police Community Support Officers (PCSOs) were working a pattern which wasn’t conducive with the rest of the command unit and meant coverage around their area wasn’t being met. As police staff to progress and change working patterns a consultation process needed to take place. Effective consultation which involves listening to the views of employees and their representatives can help with employee relations. It can lead to better decisions and increase the chances of employees agreeing with any proposed changes (ACAS, 2021). 
I was HR lead on this process and worked alongside the SMT to carry out this consultation. This involved working with various ranks, police officers and staff as well as trade unions. I needed to ensure all those affected felt valued and their voice was heard throughout. ‘Valuing people’
CIPD (2025a) discuss employers should undertake equality analyses of working processes to remove unfair discrimination and bias. During this process, I outlined that equality impact assessments were needed, briefing packs provided, individuals offered opportunity have individual consultations to discuss their own circumstances and timeline for implementation provided to all parties. This process was a success with all individuals transitioning onto the new working patterns within the agreed timescales. 

Feelings 
During this time, I did feel anxious about the consultation as this was the first time I supported one of these processes, I was also conscious of the possible impact and ramifications of changing working arrangements for those police staff who were affected. I was also conscious that during the consultation there would be plenty of stakeholder engagement with the C&V BCU SMT, trade union representatives and the PCSOs. ‘Working inclusively’ 
Stakeholder theory could support with this engagement, Inyang et al. (2023) highlighted the work of Edward Freemans (1984) stakeholder theory which discussed that individuals affected by organisations are stakeholders and success can only be achieved when all the stakeholders are satisfied.

Evaluation 
Whilst I was anxious during the early stages of the consultation process, I grew with confidence as the process progressed. HR have a key role leading change in organisations, and they need to work closely with line managers and leaders to understand the possible challenges (CIPD, 2022a). I was able to become the HR lead and support with individual consultation meetings, I found this rewarding. I was also able to provide responses and solutions for questions raised during these meetings, ensuring the PCSOs had a voice. 
I made sure collaborative approaches were adopted. Indeed (2025) outline successful collaboration can improve productivity and employee confidence. 
One difficulty at times were the challenges presented by trade union representatives, 64% of police staff were part of a trade union at SWP at this time in 2023 (SWP, 2023). CIPD (2025b) highlight HR should consider how to develop effective personal relationships with local trade union representatives. CIPD (2025c) supports this detailing partnership approaches can benefit organisations. This wasn’t something I did prior to the consultation but would explore now.

Analysis 
On reflection, although I was anxious about supporting a consultation procedure, I felt the team worked well together and was effective in addressing concerns and queries which were raised during the process. Effective teamwork allowed the 90 days consultation run smoothly and the transition to a new working pattern was successful. To further improve the process, models which enhance team working could be explored such as Belbin (1993) team roles in which individuals all have defined roles and responsibilities to support a common goal. If this was utilised all individuals could have a further understanding of their strengths and weaknesses to support the process. Gutiérrez, L. et al. (2019) reviewed and applied Belbin’s team roles to a cohort of engineering students to improve the team’s performance through a suitable assignment of roles. Ogbonnaya (2019) highlighted with effective teamwork, employees will be more positive and there will be benefits of working together such as reduced stress.
Building trust through honest and direct communications has been key to developing positive working relationships between management and employee representatives (CIPD, 2022b).
The challenges proposed by trade unions during the process meant I had to negotiate outcomes for both the organisations and employees affected. Such as ensuring annual leave if possible was honoured following the change of pattern. This was difficult as often I was put on the spot and pushed for a response. If I was unable to provide an answer, I did make a note and provide a response outside of the contusion meeting.  
During the individual consultation meetings negotiation techniques could have supported me further. Lewicki & Hiam (2006) proposed a model, which incorporated five negotiating styles in which individuals assess and utilise the most appropriate for their given situation. Zeeman (2024) analysed this model and outlines preparation is key. On review I would utilise the collaborating approach for future consultation processes. 

Conclusion 
Moving forward for any consultation or cross collaboration situation, I will explore team dynamics further to ensure everyone understand their role and responsibilities within the process. I would also prepare myself for any trade union meetings by establishing good working relationships and look at negotiation styles.
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Scenario 3

Issues with restricted officers within Safeguarding & Public Protection

Description 
Evidence-based practice helps individuals make reliable and more effective decisions by utilising reliable, trustworthy solutions (Young, 2024). Furthermore, Briner (2023) discusses people analytics as utilising organisational data to identify the impact of HR initiatives and to provide information to guide decision making.
As part of the centralisation of the Safeguarding units within SWP, they inherited 182 to make a total of 264 officers (SWP, 2025a). Historically, these officer roles within the unit have been more office based and as such were occupied by restricted officers. As part of my role following the restructure I identified the volume of restricted officers coupled with other difficulties such as vacancy factor, absence and flexible working arrangements were impacting the business area’s ability to deliver the service needed to the communities of South Wales. The unit has considerably more restricted officers than any other area of business. ‘Commercial Drive’
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Force comparison for officers in a restricted capacity (SWP, 2025b). 
Following my review, I contacted the SMT and provided a presentation with a plan to address specifically the compliance and management of those restricted officers and the impact it was having on the departments service delivery. 
I utilised KPI data to identify trends and concerns to highlight and deliver feedback to the unit following this. I then identified ways to improve their ability to deliver the force objectives effectively. 
I requested utilising a structure and implementing an Adjusted duties board, which consisted of SMT and HR for review and sign off paperwork to ensure a consistent approach to the process. Following this, 8 additional officers were moved to Adjusted duties and a further full review was conducted to ensure compliance. ‘Insights focused’

Feelings 
The input I delivered to the SMT received positive feedback from chief inspectors who found the data impactful and utilised this to re-iterate the importance of compliance in their given areas. This was also feedback to my HRBP and added to my PDR. Feedback can boost morale, motivation and improve performance (Swinburne, 2001).
I was able to achieve buy in by explaining the positive outcome of robustly managing these cases to support with any request for further resources across the units. I felt proud that I was able to make a difference and utilise data to support this. 

Evaluation 
This process I found to be a positive experience, whilst delivering presentations and sharing the data was daunting. Hayden (2024) highlights how learning can have larger influence when used in a blended approach. Such as utilising digital resources to support. 
I enjoyed utilising the KPI data available to be able to deliver this in an engaging way. 
[bookmark: _Hlk197703359]Paramaguru (2024) discussed HR need to ensure there is clear and communication around people management and employment issues. Senior leaders act as role models for good communication and cascading of any information.
I was pleased that I was able to secure by in from chief inspectors who felt engaged and utilised my PowerPoint to relay the communications to their teams. 

Analysis
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Model of communication (Shannon and Weaver, 1949).
Li & Li (2025) applied this model when reviewing Information management and Compendium Law. Due to its opportunities to identify and separate the various phases and processes. Goby (2024) discusses application of this model within the workplace detailing, the model highlights how messages can become lost or distorted and by highlighting barriers, strategies to overcome these can be developed. 
Due to applying a new framework for managing restricted officers, change management models could have supported me. Kotter (1996) highlighted an eight-stage approach to leading and achieving change in organisations. SHRM (2015) evaluated this model discussing how this approach highlights the importance of senior leaders, driving change through an organisation, it also discusses how it can guide HR when implementing change through leaders. 

Conclusion 
On reflection, If I was to lead on any further change programmes would look to gain a better understanding how to deliver and apply this approach specifically for my target audience, this would allow me to deliver any change efficiently and ensure that the message is consistent throughout the department or team in question. 
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Scenario 4

Sickness process improvement within SWP

Description 
SWP sickness absence management is a key priority as per the chief constable delivery plan (SWP, 2021a) and the people strategy (SWP, 2021b), compliance figures force wide are low and line managers who are progressing individuals through the capability process for absence is minimal.
I provide a consistent message in which I outline the importance of managing compliance robustly and in a supportive manner. Often the process for managing absence is seen as a punitive measure. Hodson (2024) discusses how organisations need to manage absence efficiently and be aware of the individuals needs and how to support their return-to-work needs. CIPD (2023) highlight the importance of line managers during absence management and line managers lack skills and confidence during the process impacts employee wellbeing. Supporting officers and staff who are absent is something I have grown a passion for and want to ensure everybody is supported, utilising a consistent approach. I have a passion for sharing this learning opportunity to others. ‘Passion for learning’
Within my areas of business since August 2023 of 151 triggers for absence management 84 have not been progressed, largest reason for this is line managers deciding not to progress which accounts for 54 instances (SWP, 2025a). I have noticed that line managers are discussing support that individuals could benefit from but then rather than set a plan to support the individual returning and remaining in work they are choosing to not set anything and the rationale they are providing is weak. This situation means that possibly individuals are not being fully supported, and line managers potentially using this as an opportunity to not have a difficult conversation and manage appropriately. I raised the situation to my HR business partner and outlined my plan. ‘Situational Decision-Making’
I gathered all the details of first line supervisors (sgts) within the unit and then provided this data to my L&D colleagues to see who had attended the first line leaders course in which absence management is a key theme of discussion. I identified 60% had not attended. I linked with the SMT to outline I would like to target those sgts who haven’t yet attended this course with an opportunity for me to deliver a session I had created about managing absence effectively and in a supportive manner. The head of department also attended and outlined to the sgts the importance of supporting staff. 

Feelings
I found this situation difficult in the sense that my overall aim was to improve absence compliance, line manager knowledge but also try and improve the narrative of absence management being viewed as a punitive measure. If employees view the absence management process as punitive, this could cause more absence. Individuals may try to return when they're unwell, to avoid reaching a trigger point (ACAS, 2024).
However, I did enjoy providing the training session to the sgts due to my knowledge and passion for supporting SWP officers and staff.

Evaluation
This absence management input was face to face via an interactive presentation with curated content for further learning provided. I also took the opportunity to gain feedback for my own reflection via Microsoft office forms, of the 13 who attended I received 9 responses. Feedback highlighted it was good to meet HR face to face, the content met their needs, it was engaging and all felt confident they could apply what they learnt in relation to absence management. One individual further highlighted opportunity for deliver method also via MS teams (SWP, 2025b).

Analysis 
Following this situation, I would like to develop my understanding of emotional intelligence further, to help me recognise my delivery and approach to training. I haven’t yet encountered any particularly challenging behaviour but if I improve my understanding this could assist me ensuring I respond accordingly. Burt (2017) highlighted developing a culture of emotional intelligence can decrease absenteeism and improvement engagement levels. To further support Goleman (1995) five C’s framework could assist me developing and identifying opportunities for improvement. Price (2023) highlights emotional intelligence in the workplace improve communication, build relationships, performance and progress careers.
Another approach I could utilise to support for further concerns which may arise. Could be utilising a design thinking approach. McKinsey (2023) outline this is a customer-focused problem-solving approach that organisations can use to respond to changing circumstances and have maximum impact. Design thinking highlights the importance of customers and employees in the process of problem solving.

Conclusion 
On reflection, I will continue to ensure any changes to policies or procedures which impact absence management are shared with line managers and a follow up session is implemented to ensure compliance and knowledge is maintained. I would also ensure more specific feedback regarding my approach and delivery is created which could help me identify any specific needs in relation to my communication style and application.
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Personal Development Plan

Following my self-reflection and scenarios discussed, I have created the below Professional Development Plan (PDP) to support me moving forward. This plan consists of four goals which I will look to utilise and address areas of development over the short, medium and long term. 

Overall goal:

Over the next 12 to 18 months, I would like to be in a position where I can apply and become a HR business partner. 
The below development plan, consisting of three goals has been created to support me in reaching this desired outcome. 

	Personal Development plan




	Goal
	Opportunities to meet the goal
	What I will do to achieve this
	Resources or support needed
	What success will look like
	Target date for completion

	· Continue to build on the success of absence management training.

Short term goal

	· Look for other opportunities to ensure learning is embedded and improvements made.
	· Offer drop-in sessions at various police stations within the force.
· Follow up session.
· One to one support.
· Share best practise examples.
	· Time to be able to attend different locations.
· Buy in from those sgts who attended the training.
· Checklists and tailored advice/guidance on intranet.
	· Improved absence management compliance.
· Improved absence rates.
· Better employee satisfaction.
	· August 2025.

	· Improve my preparation and planning skills.



Short term goal

	· Request to be part of change management projects.
	· Utilisation of change management frameworks.
· Prioritise my workload accordingly.

	· Study best practice approaches. 
· Link with wider HR operational teams.
· Link with SWP project management team.
	· Manageable workloads.
· Confidence in providing timely and accurate responses to my customers.
	· October 2025.

	· Develop my confidence and application when delivering training.




Medium term

	· Continue to deliver training opportunities to first line leaders and above.

	· Offer to support other HR advisors who are delivering training inputs.
· Be flexible with method of delivery, e.g. support on MS teams if required.
· Be prepared and pro efficient with content to be delivered.
· Link with L&D to see what support is available.
	· Time and opportunities for delivery.
· L&D team for coaching and mentoring opportunities.
	· More confident delivery style.
· Positive feedback following training session.
· Recognition as a good communicator.
	· January 2026.

	· Develop my internal relationships with key stakeholders – Trade unions and Police federations.


Long term goal

	· Understand my personality and communication style.
· Exposure to potential conflict or negotiations e.g. consultations or performance meetings.
	· Carry out self-reflection exercises.
· Link in with L&D department to understand what support or courses are in place.
· Complete 360-degree feedback and invite feedback from key stakeholders.
· Request opportunities to support processes with stakeholders. 
	· Support from team and line manager.
· Time for self-reflection.
· Opportunities to keep building relationships. 
· Complete negotiation styles assessments.
	· Feeling confident when leading meetings with key stakeholders.
· Increase levels of communications with stakeholders. 
	· May 2026.











Appendices 
Completion of training for CIPD core behaviours. On separate PDF below:
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Commercial Drive

This course includes eight lessons, which you can access flexibly. You're free to go at your own pace. The content has been designed so
that you can dip into individual lessons which typically take 30-45 minutes if you complete all the content and reflective activities.

Remember, you're also part of our wider community, with its vast range of experience. So, complete the reflective activities and get
involved in the community discussions.

In this course we have listed resources that may inspire you to further explore topics covered on the course. This is supplementary,
optional material and not core content for the learning. All CIPD resources are available to those with an active CIPD membership®.

As a member, you can add your reflections from the course to the CIPD 'My CPD Records' tool. This will form a record of your CPD and

support your career development. Look out for the 'Update my CPD' prompt towards the end of the course, or you can access ‘My CPD
Records’ now.

*If you'd like to know how to become a CIPD member and access our reports, guides, factsheets and other resources for people
professionals, you can visit our website for more information.

| Share your unique perspective. We are all there to support each other.
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A with Commercial... your organisation business outcomes

2/ Topics Completed

4/4 Topics Completed 5/5 Topics Completed 5/5 Topics Completed

4. Working with your 5. Making the 6. Demonstrating 7. Showing resilience
customers business case commitment P—
e — — 3/5 Topics Completed
5/5 Topics Completed 5/5 Topics Completed 5/5 Topics Completed
v @ v @ v @ v @
View all
Powered by

D2L. BRIGHTSPACE





CIPD Learning Hub Ethical Practice 000 @‘j @

Daniel Taylor @

My Home Self-Assessment My Learning Plan My CPD Records Course Progress FAQs and Help Course Links v

1, —m ")
\
o=

Ethical Practice

This course includes six lessons, which you can access flexibly. You're free to go at your own pace. The content has been designed so that
you can dip into individual lessons which typically take 30-45 minutes if you complete all the content and reflective activities. Remember,

you're also part of our wider community, with its vast range of experience. So, complete the reflective activities and get involved in the
community discussions.

As a member, you can add your reflections from the course to the CIPD 'My CPD Records' tool. This will form a record of your CPD and

support your career development. Look out for the 'Update my CPD' prompt towards the end of the course, or you can access ‘My CPD
Records’ now.

*If you'd like to know how to become a CIPD member and access our reports, guides, factsheets and other resources for people
professionals, you can visit our website for more information.

./ Share your unique perspective. We are all there to support each other.
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Insights Focused

This course includes six lessons, which you can access flexibly. You're free to go at your own pace. The content has been designed so
that you can dip into individual lessons which typically take 30-45 minutes if you complete all the content and reflective activities.
Remember, you're also part of our wider community, with its vast range of experience. So, complete the reflective activities and get

iInvolved in the community discussions.

In this course we have listed resources that may inspire you to further explore topics covered on the course. This is supplementary,
optional material and not core content for the learning. All CIPD resources are available to those with an active CIPD membership®.

As a member, you can add your reflections from the course to the CIPD 'My CPD Records' tool. This will form a record of your CPD and
support your career development. Look out for the 'Update my CPD' prompt towards the end of the course, or you can access ‘My CPD
Records’ now.

*If you'd like to know how to become a CIPD member and access our reports, guides, factsheets and other resources for people
professionals, you can visit our website for more information.
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Passion for Learning

This course includes six lessons, which you can access flexibly. You're free to go at your own pace. The content has been designed so that
you can dip into individual lessons which typically take 30-45 minutes if you complete all the content and reflective activities. Remember,
you're also part of our wider community, with its vast range of experience. So, complete the reflective activities and get involved in the

community discussions.

In this course we have listed resources that may inspire you to further explore topics covered on the course. This is supplementary,
optional material and not core content for the learning. All CIPD resources are available to those with an active CIPD membership®.

As a member, you can add your reflections from the course to the CIPD 'My CPD Records' tool. This will form a record of your CPD and
support your career development. Look out for the 'Update my CPD' prompt towards the end of the course, or you can access ‘My CPD

Records’ now.

*If you'd like to know how to become a CIPD member and access our reports, guides, factsheets and other resources for people
professionals, you can visit our website for more information.

./ Share your unique perspective. We are all there to support each other.
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Professional Courage and Influence

This course includes six lessons, which you can access flexibly. You're free to go at your own pace. The content has been designed so that
you can dip into individual lessons which typically take 30-45 minutes if you complete all the content and reflective activities. Remember,

you're also part of our wider community, with its vast range of experience. So, complete the reflective activities and get involved in the
community discussions.

In this course we have listed resources that may inspire you to further explore topics covered on the course. This is supplementary,
optional material and not core content for the learning. All CIPD resources are available to those with an active CIPD membership®.

As a member, you can add your reflections from the course to the CIPD 'My CPD Records' tool. This will form a record of your CPD and

support your career development. Look out for the 'Update my CPD' prompt towards the end of the course, or you can access ‘My CPD
Records’ now.

*If you'd like to know how to become a CIPD member and access our reports, guides, factsheets and other resources for people
professionals, you can visit our website for more information.

| Share your unique perspective. We are all there to support each other.
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Situational Decision-making

This course includes five lessons, which you can access flexibly. You're free to go at your own pace. The content has been designed so
that you can dip into individual lessons which typically take 30-45 minutes if you complete all the content and reflective activities.

Remember, you're also part of our wider community, with its vast range of experience. So, complete the reflective activities and get
involved in the community discussions.

In this course we have listed resources that may inspire you to further explore topics covered on the course. This is supplementary,
optional material and not core content for the learning. All CIPD resources are available to those with an active CIPD membership®.

As a member, you can add your reflections from the course to the CIPD 'My CPD Records' tool. This will form a record of your CPD and

support your career development. Look out for the 'Update my CPD' prompt towards the end of the course, or you can access ‘My CPD
Records’ now.

*If you'd like to know how to become a CIPD member and access our reports, guides, factsheets and other resources for people
professionals, you can visit our website for more information.
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Valuing People

This course includes five lessons, which you can access flexibly. You're free to go at your own pace. The content has been designed so
that you can dip into individual lessons which typically take 30-45 minutes if you complete all the content and reflective activities.

Remember, you're also part of our wider community, with its vast range of experience. So, complete the reflective activities and get
involved in the community discussions.

In this course we have listed resources that may inspire you to further explore topics covered on the course. This is supplementary,
optional material and not core content for the learning. All CIPD resources are available to those with an active CIPD membership®.

As a member, you can add your reflections from the course to the CIPD 'My CPD Records' tool. This will form a record of your CPD and

support your career development. Look out for the 'Update my CPD' prompt towards the end of the course, or you can access ‘My CPD
Records’ now.

*If you'd like to know how to become a CIPD member and access our reports, guides, factsheets and other resources for people
professionals, you can visit our website for more information.

\I/ Share your unique perspective. We are all there to support each other.
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This course includes seven lessons, which you can access flexibly. You're free to go at your own pace. The content has been designed so
that you can dip into individual lessons which typically take 30-45 minutes if you complete all the content and reflective activities.
Remember, you're also part of our wider community, with its vast range of experience. So, complete the reflective activities and get

involved in the community discussions.

In this course we have listed resources that may inspire you to further explore topics covered on the course. This is supplementary,
optional material and not core content for the learning. All CIPD resources are available to those with an active CIPD membership®.

As a member, you can add your reflections from the course to the CIPD 'My CPD Records' tool. This will form a record of your CPD and
support your career development. Look out for the 'Update my CPD' prompt towards the end of the course, or you can access ‘My CPD

Records’ now.

*If you'd like to know how to become a CIPD member and access our reports, guides, factsheets and other resources for people

professionals, you can visit our website for more information.
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