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Professional Background 
I am a HR professional with 8 years' experience in both the private and third sectors. As a HR generalist, I have developed a comprehensive skill set in various HR functions, with a particular focus on employee relations casework, including complex casework. My journey and recent move to the third sector, has been marked by a passion for inclusion, particularly neurodiversity. In my current role, I am actively developing my interest and skills in people analytics, leveraging data-driven insights to inform strategic HR decisions and drive organisational effectiveness.
CIPD Core Behaviours 
The core behaviours outlined by the CIPD identify the fundamental conduct expected within the HR field, enabling individuals to generate value for people, organisations, society and the profession (CIPD, 2024a). These behaviours, essential for effective people management, are derived from scholarly research and input from professionals across the sector (CIPD, 2024a). 
Introduction to Reflection
[image: ]Whilst various definitions of leadership development exist, reflection emerges as a common thread across most, if not all, approaches (Potter, 2015). Reflection is a structured method aimed at deepening insights and learning by systematically reviewing past events beyond surface-level observations (Wichert, 2018). Cassidy (2022) emphasises the need for individuals to pause and introspect, noting that reflection bridges the gap between learning and application. Employing reflective practice can enhance strategic decisions by bridging the gap between action and reflection in managerial practice (Walger et al., 2016). Cassidy (2022) continues that self-reflection is essential for personal and professional growth.
Professor Graham Gibbs introduced his reflective cycle in 1988, which has become a renowned cyclical reflection model that guides individuals through six stages to examine an experience: description, feelings, evaluation, analysis, conclusion and formulation of an action plan (Mind Tools, n.d; University of Edinburgh, 2020). The model proves beneficial for aiding individuals in learning from situations they frequently encounter, particularly when these encounters result in less-than-desirable outcomes (Mind Tools, n.d). While the models systematic approach offers benefits, its simplicity may constrain deep critical thinking and lacks emphasis on external input, fostering subjective interpretations and potentially disregarding valuable feedback and perspectives (Channell, 2023; Greenwalty, 2023). Additionally, the model's emphasis on emotions and lack of formality may not be suitable for all workplace environments (Greenwalty, 2023). Despite this, the model offers versatility across many professions and industries, serving as a universally applicable tool (Channell, 2023). The structure ensures a systematic and comprehensive assessment of experiences, facilitating the identification of crucial elements (Greenwalty, 2023). The model has been chosen due to its accessible, cyclical format which can be benefitted from regardless of formal training, fostering evaluation and learning from experiences, thereby pinpointing strengths and areas for growth (Channell, 2023; Greenwalty, 2023).(Channell, 2023).

The action element of the cycle will be addressed within a personal development plan (Channell, 2023).

















Reflection 1: Formal capability hearing
CIPD Behaviours: Ethical practice and working inclusively
Description 
Upon recently starting my position, I was asked to support a locality manager with a formal capability hearing. This was my first formal meeting with the organisation and first encounter with the manager. I had not been involved in any of the prior preparation work for the hearing, but had asked to be the HR representative and to minute the hearing as per policy (Dimensions, 2019). The employee had been off on a period of long-term sick, following a stroke. During the meeting, the employee appeared subdued, slow to answer or did not answer questions. During the adjournment, the manager felt strongly that the employee was disengaged in the meeting, appeared disinterested in returning to work and was unable to provide any information towards a prospective return. 
I queried his usual temperament with the manager, to which she added he was cheerful, confident and very passionate about his work. I reviewed the occupational health report, which was focussed on his physical abilities. It did not discuss how the stroke may have impacted his cognitive ability. I questioned this with the manager and voiced my concerns around how the employee presented, how he had attended unrepresented, and against the manager perusing with a dismissal on the day, as it appeared unethical. 
Despite this, the manager continued to disagree with my position, she sought advice from the operations director during the adjournment, and both parties were agreed on proceeding with a dismissal. I voiced my concerns and advised that the dismissal was a management decision, and they would need to justify this in any appeal or tribunal, it was not inclusive or ethical. 
Feelings 
I felt frustrated and concerned about the lack of consideration for the employee’s cognitive abilities and the rush to dismiss without thorough exploration of all relevant factors. I also felt a sense of disappointment in the managers reluctance to consider alternative perspectives and ethical considerations, as well as feeling of responsibility in advocating for fairness and ethical decision-making despite facing resistance. I also felt a sense of unease or discomfort in witnessing the dismissal of an employee under such circumstances and the potential consequences it may have on the individual. 
During the meeting, I felt uneasy about the interaction with the colleague. Whilst the manager felt he was disengaged, I felt concerned about his responses. During the adjournment, I felt anxious to question the locality manager, due to their experience and length of service with the organisation, and I was new in my post. I was very reluctant to proceed with a dismissal. I felt worried about my own professional reputation and upholding my professional reputation (CIPD, 2024a). 
Evaluation 
It is evident that there were significant concerns regarding the inclusivity and ethical considerations surrounding the capability hearing (CIPD, 2023). The lack of consideration for the employee’s cognitive abilities, as well as the rush to dismiss without thorough exploration of relevant factors, raising questions about the integrity of the decision-making process (Morris, 2022a; Grierson and Bann, 2021). Additionally, the reluctance of the manager to consider alternative perspectives and the disregard for ethical considerations further exacerbate the ethical dilemma faced during the meeting (CIPD, 2023). The decision to proceed to dismissal despite voiced concerns indicates a disregard for fairness and potentially exposes the organisation to legal and reputational risks (Morris, 2022a).
Analysis 
The situation underscores the importance of ethical decision-making, inclusivity, and thorough consideration of all relevant factors in HR processes (CIPD, 2024a). Effective decision-making is critical as it can profoundly impact people’s lives (Grierson, 2021). Even when decisions may not be favourable for all, ethical conduct in decision-making processes and treatment of individuals can help manage them in the most ethical manner possible (CIPD, 2024a). 
It highlights the responsibility of HR professionals to advocate for fairness and ethical conduct, even when faced with resistance from management (SHRM, 2023). Recent cases serve as a caution for organisations, emphasising the importance of evaluating whether adequate safeguards are in place to uphold the fairness of employment procedures to mitigate the influence of unconscious bias on decision-making (Grierson and Bann, 2021). 
The discrepancy between the employee’s usual temperament and behaviour during the meeting raises questions about the impact of the stroke on cognitive abilities, emphasising the need for a comprehensive assessment that considers both physical and cognitive health (Landau Law, 2021). During long-term absence, further investigation is necessary, with fairness involving establishing the employee’s medical status with recent medical evidence, engaging with the employee and assessing the availability of alternative employment options (Landau Law, 2021). Additionally, before dismissing an employee due to health-related issues, the employer must investigate potential support measures and consider reasonable adjustments that could assist the employee (Morris, 2022a).
Conclusion 
Navigating ethical challenges in HR emphasises the importance of inclusive decision-making and through assessments. On reflection, more time could have been allocated for decision-making and involving more people to promote objectivity and mitigate unconscious bias (ACAS, n.d). Addressing the employees cognitive abilities was crucial, alongside a statutory duty to make reasonable adjustments for any mental impairment for formal meetings, and based on the findings of further assessment (Morris, 2022a). 
This situation underscores the significance of advocating for inclusivity and thorough assessments, particularly during long-term absences (Landau Law, 2021). On reflection, open communication, exploring alternative solutions collaboratively and offering more support resources could have been considered (CIPD, 2023). Equally, I could have recommended further training on disability awareness for the management team. Reflecting on this, advocating more assertively for comprehensive assessments, challenging biases, seeking input from relevant stakeholders, continuous monitoring for improvement, and thoroughly reviewing information ahead of formal meetings to raise any concerns beforehand could have enhanced the situation (CIPD, 2023). In conclusion, upholding ethical principles and promoting inclusivity are crucial in HR (SHRM, 2023). By embracing these behaviours, I can navigate challenges while prioritising wellbeing and inclusion (CIPD, 2023).













Reflection 2: Potential suspension and investigation
CIPD Behaviours: Insights focussed and situational decision-making
Description 
I received a call from the Operations Director regarding an incident involving a support worker within the region. The allegation was that during an outing with a person we support, the support worker stopped outside their home to make lunch, leaving the person supported unattended in the vehicle, which is against company policy (Dimensions, 2020). The OD strongly advocated for the suspension of the employee and the initiation of a formal investigation, expressing concerns about potential broader cultural issues within the service that would be unearthed.
Following company policy, I advised conducting a fact-finding process to establish the details of the situation (Dimensions, 2019). Upon initial review, the facts of the case seemed relatively minor. However, considering past cases involving numerous investigations and disciplinary hearings resulted in “no case to answer”, I recognised a pattern of proceeding hastily to formal procedures (Dimensions, 2024). Considering the business environment and the lack of concrete evidence initially established, I advised against supporting the suspension (Dimensions, 2024).
Despite the Operations Director’s disagreement, I made the decision not to support the suspension, based on the available evidence and facts of the situation over the suspicions of the OD. Instead, a formal investigation was initiated and as anticipated, the investigation findings did not warrant a formal disciplinary process but rather an informal improvement note to the colleague (Dimensions, 2019).
Feelings 
Upon initial contact from the OD, I experienced a sense of being caught off guard and pressured to align with her perspective. I experienced a sense of responsibility and caution in carefully assessing the situation and advocating against the immediate suspension of the employee. I also felt relief and validation in the outcome of the investigation aligning with the decision not to pursue suspension, indicating a successful navigation of the situation. I also felt a sense of frustration and concern regarding the cultural tendency to proceed too quickly to formal procedures without adequate evidence, highlighting the need for learning and improvement.
Evaluation 
The situation involving the allegation against the support worker highlights the importance of careful consideration and evaluation of evidence before taking disciplinary action (ACAS, 2022). The decision not to support the immediate suspension of the employee was based on a thorough review of the facts and prior experiences with similar cases (Dimensions, 2024). This decision demonstrates a commitment to fairness and a recognition of the potential consequences of hasty disciplinary actions to an employee’s reputation (Citizens Advice, 2021). However, it also reveals a concerning pattern within the organisational of rushing a formal procedure without sufficient evidence, indicating a need for improved processes and a culture of accountability (Dimensions, 2024).
Analysis 
The decision-making process in this situation was guided by a combination of past experiences, company policy and ethical considerations. The review of prior cases highlighted a recurring issue of initiating formal procedures without adequate evidence, suggesting a systemic problem within the organisation (Dimensions, 2024). Addressing a business challenge is more likely to generate value when leveraging data insights (CIPD, 2024b). 
By advocating against the immediate suspension and advising for a more thorough investigation demonstrated a commitment to fairness and due process (ACAS, 2022). The use of suspension should be considered only as a final option, particularly considering the potential damage to the employee’s reputation (Morris, 2022b).
However, the initial pressure from the operations director to support the suspension highlights the challenges faced in balancing organisational expectations with ethical considerations (CIPD, 2023). Moving forward, there is an opportunity to address this cultural tendency and implement measures to ensure that disciplinary actions are based on sound evidence and principles of fairness, and should be both reasonable and justified (ACAS,2015). This situation underscores the importance of a reflective approach in decision-making and the need for continuous improvement (CIPD, 2023). 
Conclusion 
This situation highlighted the importance of applying insights-focused behaviours and situational decision-making in HR practices. It underscored the necessity of careful evaluation before disciplinary actions and advocating for fairness throughout the process (ACAS, 2015). Reflecting on my own development, I recognise the need to further develop my skills in communication, negotiation, and understanding of legal considerations (CIPD, 2024a). By enhancing these skills, I am to navigate complex HR situations more effectively and contribute to organisational effectiveness (CIPD, 2023). 
I initiated discussions with stakeholders on evidence-based decision-making, the potential consequences of hasty disciplinary actions, and established clear protocols for handling allegations to ensure fairness and consistency across the organisation (CIPD, 2024a). However, I acknowledge that I could have proactively addressed cultural concerns about immediate suspension and collaborated on strategies with the HR team. Moving forward, I plan to implement training on disciplinary processes and ethical decision-making to enhance my own capabilities and those of the managers (CIPD, 2024a). Additionally, I will provide ongoing coaching, support and guidance to stakeholders involved in disciplinary processes to ensure a culture of fairness and transparency (Armstrong, 2012). I also recognise the need to further develop my negotiation and influencing skills, particularly in challenging situations where there may be conflicting perspectives or pressures from senior management (Dilan, 2023; Kambil, 2017).




















Reflection 3: Conflict resolution
CIPD Behaviours: Professional courage and influence / valuing people
Description 
A support worker in one of our services lodged a grievance following a breakdown in their working relationship with a colleague. In line with organisational policy, all grievances are investigated independently by our head office team, which operates separately from the regional HR team (Dimensions, 2019). Mediation was recommended and proved successful, although the report highlighted that earlier intervention could have prevented the need for a formal process, and this recommendation was supported by feedback from the involved employees (ACAS, 2013).
Upon receiving the report, it became evident during my feedback session with the line manager that proactive management of the situation had been lacking. In my meeting with the line manager, I conveyed the independent findings from the report, emphasising the importance of demonstrating compassion and fairness to all parties involved (Morris, 2022a). The successful mediation provided a platform for the employees to voice their concerns (ACAS, 2013).
However, the line manager reacted defensively to the feedback, leading to a challenging conversation. Despite presenting all pertinent points, the discussion continued to be contentious. Recognising the need for reflection, I proposed ending the meeting to allow time for both parties to consider the feedback. 
Feelings 
I experienced frustration and disappointment due to the defensive reaction of the line manager and the challenging nature of the conversation. I felt empathy towards the employees involved in the grievance and a desire to ensure fairness and resolution. I also felt a sense of assertiveness and determination in standing by the findings of the investigation and advocating for the importance of early intervention in conflict resolution (ACAS, 2013). 
Evaluation 
The situation involving the grievance highlights the importance of effective conflict resolution and early intervention in addressing workplace issues (ACAS, 2013). The successful mediation process demonstrates the value of providing employees with a platform to voice their concerns and work towards resolution (ACAS, 2013). However, the defensive reaction of the line manager to the feedback indicates a resistance to accepting responsibility and a potential lack of proactive management in addressing interpersonal conflicts. This suggests a need for coaching and improved leadership skills within the management team to foster a culture of openness and collaboration (Armstrong, 2012).
Analysis 
The response of the line manager to the feedback reflects a defensive attitude that may hinder effective resolution of workplace conflicts (ACAS, 2013). This defensive stance could be attributed to a variety of factors, including personal pride, fear of reprisal, or a lack of awareness of their role in managing the situation (Dilan, 2023). By relaying the findings of the investigation and emphasising the importance of early intervention, a commitment to fairness and employee wellbeing was demonstrated (ACAS, 2013). However, the resistance from the line manager highlights potential challenges in implementing organisational change and fostering a culture of accountability (Dilan, 2023). Moving forward, there is an opportunity to provide additional training and support to managers in conflict resolution techniques and effective communication strategies. This situation underscores the importance of addressing underlying issues and promoting a collaborative approach to resolving workplace conflicts (CIPD, 2022).
Conclusion 
This situation underscored the importance of demonstrating professional courage and influence in effective conflict resolution and early intervention in addressing workplace grievances, alongside valuing the individuals involved (CIPD, 2024a; ACAS, 2023). By challenging opposition and advocating for fairness, I demonstrated these behaviours during the feedback session with the line manager. However, it also highlighted the need to develop my influencing skills, particularly in gaining buy-in and driving positive change (CIPD, 2024a). 
Moreover, it emphasised the significance of valuing people by providing employees with a platform to voice concerns and fostering a culture of collaboration (Young, 2024). It reinforced the value of employee voice to work towards a resolution and my role within that, as well as of the significance of evidence-based practice in initial investigation findings and advocating for fairness (Young, 2024). 
Whilst I tailored my influencing style by selecting appropriate communication, demonstrating compassion, humanity and fairness, there remains room for improvement in influencing skills in encouraging learning and ownership from the situation (CIPD, 2024a; Dilan, 2023). I could have also provided additional support and coaching to the line manager, particularly in handling conflicts effectively (CIPD, 2022)
Whilst I demonstrated professional courage in taking responsibility for relaying the feedback and the findings of the investigation to enhance the situation further, I could have facilitated open communication between the line manager and employees, offered additional support and guidance, and implemented proactive measures to prevent similar grievances in the future (CIPD, 2024a). This could include conflict resolution training for staff (CIPD, 2022).
























Reflection 4: Implementing social learning
CIPD Behaviours: Passion for learning and commercial drive
Description 
Recently, I implemented a social learning initiative utilising the internal MS teams platform (Enos et al., 2003). This platform was chosen as it is already well embedded within services and utilised for rota sharing, team updates and communication. Before rollout, I presented a business case, based on research carried out around commercial success and value for people, to the OD and HRBP, seeking feedback on the limits of my own knowledge, and the potential impact (CIPD, 2024a).
The business case encompassed an analysis of emerging technologies in learning and anticipated return on investment, emphasising my commitment to evidence-based decision-making (Stuart, 2023). However, feedback was given that the return on investment could have been further detailed.
Having been entrusted with the responsibility to execute the solution, I engaged with locality managers across my region individually. These meetings served as an opportunity to introduce the new approach, share research findings, and understand the specific issues affecting service performance that could be supporting by learning (Enos et al., 2003).
Subsequently, I established learning hubs within MS Teams and curated initial content tailed to the insights gathered from individual manager meetings. The initiative has garnered positive reception among staff, evident in the enthusiastic interactions with posted content and initiation of their own discussions. 
Feelings 
I felt anxious to deliver the proposal to senior members of the business. I acknowledged the gaps in my knowledge compared to the HRBP, which made me feel nervous. 
I felt a sense of accomplishment from successfully implementing the social learning initiative. I felt feelings of anticipation and positivity about the potential positive impact it might have on staff engagement and performance. I also felt some apprehension and uncertainty about the initiative and how it will be received in the long term and whether it will achieve the desired outcomes. 
Evaluation 
The implementation of the social learning initiative reflects proactive efforts to enhance learning and development opportunities within the organisation (Enos et al., 2003). The use of the MS Teams platform leverages existing infrastructure and fosters collaboration among employees. Presenting a comprehensive business case to senior management demonstrates strategic thinking and a commitment to evidence-based decision making (CIPD, 2024a). However, feelings of anxiety and nervousness about presenting to senior members highlight potential areas for personal development and confidence building. 
Analysis 
The decision to implement the social learning initiative indicates a recognition of the importance of continuous learning and development in enhancing employee engagement and performance (Enos et al., 2003). Leveraging the MS Teams platform capitalises on existing resources and promotes accessibility and ease of use for employees. The presentation of a well-researched business case demonstrates professionalism and a thorough understanding of the potential benefits and challenges associated with the initiative (Kambil, 2017; CIPD, 2024a). However, feelings of anxiety and nervousness suggest a need for self-assurance and confidence in presenting ideas to senior stakeholders, and the business case was lacking in solid evidence of a return on investment (Boatman, 2023; CIPD, 2024a). Moving forward, there is an opportunity to build on the success of the initiative by monitoring its effectiveness and soliciting feedback from employees to ensure ongoing relevance and engagement (Enos et al., 2003). Additionally, addressing personal feelings of apprehension and uncertainty can contribute to greater confidence and effectiveness in future initiatives. 
Conclusion 
From this experience, I’ve learned the importance of proactive efforts in enhancing learning and development opportunities within the organisation and using a commercial mindset. Presenting a business case to senior management are crucial for successful implementation (Boatman, 2023; CIPD, 2024a).
I involved frontline staff in the planning and implementation process to ensure their input and buy-in from the outset, allowing for the integration of diverse perspectives aligning with my passion for learning (Boatman, 2023; CIPD, 2024a). 
Reflecting on this situation, communicating anticipated benefits and outcomes demonstrated using a commercial mindset by presenting a business case using evidence, which is crucial for successful implementation, particularly to demonstrate the return on investment and potential value for the organisation (Reynalds, 2013; Boatman; 2023). However, I recognise the need to address personal feelings of anxiety and nervousness when presenting ideas to senior stakeholders, as confidence is crucial for effective communication (CIPD, 2024a). Also, whilst I communicated the anticipated benefits and outcomes of the initiative and demonstrated commercial drive, based on stakeholder feedback, I also recognise the need to develop a more robust business case, particularly around the ROI (CIPD, 2024a; Boatman, 2023). I recognise I could also develop my influencing skills to drive change (Kambil, 2017).
Enhancing project management abilities and strategic thinking are known to contribute to more effective planning and implementation of initiatives (Reynolds, 2013; Kambil, 2017). Going forward, I could seek mentorship from experienced colleagues to gain insight into effective presentation techniques, stakeholder engagement strategies and how to further develop business cases to include clear metrics, to align with my passion for learning and develop self-awareness (Armstong, 2012; CIPD, 2024a).
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Development Plan

	NAME: 
	 
Jessica Rainbow 
	MEMBERSHIP NUMBER:        
	54071923 

	COVERING THE PERIOD FROM: 
	 
May 2024 
	TO: 
	May 2026 


 
	What do I want/need to learn? 
 
CIPD Behaviours
	What will I do to achieve this? 
	What resources or support will I need? 
	What will my success criteria be? 
	Target date for completion 

	Ability to challenge decisions and actions which are not ethical, explaining the organisation risks (CIPD, 2024a). 
 
 
 
 
 
 
	Read CIPD’s ‘Ethics at work: an employer’s guide’ and watch the CIPD’s Ethics webinar series providing practical guidance on speak up facilities, fairness at work and the prevention of unethical behaviour. 
Watch TED talk ‘How to speak up for yourself’ by Adam Galinsky and identify key learnings (CIPD, n.d). 
	Access and time. 
	Ability to identify unethical decisions or actions. 
Confidence in articulating the risks associated with unethical behaviour. 
Positive feedback. 
	1 month 

	Ability to tailor influencing style and select appropriate communication channels to engage audience and gain buy-in (CIPD, 2024a). 
 
 
 
 
	Read article to understand the SCARF model developed by neuroscientist David Rock. Undertake additional research and think about how I can manage triggers when seeking to influence others (CIPD, n.d).  
	Access and time. 
Support from Mentor for discussion and feedback. 
	Ability to identify key brain triggers outlined in the SCARF model and use strategies to manage. 
Positive feedback. 
	1 month.

	Ability to enable people to have a meaningful voice by involving them in decisions that impact them (CIPD, 2024a). 
 
 
	Read CIPD’s research on organisational and employee voice. Reflect on how I listen to different employee voices when making decisions that impact them (CIPD, n.d). 
	Access and time. 
Support from mentors, colleagues, or HR professionals for discussion/insights. 
	Demonstration of improved inclusivity and consideration of diverse perspectives in decision-making.  
Increased engagement and satisfaction among employees due to their involvement. 
Positive feedback. 
	2 months 

	Ability to gain confidence in coaching, advising and building people management capability (CIPD, 2024a). 
 
	CIPD introduction to coaching course (CIPD, n.d). 
	Access, time and funding. 
Support from mentors or colleagues for guidance/feedback. 
	Increased self-assurance and proficiency. 
Positive feedback from individuals coached or advised, indicating impact and effectiveness. 
Demonstration of improved people management capability through tangible outcomes/performance indicators. 
	24 months 

	Ability to develop and present robust business cases using evidence to demonstrate a ROI (CIPD, 2024a). 
 
 
 
	Research different ways to calculate ROI.. 
Offer to take responsibility for the development of a costed business case for project (CIPD, n.d). 
	Access to research materials. 
Support from colleagues, mentors or experts in finance, project management and business analytics for guidance 
	Ability to develop business cases that clearly articulate the expected ROI. Positive feedback from stakeholders, that they demonstrate value and feasibility. Successful implementation leading to tangible business outcomes. 
	12 months 

	Pursue opportunities to test insight, develop new approaches and innovate (CIPD, 2024a).  
 
 
 
	CIPD chartered membership.  
Engage in CIPD events and workshops (CIPD, n.d). 
	Support from someone experienced in the process. 
Time and commitment to attend events and undertake assessments.  
	Chartered membership. 
Attend two events per year. 
 
	24 months/ongoing 

	Ability to make well-judged decisions by considering all available evidence in the context of the specific situation (CIPD, 2024a). 
 
 
 
	Observe a senior meeting, focussing on how strategic decisions are made 
Watch talk ‘Thinking, Fast and Slow’ with Daniel Kahneman to understand more about two systems in decision making.  
Reflect on what I can do differently (CIPD, n.d). 
	Access, time and approval. 
Guidance from mentors or colleagues. 
	Ability to understand key factors influencing decision-making and demonstrate improved skills. 
Positive feedback. 
	6 months.
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