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Driving your Development
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About me 
Hi, I’m Joanne. This website captures personal reflections about recent scenarios I’ve experienced in a professional capacity, and how I seek to improve my professional practice. 
Personal background
I spend much of my free time with my husband, son, and dog. We love going on long walks, exploring different corners of the Pembrokeshire coastal path. I’m a big rock music fan and will often travel across the UK to watch my favourite bands. 
I’m proud of my Thai background, and during my adult years I’ve sought to embrace my heritage, understanding the rich culture of Thailand so I can feel connected to my roots. With my family, we opened a Thai takeaway last year, to celebrate Thailand and share our culinary heritage and family recipes with others. 
Professional background
My HR journey spans over a decade, starting as a HR Assistant and currently working in a development role as a HR Business Partner. I have a Level 5 CIPD qualification in Applied HR and nearing completion of a Level 7 Postgraduate qualification in Strategic People Management. I am an Associate member of the CIPD and seek to become a Chartered member soon. 
Looking ahead, I want to use my professional knowledge and skills to influence positive change in the workplace. I’m a keen champion of equality, diversity, and inclusion and currently an active member of my workplace EDI action group. I feel I can leverage my personal background and professional expertise to drive EDI initiatives, to create a workplace culture which embraces and celebrates diversity. 

What is Reflective practice?
Reflective practice is the method of reflecting on the self, performance, behaviours, and the impacts it has. Often, it is difficult to explain what is known or why something happened therefore, reflective practice helps people understand what made the difference in different situations (Moffatt, 2019). 
Reflective practice supports continuous learning through creating more self-awareness and having the ability to identify our own strengths and areas for improvement. In addition, reflection helps to identify areas of improvement which individuals are not consciously aware of, alike blind areas in the Johari Window model (Megginson and Whitaker, 2007). Through reflection, people can improve and embed professional practice, develop skills, and navigate difficult situations (Hargreaves and Page, 2013).  Furthermore, Thompson (2021) argues that reflection allows room to be objective and critically analyse experiences which challenges existing beliefs and behaviours. Tarrant (2017) notes that reflective practice increases our professionalism and paves the way to be an expert, develop as an expert, and to share reflections with others.
 











Gibb’s Reflective Cycle
Using a model of reflection provides structure and guidance to engage in reflective practice effectively. Gibb’s Reflective Cycle is a well-known model to examine and learn from experiences; the cycle has six stages as demonstrated in Figure 1.  The model is an iterative model whereby, it is based on repetition following the cycle of stages. At each stage, the cycle prompts the user to ask questions about the experience to evaluate and reflect to result in learning (MindTools, no date; The University of Edinburgh, 2020).
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 Figure 1, Gibb’s Reflective Cycle (Thompson, 2021, p.28). 
The cycle format of the model is important, as the cycle goes beyond analysis and encourages the user to think how the outcome may differ if aspects were changed within the cycle (Thompson, 2021).  However, as such, it is argued that the model is best placed for situations that are regularly experienced, as it allows opportunities to continually adapt the situation therefore, it may not be well suited to one-off situations (Thompson, 2021; MindTools, no date).
The model is beneficial for reflective practice, as the set stages ensures the process of reflection is thorough and methodical to draw out key information with ease. The stages support the promotion of self-awareness and awareness of other people through the thorough examination of emotions, feelings, and thoughts. Furthermore, as the model incorporates an action plan, it drives development and improvements to support positive results in future experiences (Greenwalty, 2023). Whereby, a study found that the Gibbs model was beneficial, improving critical thinking and reflective writing skills, which resulted in tangible action plans to support improvement in professional practice (Aneeis Hashim et al., 2023). 
However, it is argued that a limitation is the possible subjectivity and bias of the model. The stages that concern other people, the reflector is only assuming the perspectives, experience, and feelings of others, based on their own experiences. The model lacks process to gain a true understanding therefore, not prompting the reflector to challenge their bias and subjective ideas (Greenwalty, 2023; Fallin, 2021). Furthermore, Moon (1999) argues that the over-reliance on individual experiences overlooks social dimensions of learning therefore, neglecting key external influences in the reflection process. 
When using this model, to address these limitations, the reflector should widen the scope of analysis to accurately understand the perspectives of others and examine assumptions and bias. 
In conclusion, the Gibbs reflective model is a valuable framework, which offers simple yet thorough examination of experiences, to identify strengths and areas of improvement therefore, supporting personal and professional growth. 









Reflection 1: Passion for Learning and Professional Courage and Influence
Description
During the cost-of-living crisis, I felt passionate and curious to learn how the crisis was affecting Ateb’s workforce. Working within the social housing sector, I was aware of the impact the crisis was causing to individuals and families in Ateb's communities. 
I connected with external organisations and explored research and recommended practice to establish how other organisations were addressing the crisis. My findings included increased pay, signposting to agencies, implementing financial benefits, and that 1-in-8 workers within the UK were affected (Ateb, 2023a; Cotton, 2023; CIPD, 2023a). I conducted an internal survey to understand the impact to the workforce. The findings identified that 70% of respondents were considering ways to increase their income, and 43% felt they did not have control of their finances (Ateb, 2023b).
Using these insights, I developed a business case to present to Ateb’s Executive Management Team (EMT), which proposed the implementation of Wagestream, a financial wellbeing benefit, to support employee wellbeing (Bennett, Saundry and Fisher, 2020). The business case and presentation were skilfully framed, highlighting the key points to create a positive impact, influencing buy-in. My communication was succinct, professional, and interesting to ensure it was appropriate and engaging for the EMT audience. An Executive Director challenged the proposal, arguing that it was an unplanned financial commitment during a challenging time however, the rest of EMT did not raise challenges.
EMT approved the business case following the presentation which enabled me to fully implement Wagestream. I launched Wagestream by presenting it to eighty employees and launching a communications campaign, to ensure they were fully informed about the purpose and benefits of Wagestream, and to demonstrate Ateb’s ongoing support as their employer (Peters, 2023). 
Feelings
At the beginning, I felt morally responsible to research the crisis. As I began to gain a deeper understanding of the crisis through independent research, I became more passionate and personally invested in wanting to create positive change to support the workforce. I maintained this passion throughout the implementation stage, driving me to navigate the challenges of independently implementing a new benefit. However, after implementation, I felt fatigued from the stress of managing this project single-handedly and undertaking tasks beyond my comfortable capability such as, presenting to large audiences. 
Evaluation
My research went well and strongly influenced the outcome of the business case. In particular, connecting with other organisations whereby, I developed and nurtured relationships which resulted in mutual sharing of knowledge and organisational practices. Whilst the data around the crisis was important, EMT acknowledged the information from other organisations was most valued, to provide a benchmark against other organisations to maintain our status as a good local employer.
In addition, the presentation to the workforce and enrolment was successful, seeing an immediate enrolment of 49% of the workforce (Ateb, 2023c). However, after the successful enrolment, due to fatigue, I did not continue the same level of promotion and communication therefore, the enrolment quickly slowed down. 
Furthermore, following my presentation, I sought constructive feedback to improve my presentation skills, as I typically avoid large presentations. The main feedback was that my presentation seemed scripted and lacked audience engagement. 

Analysis
I realise that my proposal was not framed in alignment with all stakeholder’s priorities, as it focused solely on data and research, with little attempt made to identify return on investment. I was unable to provide this information during the presentation to influence the stakeholder to support the proposal. Had I proactively anticipated stakeholder priorities and objections, I would have been better placed to respond to their query, promoting professional credibility by engaging in constructive discussions. 
Due to my drive to ensure the business case was successful, it led me to overlook certain limitations and I failed to thoroughly critically evaluate drawbacks or alternative options. The oversight was a result of my eagerness to innovate and make a positive impact however, it hindered by ability to fully appreciate limitations of my proposal. 
Conclusion
I have learned to have more self-awareness to how my personal feelings may be impacting my professional judgement. I managed this process independently, often rejecting support or advice whereas, I recognise this approach negatively impacted the process. Furthermore, it has highlighted the importance of continuous feedback and critical analysis from stakeholders.
Action Plan
In a similar future scenario, I will:
· Pursue a balance between my passion for learning and critical thinking. 
· Conduct a stakeholder analysis to understand my key stakeholders and anticipate their priorities and challenges (MindTools, 2022). 
· Collaborate and seek guidance and advice where required. 
· Actively seek continuous feedback, using the information to identify areas for improvement to develop my professional practice (CIPD, 2023b).











Reflection 2: Ethical Practice and Situational Decision Making
Description 
I was supporting the recruitment process of a business-critical internal position, along with the hiring manager who was a Senior-level Manager. Hiring managers usually conduct recruitment independently however, a HR representative is required for internal vacancies to support a structured interview process to ensure objectivity and avoid bias behaviour (Ateb, 2024).
[bookmark: _Int_a4W9y0I5]Two candidates were selected for interview. Candidate A had some relevant experience obtained internally but did not hold the desirable qualification whereas, Candidate B had extensive experience from an external role and held the desirable qualification. Candidate A had considerable length of service and a good working relationship with the hiring manager. Whereas, Candidate B was working in a subsidiary team and was unknown to the hiring manager. 
The hiring manager demonstrated a clear and strong preference for Candidate A despite being the weaker candidate. Prior to the interviews, I discussed the importance of prioritising ethical decision-making and the impacts if they are seen to be behaving unethically (Chiappetta, 2022); moreover, raising my concerns of potential bias to Candidate A. The hiring manager was offended and felt I was questioning their professional integrity. 
I had suspicions that the hiring manager had shared the interview questions with Candidate A, due to their ability to answer set questions but inability to answer tailored supplementary questions. After the interview, Candidate B remained the stronger candidate however, the hiring manager wanted to appoint Candidate A based on assumptions of their ability due to their existing relationship. I promoted ethical evidence-based decision making, sharing my interview scoring, which was based on the tangible information presented at interview and not bias.
I explained the organisational risk of appointing the weaker candidate. For example, if Candidate B has protected characteristics which we were unaware of, they could perceive the decision as being discriminatory (Armstrong, 2013). Whilst this was not the case, there was no tangible evidence to support the decision making (REC, 2024). 
The hiring manager struggled to make a decision therefore, I presented an options appraisal which demonstrated different options and what risk, opportunity, and organisational values it aligned to. This helped to frame the evidence to support decision-making whilst promoting ethical perspectives (Young, 2023). After considering the different options, the hiring manager eventually chose to appoint Candidate B as it was the safest option.
Feelings
I felt frustrated with the hiring manager as their behaviour was not ethical and did not align with my moral and ethical values. It felt difficult to balance challenging bias with maintaining positive working relationships. I was disappointed that I had offended the hiring manager therefore, suggesting that I did not approach the issue diplomatically. I felt relieved that the hiring manager’s decision was eventually ethical and risk-adverse.
Evaluation
My persistence in promoting ethical decision-making influenced the manager to achieve the best result; I presented different options, risk, ethical perspectives, and transparent decision-making which upheld my ethical values and integrity (Clark, 2015). Furthermore, it facilitated a transparent and fair recruitment process. However, my tactless approach to challenge the hiring manager damaged our working relationship. 
Analysis
Whilst it was the most appropriate decision aligned to best practice and mitigating potential risk to the organisation, it still resulted in Candidate A being extremely disappointed to be unsuccessful, as the hiring manager suggested they would be successful. This demonstrated that the hiring manager’s unethical practice went beyond the interview process however, the hiring manager may have applied themselves more ethically at the start of the process had I approached the situation more tactfully. 
I failed to raise suspicions of the hiring manager providing the interview questions to Candidate A, as I was concerned of further implications as the hiring manager was already offended. My failure demonstrates a significant oversight and raises questions about my assertiveness and diligence in challenging difficult and sensitive situations. 
Conclusion
It is important to adapt organisational policies and procedures to ensure it aligns to evolving business needs therefore, I reflected and determined that the process of internal recruitment should be reviewed to reduce the risk of bias behaviour (CIPD, 2022). The risk of unethical behaviour and bias is more likely if the hiring manager has a strong working relationship with the candidate therefore, the hiring manager should have no conflict of interest. I proposed a change to the policy, which was agreed, and I conducted a toolbox talk with managers about ethical recruitment and fair recruitment practices. 
Action Plan
To improve the outcome of similar situations, I will: 
· Skilfully and assertively balance challenging behaviour with diplomacy and tact, to maintain positive working relationships, allowing me to successfully influence stakeholders (Sharp, 2019). 
· Provide more detailed training around ethical behaviour and fair recruitment practices.
· Encourage managers to practice reflection, particularly through an ethical and moral lens, to foster an ethical environment (Smith and Kaouchaki, 2021).
· Establish clear procedures for addressing conflicts of interest and potential bias, to mitigate the risk of unfair and unethical recruitment practices. 







Reflection 3: Working Inclusively and Valuing People
Description 
I am actively involved in working inclusively and valuing people within my professional practice whereby, I am Chair of the employee representative group namely (Involve to Improve – i2i), and an active participant of the Equality, Diversity, and Inclusion (EDI) group.
Ateb was investigating a new salary framework which focused on performance related rewards. The Executive Management Team (EMT) tasked i2i to explore how the workforce felt about the proposed framework and what was important to them. As Chair, I am responsible to inspire and motivate the group, to engage and advocate with the workforce to create improved working practices and environment.
With the support of the group, I created and hosted a series of workshops focusing on different issues, to capture a diversity of employee responses, to influence decision making (Rees and Smith, 2014). Each workshop had different representatives including senior and executive management, Board members, or operational staff only, in order to create inclusivity and share perspectives across hierarchies. 
I recognised that some employees may not feel comfortable to attend a physical workshop, or they may not be physically accessible. Therefore, to capture a diversity of employees and to create an accessible and inclusive space to communicate, I expanded the workshops to other communication channels to provide a voice to everyone (Patel, 2023; CIPD, 2017). This now incorporated virtual workshops, recorded sessions, suggestion boxes, and a dedicated chat space. Engagement with the process was excellent whereby, 87% of the workforce engaged (Ateb, 2022a). 
When hosting the workshops, I would attempt to create a psychologically safe space whereby, everyone felt empowered, respected, and valued to have a voice (Axtell, 2019). I set and managed ground rules stressing the importance of respect and confidentiality; if participants strayed from these rules, I would remind the group of our agreement. During the sessions, I would give all participants an opportunity to speak and encouraging quieter participants to add to the discussion if they felt comfortable. 
Once the workshops had concluded, myself and the i2i group compiled the feedback into a report, providing recommendations to EMT to influence the implementation of the salary framework. EMT was invited to an i2i meeting where I presented the report’s key takeaways, highlighting what was important to the workforce, and limitations and challenges we could foresee. Moreover, I expressed the importance of the workshops and i2i’s findings as it represented the workforce and a diversity of perspectives outside of EMT. 
Diversity of representation can result in better informed decision-making processes, as diversity brings unique insights and expertise to the panel (Davies, 2022; Forbes, 2021). Therefore, the key theme was having a diverse representation of employees at the salary review panels, to promote transparency, fairness, and equity around pay decisions although, EMT disregarded this during implementation. 
I advised EMT that this could impact trust, buy-in and the success of the framework, and that it damages the organisational culture of trust. EMT advised that pay discussions were confidential therefore, could not hold an open discussion. I accepted their feedback, trusting their judgement around this decision however, as predicted, employees were unhappy and sceptical about the decision-making process. During the first year, more salary grievances were received compared to the year previous when the old framework was in place (Ateb, 2022b) therefore, suggesting a lack of confidence within the workforce.
Feelings
At the outset of the workshops, I felt enthusiastic and excited about connecting with people and gathering diverse insights. Although, on the other hand, I felt a heavy burden to ensure the information captured is inclusive and a true representation of the workforce. I understood the negative impact it could have on the workforce, if the collated feedback was not delivered accurately or did not align with the information captured in the workshops. My purpose of participating in these groups is to advocate for staff and to contribute to a culture of equality, diversity, and inclusivity whereby, every employee feels they can bring their whole self to work. Therefore, I was delighted with the levels of engagement and participation achieved. 
Evaluation
The workshops were very successful and achieved the objective to capture a diversity of perspectives and feedback. All the workshops were well attended, and participants actively engaged, offering valuable feedback within meaningful discussions. EMT disregarded key feedback despite the feedback being representative of the workforce and could be validated with research about the benefits of diversity in decision-making (Hunt, Layton and Prince, 2015; Rock and Grant, 2016).
Analysis
My approach promoted good inclusivity and diversity in the workplace, and resulting in valuable findings however, EMT’s disregard of the key findings has undermined these efforts. Despite the findings representing the diversity and majority of the workplace, the decision impacted the trust in the framework and EMT, resulting in salary grievances. Furthermore, my acceptance of EMT’s decision raises questions about my effectiveness as Chair.
Conclusion
On reflection, I recognise the importance of promoting a culture of trust across teams and hierarchies, to foster positive working relationships and environments. Therefore, in future, I will challenge behaviour and processes which do not promote inclusivity and works against the organisational values. 
Action Plan
I feel this was a positive experience therefore, I will seek to replicate this in future for similar scenarios to develop accessible and diverse methods to engage with the workforce to create positive outcomes. However, I recognise it is necessary to build on my assertiveness and influencing skills to achieve desired outcomes.





Reflection 4: Commercial Drive and Insights Focused 
Description
Since undertaking HR Business Partnering model within the team, my professional practice is focused on organisational insights, along with a commercial drive to create value and success. I act as a strategic partner to senior leaders across the business, supporting them to create strategies and processes to align our organisational goals, customer needs and employee capability and capacity, to create organisational success (Marchington, 2021). 
When working with a senior leader, we explored issues which the Direct Labour Operative (DLO) teams were facing. The team felt overstretched and under-resourced whereby, they would often have to cancel jobs at the end of the day as there was no time to complete them, resulting in an increase of customer complaints. They were experiencing a high level of ‘no access’ issues whereby, they could not access the property, which is a compliance issue, increasing organisational risk. 
Despite financial constraints, I took a proactive approach to address this issue collaboratively to find a solution. I requested organisational data such as, volume of jobs lost and no access jobs, to identify any trends. I drew on external expertise by engaging with other housing associations to identify valuable insights, which broadened my understanding of how this was affecting the sector. In addition, I engaged with the DLO teams to understand the issues firsthand and to understand their perspective of the impact and possible solutions. 
With a diversity of insights, and agreement from the senior leader, I was able to develop a business case aimed at increasing operational efficiencies and alleviating pressure in the DLO teams. The business case proposed staggering working hours, to increase the period of operational hours, along with a staggered second out-of-hours duty operative. 
The staggered working hours would capture customers outside of standard working hours therefore, reducing the amount of no access jobs and increasing organisational compliancy. A staggered duty operative would add additional support to complete outstanding jobs from the other operatives at the end of day therefore, reducing the number of customer complaints about cancelled jobs. 
The proposal would involve additional costs to cover the additional duty operative, in addition, an increased risk of not being able to respond to high-level emergencies as there would be less ‘active’ operatives at one time due to the staggered nature of work. I anticipated challenges due to the tight financial constraints therefore, I was prepared with the valuable insights I had obtained to try demonstrate the benefit of balancing financial constraint and strategic foresight. 
The proposal was accepted on a trial basis for one DLO team. Contractually, working hours can be reasonably varied however, due to custom and practice, I consulted with the DLO team to mitigate the risk of breach of contract. The DLO team was apprehensive and concerned how the staggered hours would impact their personal lives. I acknowledged their concern but remained positive about the proposal, reminding them that their views were a priority for when the trial was evaluated. The other DLO teams were aware of the proposal therefore, it had created an environment of concern and negativity as they had not been consulted, as they were not currently impacted (Briône, 2023). 
The trial concluded demonstrating some positive outcomes however, the trial has been extended and is currently ongoing to gain deeper insights. 
Feelings
I felt a sense of urgency and excitement to explore the issues discussed with the senior leader, recognising that my contribution and commitment as a partner to the organisation could result in positive change, addressing a critical issue. 
I was disappointed that the DLO teams reacted negatively to the change however, in hindsight, I realise had I informed them more regularly with updates, it may not have had such a negative impact when they were formally consulted. In addition, whilst the other DLO teams were not affected, it would have been best practice to inform them to manage the change more effectively and create more buy-in (Acas, 2021).
Evaluation
There were several positive aspects from this situation. The approach taken was proactive and evidence-based, involving the collection of insights from external and internal sources, to develop a robust business case (Saunders, Lewis and Thornhill, 2016). Engaging with other housing associations was a significant support, as it helped me gain a well rounded perspective of the issue at a sector level, extending my knowledge and expertise to apply to the development of the business case. 
Analysis
Whilst engaging with a DLO team from the offset was positive, it was also a key shortcoming to not maintain communication during the development of the business case. Furthermore, I recognise my failure to not consult with the other DLO teams which resulted in them finding out on the ‘grapevine’. The lack of communication and consultation led to resistance and concerns, which may have been effectively managed with positive outcomes.
Conclusion
Whilst the situation proved successful, it did highlight key considerations around stakeholder engagement, maintaining effective communication, and managing expectations. The negative reactions from the DLO teams demonstrated the importance of involving all stakeholders early in the process and addressing concerns directly and transparently. 
Action Plan
Going forward with this business case, or similar situations in the future, I will:
· Prioritise stakeholder engagement and change management.
· Develop comprehensive communication plans, emphasising proactive engagement with all stakeholders to communicate plans and expected outcomes. 
· Using insights from stakeholders, develop proposals to skilfully balance organisational requirement and risk, with stakeholder perspectives, to maximise the success of proposals. 
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	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

	

Enable own continuous professional development (CIPD, 2024).


	
Actively seek regular feedback from a range of stakeholders.

Regularly complete reflective practice using a reflective framework.

Undertake work on areas of improvement to build skillset. 


	
· Time.
· Participation from stakeholders. 
	
Tangible progress in identified areas of improvement i.e. skillset and knowledge. 

Consistent documentation of reflective practice. 


	
Ongoing – 1 year 

	
Develop relationships with stakeholders to support the ability to influence them (CIPD, 2024a). 




	
Conduct a stakeholder analysis to understand key stakeholders and anticipate their priorities and challenges (MindTools, 2022).  

Engage with identified stakeholders to understand their needs and engagement style (CIPD, 2024b).

	
· Time.
· Engagement from stakeholders. 
	
Identification of key stakeholders. 

Consistent success when influencing stakeholders. 

Effective engagement with stakeholders. 
	
Completion 2 months. 

Regular review to identify changes to key stakeholders. 

	
To challenge unethical actions and decisions, and highlighting the risks (CIPD, 2024a). 




	
Devise an ethical code to support and demonstrate ethical decision-making processes (Bosley, 2023).

Read CIPD’s “Rotten Apples, Bad Barrels and Sticky Situations” research report, to raise my understanding of risks associated with unethical behaviour.

Listen to CIPD’s “Creating ethical workplaces” podcast. 

	
· Time.
· Support and approval from my line manager to implement an ethical code. 
	
Ability to challenge unethical behaviour tactfully. 

Understand organisational risk linked to ethics, and ability to successfully relay this to stakeholders. 
	
3 months. 

	
Make informed decisions using evidence available, mitigating risk of using outdated insights and practice, and confirmation bias (Gifford, Young and Barends, 2023). 




	
Improve my critical thinking ability by: 

· Complete the ‘Critical Thinking’ CIPD course.
· Listen to CIPD’s ‘Critical Thinking’ podcast.

Keep up to date with research, literature, best practice and legislation. 

	
· Time. 
· Feedback from stakeholders.
	
Improved decision making. 

Demonstrable evidence of critical thinking. 



	
Course and podcast – 1 month. 

CPD – Ongoing to 1 year.  

	
To effectively deliver business outcomes, benefits, and change, and adapt my practice to respond to business need (CIPD, 2024a). 
	
Develop comprehensive communication plans, to actively engage with stakeholders regarding change management and expected outcomes.

Attend sector and professional networking opportunities to be informed of changes and best practice. 

Complete regular PESTLE and SWOT analysis to stay informed of internal and external changes, opportunities, and threats. 

	
· Time.
· Time release to effectively network. 
· Access to information i.e. subscriptions to professional magazines, articles etc. 
	
Expansion of professional network. 

Proactive identification of emerging trends, with appropriate action to mitigate risk. 

Demonstrable table success when implementing change. 
	
Communication plan – 2 months. 

Networking - Ongoing to 1 year. 

PESTLE and SWOT ongoing. 

	
Use a coaching style to influence leaders and managers to understand the effects of their decision making.

	
Complete CIPD’s “Introduction to Coaching” course, to improve my coaching skills. 

Through self-directed learning, learn more coaching models and techniques to build my skillset and have a variety of ‘tools’ to effectively engage with leaders and managers. 
 
	
· Time.
· Financial ability to purchase course and other resources. 
	
Improved coaching skillset. 

Wider knowledge of coaching techniques. 

Demonstrable improved decision making from leaders and managers, as a result of my intervention. 
	
1 year. 
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Appendix 1 – CIPD Introductory Courses (Evidence of Completion)
1. Passion for Learning
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2. Situational Decision-Making
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3. Insights Focused
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4. Working Inclusively 
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5. Valuing People
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6. Commercial Drive
[image: ]





7. Ethical Practice
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8. Professional Courage and Influence
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Passion for Learning
Progress Report

Joanne Thomas

Content

Topics Visited  Total Visits  Time Spent

100% Completed: 36 / 36
36/36 42 0d Oh 41m 50s

Topics Visited: 36 b
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Situational Decision-making

Progress Report

Joanne Thomas

Content

Topics Visited  Total Visits  Time Spent
31/31 48 0d 1h 22m 55s

Topics Visited: 31

100% Completed: 31/ 31
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Insights Focused
Progress Report

Joanne Thomas

Content

Topics Visited  Total Visits  Time Spent
36/36 51 0d 1h 16m 39s

Topics Visited: 36

100% Completed: 36 / 36
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Working Inclusively
Progress Report

Joanne Thomas

Content

Topics Visited  Total Visits  Time Spent
41/41 49 0d 1h 16m 30s

Topics Visited: 41

100% Completed: 41/ 41
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Valuing People
Progress Report

Joanne Thomas

Content

Topics Visited  Total Visits  Time Spent
31/31 36 0d 1h Om 18s

Topics Visited: 31

100% Completed: 31/ 31
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Commercial Drive
Progress Report

Joanne Thomas

Content

Topics Visited  Total Visits  Time Spent
45/45 52 0d Oh 58m 50s

Topics Visited: 45

100% Completed: 45/ 45




image9.png
Ethical Practice
Progress Report

Joanne Thomas
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Topics Visited  Total Visits  Time Spent
36/36 43 0d Oh 38m 37s

Topics Visited: 36

100% Completed: 36 / 36
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Professional Courage and Influence

Progress Report

Joanne Thomas

Content

Topics Visited  Total Visits  Time Spent
36/36 47 0d Oh 30m 5s

Topics Visited: 36

100% Completed: 36 / 36
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