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Reflection’s
In order to allow the structure to the following reflections, I have used the workings of Rolfe et al’s reflective framework. 
This considers the What?, So what? and Now what? of past experience (Dabell,2018). 


All is not what it seems…stop judging without the facts Mr. Manager!
Ethical Practice and Professional Courage and Influence
I considered my approach to the following scenario in relation to the workings of the “RADPAC Model of Negotiation”, which is an acronym for Rapport, Analysis, Debate, Propose, Agreement and Close (Janse,2019). The following diagram provides more context to each step of the model. 
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(RADPAC Model,2023)
Each stage of the model is highlighted below when I feel potential stages are met during the scenario described. 


What?
As part of my role as HR Advisor, I support senior line managers to implement all aspects of Tai Tarian’s  Maximising Attendance Procedure (Tai Tarian,2022a). Processes must be followed, and the meetings conducted fairly, in line with best practice guidance from ACAS (ACAS, 2022). 
I recently supported a senior line manager within a Formal Absence Review meeting with an Employee. It was clear from the start of the meeting that the line manager had decided on the outcome before the employee was given a chance to speak of the nature of their previous absence, which is something that could result in breach of the Equality Act 2010 (Ali,2022).
The employee revealed mitigating circumstances for the absence which highlighted the importance of not making a judgment about outcomes before the meeting, this ensures the employee has a voice and it treated fairly (ACAS,2022).
During the adjournment for decision making the line manager suggested imposing a formal sanction, but when I asked why, no explanation was given and  “just because”. This made me feel frustrated and shocked of the lack of empathy shown by a key leader, along with no regard for the Maximising Attendance Policy (Tai Tarian,2022a) and highlighted lack of knowledge and potential unethical behaviour detrimental to their role as a leader (Green,2022). The organisation promotes a culture of being open and transparent, which is key to developing trust and relationships with employees, in turn increasing motivation to succeed and therefore potential profit increase (Sands,2023;Westover,2021). This line managers actions were putting the organisations values in dispute, which can create distrust amongst employees and in turn increase absence rates (Yohn,2019). 
Due to the seniority of the manager, I did question if I should challenge the decision at the time. But I reminded myself of the need to provide credible and ethical influence as outlined in the CIPD Profession Map (Green,2022) along with the organisation’s ethos of honesty and transparency (Tai Tarian,2022b) which is key for open and clear communication (Institute of Business ethics,2023). When I spoke to the manager,  I outlined the positives and negatives of their approach, along with decisions taken in similar circumstances across the organisation. This highlighted the need to apply fairness and consistent approaches to policies, as highlighted within the CIPD’s Code of Conduct and Ethics (CIPD,2023), This could be seen as the “Analysis and Debate” approach of the RADPAC Model of Negotiation (Janse,2019).  I then suggested an alternative approach which would not give a sanction but provide expectations of the employee going forward, to give them a chance to improve and hopefully prevent future issues, again an example of best practice guidance by ACAS (ACAS,2022).  This approach could be linked to the “Propose” step of the RADPAC Model of Negotiation (Janse,2019). 
I feel this explanation provided the senior manager with clarity and that the provision of an alternative approach could be considered, which they had not realised could be implemented. It also highlighted that I am serious about role model ethical decision-making practice (CIPD,2019), which in turn can show I am credible and trustworthy (Mindtools,2022). The manager agreed with this propose outcome, which was suitable for all parties concerned, this links to the “Agreement and Close” steps of RADPAC Model of Negotiation (Janse,2019).
So What?
I feel that by highlighting the importance of fair and constant approaches and giving an alternative recommendation to action gave the manager a different insight into evidence-based decision making (Young,2022). This highlighted that I should be more confident, remembering that I am the subject matter expert in these scenarios, and to trust my ethical judgment and influence, showing courage to speak up regardless of manager seniority in future meetings (Carrucci,2021). 
Now What?
In the future I feel it is necessary to arrange a catch-up with managers undertaking such meetings before hand to clearly outline the process, the implications and the importance of being fair and not making outcome decisions before hearing the employees’ individual case. The perception of unfair decision making can have a seriously negative impact on moral and employee performance (Jacobs,2018) . This will allow me to gain an understanding of the managers knowledge of the process, give them the chance to ask any questions, and for me to show support and gain trust with the manager, which will be key to developing relationships going forward (Ng,2022). Building a “Rapport” is also the first step of the RADPAC Model of Negotiation (Janse,2019), which I felt was missed in this meeting.  This I feel contributed to mix feelings of speaking up and the potential lack of trust the manager may have felt from me asking why they suggested the initial outcome they had. 
I think it is important to attend specific training on having difficult conversations, along with training on negotiation skills to support in any future scenarios of this nature and also in general with the development in my role as HR Advisor.  
I feel that increasing my theoretical knowledge of previous Employment Tribunal cases may also be beneficial in backing up my suggested approaches to Absence management in particular, this can increase my credibility and influence for decision-making (Young,2022). 
Finally, I will look to attend meetings with the HR Business Partners within my HR team who usually support the senior managers so that I can observe their approaches and learn techniques and best practice from my peers, supporting my learning and development going forward. 












It must be because of COVID …. AGAIN!
Passion for Learning and Insights Focused
I considered my approach to the following scenario in relation to the workings of the “5Di Learning Design method consists of 6 stages, Define, Discover, Design, develop, Deploy and Iterate (Shackleton-Jones,2019). The following diagram provides more context to each step of the model.
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(Shackleton-Jones,2019)
Each stage of the model is highlighted below when I feel potential stages are met.
What?
Over the last 18 months the organisation has seen a steady increase in absence (Tai Tarian,2023a), I was tasked with analysing the data to find any patterns, issues, cause and identify any ways that could help reduce absence going forward (Mohdzaini,2022), this could be considered the “Define” stage  of the 5Di Learning Design Model, (Shackleton-Jones,2019). Upon reflection, I can see that I initially approached this task with bias and assumptions that the increase in absence must be due to covid absences, but when looking at the overall data and individual absence history I saw a particular higher absence rate in specific teams of the organisation, with few Covid related absence. My Initial bias in this task could have hindered my progress and ability to really find out underlying issues / causes. 
 I could see a lack of manager intervention in these teams, analysis of individual absence rates showed a cause for concern and formal intervention should have taken place as per the Maximising Attendance Procedure (Tai Tarian,2022a). Not dealing appropriately with absence can have an impact on absence levels (Ryley,2017), studies have shown that the longer an employee is off work the harder it is to return (Suff,2022). Managing the absence ensures the organisation is proving a duty of care to its employees by offering support where available (Mitchell,2021) through use of tools such as the EAP and Occupational Health referrals etc (Tai Tarian, 2023d). 
Further investigation showed that out of 10 managers of the particular area, 7 were appointed to the role within the last 12 months, 6 with no prior management experience (Tai Tarian,2023b). On these findings I was curious to see if any of the managers had attended any specific training in relation to the Maximising Attendance Procedure, this revealed that only 1 of the managers had attended this training, which was delivered around 18 months ago (Tai Tarian,2023c). Therefore, the lack of training provision for managers could be a mitigating factor in why absence management is an issue for particular teams. To truly bring the policies and procedures to life that we try to implement in organisations such as the Maximising attendance procedure at Tai Tarian, we need line managers to integrate them in their day-to-day management skills,  to do this they need an understanding of the procedure, learnt through specific line manager training, without this it questions if we can expect a manager to truly implement the process (Quilliam,2022). This could be considered the “Discover” stage of the 5Di Learning Design Model (Shackleton-Jones,2019).
So What?
On reflection I realised that in this scenario I had been narrow minded and instantly thought that the increase in absence rates would be down to Covid related absence, but through curiosity and research, asking the right questions (Choi,2020) and through analysing the data (Mohdzaini,2022) I found this was not the case. This lead me to identify a potential root cause - or at least part of the cause, which I could confidently take to the Senior Management Team with proposed recommendations to make improvements.  This approach has developed through my study of CIPD qualifications and awareness of my own bias and judgment and the need for evidence-based recommendations to support change needed within my organisation (Briner,2019). As part of the solution, I have highlighted the need for up-to-date training for all line managers to deal with absence management, this should focus on a refresher for managers who received initial training and then a bespoke training for new line managers with little or no experience, making sure the training is relevant to line manager capability, which is a key element to successful learning (Shackleton-Jones,2019). This is to ensure that new managers feel confident to ask all questions they have in a safe space of similar experienced managers (Hayden,2022), another element of successful learning (Shackleton-Jones,2019) with acknowledgment that in learning,  “A one size fits all approach is inappropriate” (Gough,2022.p.44). 
What next? 
[bookmark: _Hlk126329172]I have asked if I could design this training as part of my own professional development and experience, which I am now confident to do with the skills learnt through study. I will do this through consideration of a range of learning styles to facilitate all attendees (Stuart and Cureton, 2014). I will also send out a survey to line managers to find what they would like to get out of the training beforehand so that the content is relevant and therefore engaging (CIPD,2014) and also seek feedback after the training to continue to develop and improve the training going forward for future delivery, this could be considered the “Design, Develop, Deploy, Iterate” of the 5Di Learning Design Model (Shackleton-Jones,2019). These points I would not have considered until learning of the impact specific things can have on a person’s ability to learn, incorporating these also allows me to evaluate if these approaches should be used going forward, presenting potential learning and adaptation of my own skills and ongoing professional development, making use of evidence-based practice to support my approach to developing training (Briner,2019) .

I believe in Employee Voice!	
Valuing People and Working Inclusively
I considered my approach to the following scenario in relations to Lewin’s Change Management Model. The Model consists of three stages of change:
Develop new ideas and ways of working.
Change is embraced into new process.
Provide credible reason for change. 

(Adapted from Mindtools,2022).  
What?
Through completion of assignments whilst studying my CIPD Level I have highlighted a number of recommendations to my organisation for consideration. One that was taken on board is the need to create an Employee Voice Forum, which I was instrumental in developing. This was to build trust and create a safe, inclusive space for employees to meet, discuss upcoming change projects and have a real voice in what changes are made and how (ACAS,2022). Employee inclusion through effective employee voice mechanisms can be key to enable employees to feel supported and valued, which can increase loyalty, motivation and in turn increase organisation results (Dromey,2016). This could be seen as Stage 1 (unfreeze) of Lewin’s Change Management Model (Mindtools,2022). 
To enable success of the Employee voice group, I highlighted the importance of truly listening and acting upon the feedback provided by the group. Implementation of employee voice mechanism that are not listened to can create more cynicism and mistrust amongst employees than not providing EV mechanism at all (Barber,2019; Perlow and Willaims,2003). To achieve this, I reached out to the SMT with my recommendation, highlighting the benefits such as increased engagement, moral, positive working culture and well-being (Personnel Today,2011), and in turn positive influence on and attrition rates (people Insight,2023). I highlighted it’s success would not work without their involvement, with genuine consideration of the suggestions made by the group, therefore valuing our employees and their different opinions in decision-making (Dromey,2016), which is key to developing trust and positive working relationships (Barber,2019).
I highlighted Tai Tarian’s rising attrition and absence rates and their cost to the organisation (Tai Tarian,2023e), which could, in part, be the result of lack of credible employee voice mechanisms (Investors in People, 2022). This was to encourage buy-in by providing key facts and highlighting how this could affect them (financial cost of absence and attrition), which is said to be key to influencing stakeholders (Kambil,2017).
The members of the group were selected through self or line manager referral, this was to ensure voice from across all departments were included in the group, encouraging the diverse range of perspectives across the varied roles, from office workers to trades and those between to be involved. Encouraging a range of employees from across the organisation to be involved will provide different perspective and in turn can generate better ideas than just included employees from a specific department (Crispo,2021). 
I focused my approach this way, not only to ensure opportunity for all too be involved, but with the hope to start breaking down silo working between teams and potential negative perception or frustrations that have been highlighted in previous employee surveys in relation to other departments (Tai Tarian,2022). Developing relationships with other team members that employees may not have contact within their day-to-day roles, can create an awareness of the different frustration’s teams have to face and ways in which these barriers or any potential conflict can be broken down to provide support mechanisms across teams, creating solutions to problems and positive, inclusive, people centric working culture (Crispo,2021;Taylor,2014). 
So What?
The group currently meet on a monthly basis and the topics are chosen through discussions with the group who then are expected to discuss with their team members and come back to the group with views/comments/suggestions/questions. The suggestions from the group are provided to the SMT by myself, who then provide feedback to the suggestions which I can take back to the group. 
I have continued to build my own relationship with the SMT through discussion of the suggestions, and through this, have encouraged members of the SMT to visit the group for brief times to discuss key topics, which I feel has continued to promote that the group is taken seriously and will have an impact on future decision making. 
The group suggestions have been instrumental in recent key positive change to terms and conditions within the organisation, which is increasing its credibility and positive purpose. (Barbar,2019). This could be considered the “Stage 2” (Change) of Lewis Change Management Model (Mindtools,2022). 
Results for the most recent employee survey during Feb 2023 (Tai Tarian,2023f) show a positive change in questions around employee voice mechanics, with the EV forum highlighted by majority of participants. 
I believe this has been attributed to the creation of a safe space, away from the main office for the group to meet, by providing fair, honest and compassionate role model behaviour to each member of the group, noting and encouraging their individuality, which are all aspects of encouraging employee’s honesty (Engage and Prosper,2023). 
Now What?
Throughout Feb / March 2023 the workload of the HR team is increased greatly with the introduction of new terms and conditions which have seen the meeting of the Employee voice forum put on hold as I have been unable to facilitate the group as I have done in the past. Going forward I think the best approach would be to appoint (through collaboration with the group) employee representation to continue to lead the group going forward to ensure that the group continues its momentum and positive influence going forward and is not forgotten about, which may cause mistrust and frustration to rise again amongst employees as shown by the employee survey in Aug 2022 (Tai Tarian,2022b). This incorporates “Stage 3” (Refreeze) of Lewis change Management Model (Mindtools,2022). 
The development of the EV voice forum I feel has increased my and the HR team’s credibility. More employees are reaching out to us due to relationship built through the EV sessions. This is key to ensuring that HR is involved in decision making from the start, and not just provide a reactive service which is something that we have tended to do in the past. This can be key to HR truly making a difference with an organisation (Forbes,2022). 























You need to think outside the box – take your bias blinkers off!
Situational Decision-making and Commercial Drive
What?
I was tasked with providing recommendations for how the organisation could fill hard to fill roles , such as trades, going forward. 
The steps taken included: 
· Working with key stakeholders to understand what skills the organisation was struggling to fill and why, this was to gain a better understanding of department requirements going forward. 
· Analysis of the current skill set - which highlighted that this issue would continue to grow with over 20% of the organisation’s employees currently over the age of 60, with 16% of those working within a trade role. This skill set will be lost over the next 5 years through retirement, with no succussion planning in place to account for this loss (Tai Tarian,2022a). 
· Research of issues facing both public and private sector organisations to gain awareness of issues faced by others and looked at approaches that had been used recently to try and resolve this - to gather enough information and evidence.
· Using the information gathered to influence what decision would add value and benefit the organisation going forward. 
These points highlighted are the key steps of decision making (Laoyan,2022), as confirmed in the PDCA (Plan, Do, Check, Act) Model, also known as the Deming model (Mindtools,2023), this is best used as a continues cycle to ensure the decisions made are adapting to change and be the most appropriate for organisational need (Mindtools,2022), as shown below: 
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 (Mindtools,2023)

So what?
The business case recommendation was to create an apprenticeship program, tailored specifically to the trades required to fill the future plans and strategy of the organisation.
This demonstrated both commercial mindset and situational decision making, through planning for future need and decreasing risk through talent loss due to retirement and feasible recommendations in line with the organisations current cost saving agenda and encouraging financial stability. As part of the business case, I proposed that both positives and negatives of the programme will be monitored to ensure that this approach is the correct suitable way to achieve the organisation’s goal of having a constant supply of key talent to achieve its objectives.  This highlights the core aspects of the Deming Model of Plan, Do, Check and Act (Mindtools,2023). 
This is now being rolled out across the organisation to other roles which we are increasingly finding hard to recruit to. Upon reflection I feel that I should have taken more time to analyse the recruitment data and establish that this issue was not just affecting our trades but generally across all roles. Unfortunately, due to the long-standing  issue with recruiting and retaining trades and working with this area of the organisation more frequently, I had shown bias and focused my attention on this area. This highlights that in relation to the “Check” area of the Deming cycle (Mindtools,2022) I should have been more thorough in my approach, but in reality, I had confirmation bias (Simkus,2023) where I ended up focused on the trade role issues and not objectively looking at all the data. 
Now what?
Initially I thought that this would be something that could be incorporated into the day-to-day workload of the HR and L&D team. In reality to provide support to line managers with apprentices to ensure they can achieve their qualifications and have help and support in all areas of their employment, does need more attention than considered. With this in mind I  had to provide justification and a further business case for the potential of an extra employee within the HR team, this will take time to approve due to the slow and bureaucratic nature of public sector organisations. This is frustrating, and highlights that in future I will need to consider more possibilities and research further before making an initial recommendation.
This task really highlighted how important a strategic and commercial mindset is within my role in relation to completing such tasks that effect the organisation as a whole (such as the aging workforce). Commercial mindset is a key factor of a HR professionals’ role as this provides a realistic approach to developing areas that will benefit an organisation (Jeffery,2019) .The lessons learnt from this will ensure I adapt my approach to tasks going forward and have encouraged me to research this area further, specifically by reaching out to key stakeholders from different departments to gain knowledge of the details that affect them due to the varied work load and roles across the organisation, which is a key factor to developing commercial mindset (Moore-Elly,2018). 
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