Driving your development
Introduction
Hello! My name is Rhian, I’m 37 and live in the wild west of Wales with my husband, two stepchildren and my naughty springer spaniel. I’ve been working in HR for nearly 4 years having joined Ceredigion County Council as a Human Resources Officer in June 2019. I left my university course in the first year back in 2005, having loved Uni life but not the course unfortunately. I saved money to go travelling and I spent a year in New Zealand, a place I’d happily move to tomorrow. 
After odd-jobbing I decided to move from home down to Swansea and pursuit a career with the Welsh Ambulance Service. In my 6 years there, I progressed from call-taker to Ambulance Liaison to Planner and Day Controller and deputy Control Manager. After 5 years I had moved back to mid-Wales and eventually the travelling was not conducive to family life with young stepchildren therefore I decided to look for something more local.  I joined EIDCymru, a Welsh Government subsidiary managed by Hybu Cig Cymru as the Manager within the Office. EIDCymru was a new sheep movement database and was brought in alongside new legislation regarding the movement of sheep (EIDCymru, 2023). It was there I met a fabulous HR Officer who said she recognised the skills in me to be a HR Officer and encouraged me to apply for the job with Ceredigion County Council. The rest, as they say, is history.

Reflective model.
The reflective model I have chosen to utilise is Gibbs. The scenarios I have outlined below are ones I will more than likely come across again in my career therefore I decided that Gibbs may be the best reflective model due to its cyclic nature which lends itself to repeated experiences (University of Edinburgh, 2020). Gibbs encourages reflection of emotions, and recognising those emotions I felt whilst in these situations will contribute to responding in a different way in similar scenarios in the future (Pugh et al, 2020). 
Usually in my day to day work I try and apply the signs of safety model to situations and learn from there (Signs of safety, 2023), however unfortunately the opportunity for putting time aside for reflection daily is not possible due to workload. Having the time to practice reflection would empower me as a learner and allow for further development (CIPD, 2018). Bassot (2020, p10-11) however puts the onus back on the individual to make the time and outlines the benefits of doing so which can apply equally to personal and professional lives. 




Be careful what you wish for: A reflection of ethical practice and professional courage and attitude.
I was contacted by the Additional Learning Needs Lead for one of the Comprehensive Schools that I support who wished to have a discussion regarding the generic role descriptors that are in place for Teaching Assistants Level 1, 2, 3 and 4 respectively.
I met with the member of staff (Ms S) via Teams, and we went through the job descriptors with the aim of discussing what each Level of staff could be asked to do in line with their job descriptions (Ceredigion, 2022). During the meeting, I answered all queries giving data-based answers through linking back to the job descriptors which had been produced to ensure equal pay compliance (ACAS, 2022).
I felt that the meeting had gone well overall although there were several instances where Ms S was not happy with the advice that was being given which I noticed by observing her body language, mainly wherever I gave an answer that was different to the practice within the school. Upon reflection, this evidences that unethical practices were already in place, but Mrs S did not see how the behaviour was unethical and how it could create harm for the organisation Feldman (2019). Realising that the school were not conforming to the descriptors made me question the advice I was giving and my interpretation of the descriptors. I thought I had put myself in Mrs S’s shoes (Halo, 2019) and was appreciative and empathetic to Mrs S’s dilemma of having a limited budget for staffing and limited staff to provide the service. These reasons I believe contribute to the pressure to compromise ethical behaviour. 
 I thought that I had given clear guidance and interpretation on the job descriptors, and I thought that I had advised clearly on why we could not ask these staff to do work that they were not being paid or recognised to do. By following the advice given, we would be ensuring that the school were acting in compliance with the relevant law and guidelines that all employees were recompensed fairly (Ceredigion, 2023). Because I was doubting my interpretation and my professional courage, attitude, and influence, and questioning if I had made a mistake, I discussed the meeting with my Line Manager. I advised her of the nature of the meeting, the advice I had given, how it had been received and how I felt about it. What became clear was the advice I had given was factually correct, so was the method of communication (Garvin et al, 2015) or my self-confidence the reasons why the advice wasn’t taken on board? (Indeed, 2023b).
Following the meeting the staff member sent a series of emails outlining scenarios they had within the school and asking for advice on whether the staff could be asked to undertake the work outlined in the scenario i.e.: Can a TA Level 1 work in a room with a pupil whilst they are not supervised. (Shaw, 2023)
I felt a little disappointed as I felt that the discussion that we’d had and the way that I’d influenced her to use the job descriptors as HR guide had obviously not been successful. I responded to the emails but discussed the replies with my line manger before sending as I had lost confidence. (Jadeja, 2022)
Upon further reflection it would have been unethical of me not to advise against it and what was proposed was not in line with Ceredigion County Council’s values. Ethical practice means taking responsibility for your actions (CIPD, 2019) and I felt that I was attempting to do so, but that I was failing in empowering Ms S to do the same.
I voiced in one email that I could not condone what they were proposing as it would not be ethical and modelled why I believed that the requests were unethical to attempt to get the buy in from Mrs S. It is atypically a certain level of society that is exploited, and schools would not expect teachers to do extra duties without being recompensed so why are we treating those in a less favourable starting position less favourably overall? My views here perfectly reflect Gallo (2018)’s stance. It’s not fair or ethical and does not adhere to the legislation. I felt well supported by my manager, mainly because we had given the correct advice in line with relevant guidance and legislation. 
Ethically I was uncomfortable with the fact that they were asking staff to do something that was not in their remit, tasks they weren’t fairly being recompensed for and the affect that may have on the employees’ psychological contract and performance is outlined by Jacobs (2018).
Two weeks later I received an email from the Additional Learning Needs Lead within Corporate Schools Service – Mrs S had flagged the advice given to the top of the Service and they had taken the matter to the Corporate Lead Officer of People of Organisation (my line manager’s line manager) as well. That felt like a bit of a sucker punch at the time. I am still slightly disappointed by this approach now, and perhaps if my professional courage and attitude had been stronger, it may not have got to this point. I now have the comfort and motivated for the future through knowing that my CLO backed the advice I had given (CIPD, 2021a). 












Emotion free zone: A reflection of situational decision making, and insights focus.
It was nearing the end of August and I was the only HR Officer in work due to annual leave. This is the busiest time of year for the Contracts team within HR due to the need for Schools appointments to be completed for a September start (Welsh Government, 2022) along with the usual corporate appointments. The schools pay a Service Level Agreement to HR for their service which funds a large proportion of the team therefore it’s imperative that they receive good customer service. I checked in with my team as usual and then checked in with the supervisors of the other teams as their managers were away to ask if everything was going as expected with work (Indeed, 2023).
When I spoke to the supervisor within Contracts, he was quite upset and told me that the team were completely overwhelmed, and they were not going to be able to get all applicants required for September start to start on time, and that the team were completely exhausted. I was taken aback by the revelation and felt a little bit of panic, but I knew that sharing that panic would not be beneficial and that I needed to get more information to get a fuller picture of the situation to apply the best evidence-based practice (CIPD, 2022). I asked how many applicants were affected and was advised that it was circa 70 for schools. I asked for access to the relevant systems so I could collate what I deemed to be the required data by asking myself and the supervisor the right questions as highlighted by Choi (2020) specifically the applicants’ names, schools affected, and what pre-employment checks were outstanding on to a spreadsheet. This would enable me to make informed decisions based on the evidence that I had access to regarding what steps to take next. (CIPD, 2023)
I felt very uncomfortable having to collate this data as I may end up highlighting deficiencies in a team managed by a colleague but understood and applied an open mind to get to the root of the problem. Those feelings deepened when I noticed that there were notices of appointment that had been sent in by schools several months ago but had not been actioned and checks started until August. This finding highlighted that there were further problems here and to evidence the failing I decided to ask the date that the notice of appointment was received from the school and the date that the first letter was sent to the applicant on to my spreadsheet. Collating this data would allow for an analytics process to take place, although shorter than the usual 9 steps recommended (CIPD, 2022a). My feelings of unease turned to anger and frustration, but I knew I had to put feelings and biases aside to get this sorted by applying emotional intelligence (Mikolajczak et al, 2011). 
Having all the data on one spreadsheet was beneficial and I ensured that it was editable by all members of the Contracts team so that the data would always be as up to date as possible otherwise we would not have a true reflection of what was going on. I began analysing the data for trends as recommended by CIPD (2021) and to see if there were any ‘quick wins’ for us to minimise the reputational damage of HR with our customers. There were two trends that were noted namely: the length of time it had taken for notices of appointments to be processed and the high number of applicants who were waiting for their Disclosure and Barring Service (DBS) certificate to return. Perhaps completing a PESTLE analysis, would have given a fuller picture of the challenges faced by the team as would having further sources of evidence however the tight timeline forced the quick turnaround. In future I would ensure that I completed this step of the process.  
By compiling the evidence that I could with the intention of sharing it with the HR Principal Officers I hoped they would have the evidence required to create the insight into the problems (CIPD, no date). I emailed our DBS representative asking if they were aware with any delays in processing DBS certificates as their turnaround time had increased. I was advised that their contractors had taken industrial action and that staffing levels were also decreased at this time of year which had both contributed to the delays. There were risks in that our safe recruitment policy states that all people working in a school will have a relevant DBS check before entering the school. I thought about ways that we could mitigate the risks of not complying with policy, the risks of reputational damage and the risk of schools not being able to hold classes due to them not having the staff. I thought of completing risk assessments for teaching staff who were waiting for their DBS and had no other pre-employment checks outstanding. I limited it to teachers only as we would be operating outside of the policy and a class cannot be run by a Teaching Assistant, it would have to be a teacher. I believe that evaluating the information as outlined by (Gino, 2016) was key. 
I sent the spreadsheet along with the trends highlighted, the feedback form and my proposal on how to move forward with what I had found to the two Principal HR Officers to consider, whilst I was still reeling emotionally from the situation. 














Is it a doddle? A reflection of working inclusively and commercial drive.
The decision was taken to improve the process of the Contracts team processing of changes to current contracts and a working group had been set up to create an electronic system to process these changes as a starting point. I was a key stakeholder as lead of Contracts, but the project was run by the systems team as they would be creating the system.
Current process was all notifications for changes of circumstance were required to be sent via a Word form, attached to an e-mail addressed to the generic HR Inbox. There was a need to streamline the process, improve customer service for Managers and create a system that could measure Key Performance Indicators, because as it stood, we didn’t have one (CIPD, 2012). The creation of the new system was one of the People and Organisation Service’s objectives to contribute to fulfilling the Corporate Strategy (Jones, 2018). 
There was a meeting with the systems team, to go over their understanding of the form and what it covered before they created a system on a new platform. The system was piloted by a group of line managers and by the Contracts team before being launched Corporately. It was the perfect opportunity to put Boogaard’s (2020) advice into practice, if only I’d seen it then!
I found it difficult to get my point across at times (CIPD, 2022d) because the systems team had no understanding of the complexities of operational HR – they understood the technical aspects, but I think they thought there would be multiple ‘quick wins’ (MindTools, 2023). I question if I was showing the competencies a business partner would (CIPD, 2022)? 
[bookmark: _Hlk135248718]I verbally shared how current forms were processed and what extra information if any we would need. The systems team would use my answers to understand how the form would need to be built and they named it DODL. Perhaps, other methods of knowledge sharing would have been better? It sounds collaborative but I didn’t feel like I belonged there (Waters, 2021). I was feeling frustrated because there seemed to be an expectation for my answers to be black or white, but unfortunately, they were various shades of grey leading the systems team to be as frustrated as I was. Perhaps they viewed my input as resistance. (Wagner, 2023) Perhaps I should have embraced the difference?
I wanted an e-form to be created that would please all stakeholders – that would be fully functional, easy to use, contribute to performance management, have the required audit trail, and negate the need for paper forms. I don’t think I as a stakeholder was ever asked to voice what I wanted from DODL, the brief had been decided prior which goes against the recommendations (Woolnough, 2018). Is it possible that I felt my lack of inclusion prior affected my engagement (CIPD, 2021a)?
Before the situation I was excited and looking forward to seeing this in action because it was much needed and would help inform my performance management of the team. After the situation, I was left a bit deflated because we did have a system, and a catchy name but not one that was as functional as it needed to be. Am I too much of a perfectionist wanting for that golden system? Perfectionism is positive in several areas of work skill, but it can be a negative as well (Swider et al, 2018).  
I think the systems team were viewing it as a project that need to be completed, they weren’t completely invested in it because once it had been created, they would be moving straight on to another project and not having to use the form operationally daily – was this a failing at the business case stage perhaps? (Taylor, 2019). Frustrations remain within the Contracts team as they have been left to work with a halfway house. If the challenge had been reviewed in a timely manner, then a solution could have been found (Mayberry, 2008). 
I think it was a bit of an opportunity missed because the DODL system works great for 90% of scenarios, but there remains a percentage of cases where Managers need to complete the paper form because DODL can’t accommodate the change that they require therefore not providing the quality output desired (Cohen, 2011). Or it could be that there was an agreement that I was unaware of to produce a minimum viable product? (Babych, 2021).
As a female, I did at times feel spoken ‘at’ by members of the systems team rather than being treated as a collaborator. I do feel that I needed to be more open to collaboration possibly but feel all members contributed to the best of their ability at the time with unresolved conflict in the background (Indeed, 2023a).
The positive was that a system was created that did bring technology to the fore as was required to meet future trends (CIPD, 2020) but upon reflection do the meetings and system facilitate the ‘always on’ culture (CIPD, 2022e). 














There’s no such thing as a stupid question: A reflection on Valuing People and Passion for learning.
I have recently begun as Manager of the Compliance team within Ceredigion County Council. The Compliance team consists of the team previously titled Job Evaluation (JE) and Structure which I took over at the start of the year and the DBS and Compliance team which was without a lead with the aim of creating an agile team able to face future challenges (CIPD, 2020). JE and Structure was an area that I knew nothing about when I took over, my knowledge was limited to knowing the employees and their levels of experience. I was concerned by the lack of operational knowledge in the field, and I felt like a fraud ‘leading’ experienced staff who knew a lot more than I did. These feelings were compounded with the addition of DBS and Compliance.
The first thing I thought was that I needed a learning plan on what I needed to know to lead the team from an operational point of view, understanding the day to day needs of the team. The next step would be reviewing all processes and workflows to see if they are as efficient as possible and to remove any duplication. I was hoping that this would mean the team worked smarter not harder. I was also hoping that those efficiencies would give the staff time back to invest in other things like their own development (Indeed, 2023). It was important to communicate the meaning and purpose of the work to motivate and inspire the team, however it needed to be done in a sincere and authentic way to avoid disengagement, so I spoke from the heart. Regularly (Cable, 2019).
I recognised that Tuckman’s theory would apply to the situation the team found ourselves in with the adjournment of the JR and Structure team and the Formation of the new ‘Compliance’ team. (Mind Tools, 2020)
The feeling of ‘imposter syndrome’ that I had when I took over the JE and Structure team resurfaced although to be fair it hadn’t had a lot of time to disappear. I was concerned that my new team and the wider workforce be thinking and asking why I had been given the role? (Morrissey, 2018). 
I leant heavily on the most experienced members of the ‘old’ teams to be honest gleaned as much information and knowledge from them as I could, but I didn’t want the team to feel that I was taking advantage and therefore breaching the psychological contract (CIPD, 2022), so I tried to negate that by showing them I valued them where I could (Miller, 2018).
Prior to the situation, I was feeling nervous, would I be able to put together the cohesive high-performing team that I aimed for? Would the team gel? Would there be conflict or resistance to new approaches? Could I solve it if there was? Would I be able to train the staff although I knew less than them about lots of aspects? 
The outcome of the situation was that the team settled and was heading towards the ‘norming stage’ which pleased me. Even though I didn’t choose this path, I wanted to be successful I embraced the challenge, I wanted to develop my skills and knowledge and continue to develop the skills and knowledge of my team and turn us in to a high performing team. (CIPD, 2018)
I think the team accepted the reasons behind the merger and were quite compliant and motivated to learn and be able to perform in the new team. I planned to apply Kolb’s theory (1984) to ensure that I and the team had the appropriate resources, support, and time in place to learn experientially (Stewart et al, 2014). 
It was good to be thrown into the deep end and managing to swim, however I, and the rest of the team could easily have sunk – it was a good confidence boost to look aback and reflect how far we have come and feel a sense of achievement but no early celebrations as there’s still work to do!
I think the honesty from myself, and everyone involved regarding what we always felt as I tried to create an honest space for feedback, so staff felt safe in giving feedback and being honest about their learning needs and their strengths and weaknesses was a positive. The team were enabling their voice, and I made it two-way communication to ensure job quality (CIPD, 2022d)
It took a bit of time to ease concerns staff had, also, finding time to train new team members on the processes. I think there were times when some members were a little bit defensive over proposed changed to processes, they felt ‘ownership’ of but using by showing compassion, humility, and fairness in my approach to reviewing the processes (CIPD, 2020a) along with positive messaging from me to reinforce the importance of continuous evaluation in learning, we succeeded to overcome them.
I reinforced the message that yes, there was a lot of work on and there was a lot of change pending, but we were in it together, sharing the challenge and having regular discussions about their wellbeing and how they were finding things in line with CIPD (2021b) guidance.
Perhaps if there had been more time at the beginning to plan the merger before it happened, so being proactive rather than reactive (CIPD, 2022f).
I think that overall, I handled the situation quite well. The team was in Norming stage and heading to Performing but there has been absence within the team, so we are back to Storming, I and the team have recognised this and know that we all have the skills to deal with the situation and move the team forward once again even with the disruptions. (Horn, 2009)








Personal and Professional Development Plan
	Core behaviour
	Goals
	Strategy
	Timescale to complete

	Valuing People
	Ensuring weekly team meetings.
It’s easy to let them slip, with workload. 
	Put a recurring team meeting in the calendar for all members. Set an agenda and ensure notes are taken for anyone absent on that day. They are an integral part of employee engagement and in turn feed into performance, staff retention and wellbeing (CIPD, 2022g)
	1 week

	Professional Courage and attitude
	To feel more comfortable in having difficult conversations
	Attend a ‘Managing difficult conversations remotely’ course and apply the learning in a difficult remote conversation the week after. Review and evaluated the learning process
	1 month 

	Situational Decision Making and Commercial Drive
	To ensure that the Compliance team has adequate resourcing over the summer months to ensure that we are providing the best service.
	It may be a bit late for this year, but it will be good practice for next year.
Review work demands and last year’s trends to look for a pattern and what the minimum staffing level needed to provide the best customer service to stakeholders. 
Compare that with the staffing levels forecasted. This will also help ensure that staff take their annual leave which is a requirement for their wellbeing and comply with legislation. (ACAS, 2023)
	1 month

	Ethical Practice, Passion for Learning
	To create a bitesize introduction video on what Ethical practice is.
	Creating an accessible resource to inform people of what ethical practice is and to empower them to practice it and call it out when they see it. 
I don’t feel very confident with technology, therefore challenging myself to create a bitesize video will push me outside my comfort zone and will lead to learning new skills (Molinsky, 2016)
	3 months

	Professional Courage and attitude
	To become more confident in giving advice.
	Set time aside monthly to roleplay the ’What advisers can do’ scenarios and practices with my line manager. (Garvin et al, 2015)
	6 months

	Professional Courage and attitude, Working inclusively, Valuing people
	Improve my self-confidence as it is a recurring theme in these scenarios. 
Being confident helps your performance and helps people to respond to you more positively.
	Source and attend a course like ‘Developing your confidence’ (NHS Professionals, 2023) within the next year and keep a diary of how I implement the findings from the course and how I feel in general so I can compare how far I have come (hopefully).
	12 months

	Insights Focused
	To apply the Insights Focused steps in full when investigating a problem.
	With the next problem that occurs within the Compliance team, I want to follow the steps outlined by CIPD to map and hopefully solve it as I had to skip steps in my model due to time constraints. 
	Within 1 year

















References
ACAS (2022) Equal Pay and the law. Available at: https://www.acas.org.uk/equal-pay-law (Accessed: 10 May 2023)
ACAS (2023) Working time rules. Available at: https://www.acas.org.uk/working-time-rules (Accessed: 19 May 2023)
Babych, M. (2021) ‘A review of the minimum viable product approach’. Available at: https://www.forbes.com/sites/theyec/2021/12/08/a-review-of-the-minimum-viable-product-approach/?sh=3983cd592e20 (Accessed: 18 May 2023)
Bassot, B. (2020) ‘The Reflective Journal’. 3rd edition London: Bloomsbury Publishing
Boogaard, K. ‘5 ways to be a more inclusive co-worker’. Available at: https://www.themuse.com/advice/5-ways-to-be-a-more-inclusive-co-worker (Accessed: 19 May 2023)
Cable, D. (2019) ‘Helping Your Team Feel the Purpose In Their Work’. Available at: https://12ft.io/proxy?q=https%3A%2F%2Fhbr.org%2F2019%2F10%2Fhelping-your-team-feel-the-purpose-in-their-work (Accessed: 19 May 2023)
Ceredigion (2023) Single Status Agreement. Available at: https://ceri.ceredigion.gov.uk/portal/employee-handbook/policies-procedures/single-status-agreement/ (Accessed: 10 May 2023)
Ceredigion County Council (2022) Recruitment. Available at:  https://cerinet.ceredigion.gov.uk/managers/the-head-teacher-s-toolkit/recruitment/ (Accessed: 10 May 2023)
Choi, J. (2020) ‘The importance of asking the right questions’. Available at: https://towardsdatascience.com/the-importance-of-asking-the-right-questions-93aa3128500a (Accessed: 11 May 2023)
CIPD. (no date) Insights Focused. Available at: https://www.cipd.org/uk/the-people-profession/the-profession-map/core-behaviours/insights-focused/ (Accessed: 19 May 2023)
CIPD. (2012) ‘Business savvy: Giving HR the edge’. Available at: https://www.cipd.org/globalassets/media/knowledge/knowledge-hub/reports/business-savvy_2012-giving-hr-the-edge-sop_tcm18-8844.pdf (Accessed: 18 May 2023)
[bookmark: _Hlk135406477]CIPD. (2018) Unlocking potential, performance, and productivity through learning. Available at: https://www.cipd.org/uk/about/news/performance-productivity-learning/ (Accessed: 17 May 2023)
CIPD. (2019) Ethics at work: An employer’s guide. Available at: https://www.cipd.org/uk/knowledge/guides/ethics-work-guide/ (Accessed: 19 May 2023)
CIPD. (2020) People Profession 2030: A collective view of future trends. Available at: https://www.cipd.org/globalassets/media/knowledge/knowledge-hub/reports/234people-profession-2030-report-compressed_tcm18-86095.pdf (Accessed: 18 May 2023)
CIPD. (2020a) The role of compassion in the workplace. Available at: https://www.cipd.org/uk/views-and-insights/thought-leadership/the-world-of-work/compassion-workplace/  (Accessed: 19 May 2023)
CIPD. (2021) Getting started with people analytics.   Available at: https://www.cipd.org/uk/knowledge/guides/analytics-practitioner-guide/#building-capability (Accessed: 11 May 2023)
CIPD. (2021a) Employee engagement and motivation. Available at: https://www.cipd.org/uk/knowledge/factsheets/engagement-factsheet/ (Accessed: 18 May 2023)
CIPD. (2021b) People manager guide: Managing stress at work. Available at: https://www.cipd.org/uk/knowledge/guides/managing-stress-at-work/?_gl=1*9rgn8h*_ga*MTY5MTU2ODYyOS4xNjQ4ODkwNzgw*_ga_D9HN5GYHYY*MTY4NDUxNjEzNi4xMDUuMS4xNjg0NTE2NzQ1LjUuMC4w (Accessed: 19 May 2023)
[bookmark: _Hlk135295584]CIPD. (2022) Evidence-based practice for effective decision-making.   Available at: https://www.cipd.org/uk/knowledge/factsheets/evidence-based-practice-factsheet/#title2 (Accessed: 11 May 2023)
CIPD. (2022a) People Analytics. Available at: https://www.cipd.org/uk/knowledge/factsheets/analytics-factsheet/ (Accessed: 11 May 2023)
[bookmark: _Hlk135294895]CIPD. (2022b) The psychological contract. Available at: https://www.cipd.org/uk/knowledge/factsheets/psychological-factsheet/ (Accessed: 17 May 2023)
CIPD. (2022c) Business Partnering. Available at: https://www.cipd.org/uk/knowledge/factsheets/business-partnering-factsheet/ (Accessed: 18 May 2023)
CIPD. (2022d) Employee Voice. Available at: https://www.cipd.org/uk/knowledge/factsheets/voice-factsheet/ (Accessed: 18 May 2023)
CIPD. (2022e) Effective Cross-functional collaboration in a changing world of work. Available at: https://www.cipd.org/globalassets/media/knowledge/knowledge-hub/reports/effective-cross-functional-collaboration-report-2_tcm18-105009.pdf (Accessed: 18 May 2023) 
CIPD. (2022f) Line managers' role in supporting the people profession. Available at: https://www.cipd.org/uk/knowledge/factsheets/line-managers-factsheet/#processes (Accessed: 19 May 2023)
CIPD. (2022g) Employee Communication. Available at: https://www.cipd.org/uk/knowledge/factsheets/employee-communication/  (Accessed: 19 May 2023)
CIPD. (2023) Evidence-based HR: Make better decisions and step up your influence. Available at: https://www.cipd.org/en/knowledge/guides/evidence-based-profession/?utm_source=mc&utm_medium=email&utm_content=cipdupdate_03052023.Evidence-based+HR%3a+Make+better+decisions+and+step+up+your+influence&utm_campaign=cipd_update&utm_term=8443537#what-is-evidence-based-practice (Accessed: 19 May 2023)
Cohen, W. (2011) ‘Quality according to Drucker: it’s not what you may think. Available at: https://www.hrexchangenetwork.com/hr-talent-management/columns/quality-according-to-drucker-it-s-not-what-you-may (Accessed: 18 May 2023)
EIDCymru (2023) FAQs. Available at: https://www.eidcymru.org/faqs (Accessed: 17 May 2023)
Feldman, Y. (2019) Companies Need to Pay More Attention to Everyday Unethical Behavior.   Available at: https://hbr.org/2019/03/companies-need-to-pay-more-attention-to-everyday-unethical-behavior (Accessed: 13 May 2023)
Gallo, A. (2015) ‘How to Speak Up About Ethical Issues at Work’. Available at: https://hbr.org/2015/06/how-to-speak-up-about-ethical-issues-at-work (Accessed: 18 May 2023)
Garvin, D.A.and Margolis, J.D. ‘The Art of Giving and Receiving Advice’. Available at: https://hbr.org/2015/01/the-art-of-giving-and-receiving-advice (Accessed: 19 May 2023)
Gino, F. (2016) ‘What We Miss When We Judge a Decision By The Outcome’. Available at: https://hbr.org/2016/09/what-we-miss-when-we-judge-a-decision-by-the-outcome (Accessed: 19 May 2023)
Halo Psychology (2019) How to have a challenging discussion Available at: https://halopsychology.com/2019/01/07/how-to-have-a-challenging-discussion/ (Accessed: 17 May 2023)
Horn, R. (2009) The Business Skills Handbook. London: Chartered Institute of Professional Development
Indeed (2023) 9 Ways To Help and Support Colleagues at Work.  Available at: https://www.indeed.com/career-advice/career-development/helping-and-supporting-others-at-work (Accessed: 11 May 2023)
Indeed (2023a) ‘5 Common Collaboration Problems and How To Manage Them’. Available at: https://www.indeed.com/career-advice/career-development/collaboration-problems#:~:text=Collaboration%20problems%20are%20communication%2C%20productivity%20or%20personality%20conflicts,project%20aspects%2C%20like%20budget%2C%20timeline%2C%20resources%20and%20personnel. (Accessed: 18 May 2023)
Indeed (2023b) ‘What is self-confidence and why is it important to have?’. Available at: https://www.indeed.com/career-advice/career-development/self-confidence (Accessed: 19 May 2023)
Indeed (2023c) ‘6 Ways to Streamline Business Processes and Workflow’. Available at: https://www.indeed.com/career-advice/career-development/streamline-processes-and-workflows (Accessed: 19 May 2023)
Jacobs, S. (2018) ‘Why employers shouldn’t ignore unfairness at work’. Available at: https://www.peoplemanagement.co.uk/article/1741757/employers-should-not-ignore-unfairness (Accessed at: 17 May 2023)
Jadeja, N. (2022) How to deal with failures and disappointment. Available at: https://www.linkedin.com/pulse/how-deal-failures-disappointments-neha-jadeja#:~:text=Failure%20is%20a%20part%20of%20life%2C%20but%20it,remember%20that%20failure%20and%20disappointment%20are%20not%20permanent. (Accessed: 18 May 2023)
James, M. (2022) Family photo at Delyth’s wedding. [Photograph] Tregaron.
Jones, C. (2017) ‘Corporate Strategy 2017-2022’. Available at: https://www.ceredigion.gov.uk/media/2458/corporate-strategy-2018-2022.pdf (Accessed: 18 May 2023) 
Mayberry, E. (2008) ‘How to build an HR business case’. Available at: https://www.shrm.org/resourcesandtools/hr-topics/behavioral-competencies/leadership-and-navigation/pages/businesscase.aspx  (Accessed: 18 May 2023)
Mikolajczak, M., Balon, N., Ruosi, M, and Kotsou, I. (2011) ‘Sensitive but not sentimental: Emotionally intelligent people can put their emotions aside when necessary’. Personality and Individual Differences 52 pp537-540. Available at: https://www.researchgate.net/profile/Moira-Mikolajczak/publication/257045459_Sensitive_but_not_sentimental_Emotionally_intelligent_people_can_put_their_emotions_aside_when_necessary/links/5add9862458515c60f5f69fe/Sensitive-but-not-sentimental-Emotionally-intelligent-people-can-put-their-emotions-aside-when-necessary.pdf  (Accessed: 19 May 2023)
Miller, B. (2018) ‘How to make employees feel valued’. Available at: https://hrdailyadvisor.blr.com/2018/12/27/how-to-make-employees-feel-valued/ (Accessed: 18 May 2023)
Mind Tools (2020) Forming, Storming, Norming and Performing   Available at: https://www.mindtools.com/abyj5fi/forming-storming-norming-and-performing (Accessed: 18 May 2023)
Mind Tools (2023) Kotter’s 8-step change model Available at: https://www.mindtools.com/a8nu5v5/kotters-8-step-change-model (Accessed: 18 May 2023)
Molinsky, A. (2016) ‘If You’re Not Outside Your Comfort Zone, You Won’t Learn Anything’. Available at: https://hbr.org/2016/07/if-youre-not-outside-your-comfort-zone-you-wont-learn-anything (Accessed:19 May 2023 )
Morrissey, C. (2016) ‘Why promoting the wrong people creates disaster’. Available at: https://www.linkedin.com/pulse/why-promoting-wrong-people-creates-disaster-cameron-morrissey (Accessed: 17 May 2023)
NHS Professionals (2023) Developing your confidence Available at: https://www.nhsprofessionals.nhs.uk/en/partners/academy-courses/personal-development-courses/developing-your-confidence (Accessed: 19 May 2023)
Pugh, D.S. and Groth, M. (2020) ‘Why emotions matter to the practice of management: Lessons learned from the service research literature’. 49(1-11) doi:10.1016/j.orgdyn.2019.04.004 
Shaw, K. (2023) Email to Rhian Rowlands, 5 January
Signs of Safety (2023) What is signs of safety. Available at: https://www.signsofsafety.net/what-is-sofs/ (Accessed: 17 May 2023)
Stewart, J and Cureton, P. (2014) Designing, Delivering and Evaluating L&D: Essentials for Practice. London: Chartered Institute of Professional Development
Swider, B., Harari, D., Breidenthal, A. P., and Bujold. L. (2018) ‘The Pros and Cons of Perfectionism, According to Research’. Available at: https://12ft.io/proxy?q=https%3A%2F%2Fhbr.org%2F2018%2F12%2Fthe-pros-and-cons-of-perfectionism-according-to-research (Accessed: 18 May 2023)
Taylor, J. (2019) How to build a powerful business case for your HR initiatives. Available at: https://www.launchways.com/how-to-build-business-case-for-hr-initiatives/ (Accessed: 18 May 2023)
University of Edinburgh (2020) Gibbs’ Reflective Cycle. Available at: https://www.ed.ac.uk/reflection/reflectors-toolkit/reflecting-on-experience/gibbs-reflective-cycle (Accessed: 17 May 2023)
Wagner, M. (2023) ‘Top 8 Strategies to Overcome Resistance to Change in Your Company’. Available at: https://www.walkme.com/blog/change-6-strategies-overcome-resistance/ (Accessed: 18 May 2023)
Waters, S. (2021) ‘Here’s how to build a sense of belonging in the workplace’.  Available at: https://www.betterup.com/blog/belonging#:~:text=Belonging%20fosters%20team%20collaboration,together%20toward%20a%20common%20goal (Accessed: 18 May 2023)
Welsh Government (2022) School Teachers’ Pay and Conditions (Wales) Document 2022 and guidance on school teachers’ pay and conditions. Available at:  https://www.gov.wales/sites/default/files/publications/2022-11/school-teachers-pay-and-conditions-wales-2022.pdf (Accessed: 11 May 2023)
Woolnough, R. (2018) ‘What’s the role of HR in successful business transformation?’. Available at: https://www.personneltoday.com/hr/whats-the-role-of-hr-in-successful-business-transformation/ (Accessed: 18 May 2023)
