Task One – Professional, Ethical and Inclusive Behaviours

1) Define the term professional and explain what it means to be a ‘people professional’. (AC 1.1) 

Arguably, the very nature of the term professional means that it is open to a variety of interpretations. Mirriam-Webster (2023) define a professional as “characterized by or conforming to the technical or ethical standards of a profession” and so it is widely held that being professional is important in any job, no matter level of education or size of the pay packet. 
What was once known simply as ‘Human Resources’ (or HR) has now evolved to become a much more comprehensive and dynamic profession now known and widely regarded as the ‘People Profession’ (Peters, 2020).  This includes areas previously associated with HR such as employee relations but also encompasses other areas like Learning and Development and Organisational Development which also strive to improve the quality, performance and welfare of its workforce and wider stakeholders (Peters, 2020). A people professional uses their knowledge, behaviours skills to support their function and champions better working lives whilst adhering to strict ethical values and standards as accepted within their profession (CIPD, no date). This is outlined in the CIPD (no date) Profession Map which also outlines Specialist knowledge as a key aspect of a people professional’s role as well highlighting the importance for having a principles led, evidence based and outcome driven approach to their work. It is widely considered that any professional, regardless of their profession, should adhere to high ethical standards and bring the stakeholders of their work to the forefront of their focus (Smith and Mitchell, 2022b). This is ever more important within the people profession where the qualities of fairness and equity are not only valued but strictly applied to their work (Smith and Mitchell, 2022b). 
2) Explore how the role of a people professional (either a generalist or a particular specialist) is evolving and the priorities this raises for continuing professional development (CPD) (AC 3.1)

Like most professions, the people profession has continually developed over the decades (Roper, 2016), forcing professionals to adapt to changes, advances and challenges through continuing professional development (CPD). As highlighted by Roper’s 2016 article, “How has HR evolved in the last 25 years?” the people profession has grown in prevalence, relevance and importance within the business setting, no longer seen as the ‘bogeyman’ of business but instead vital to the survival of the organisation. HR has been subject to profound social, technological and business changes which require professionals to continually develop in order to preserve such relevance (Roper, 2016). For example, a decade ago businesses were focused on hiring and maintaining the best leadership, a stark contrast to today’s business environment where organisations are finding it harder and harder to find good quality talent, causing the people profession to become much more focused on the employee experience (Milligan, 2017). CPD is vital to this adaptation. It provides those in the professional with the skills needed to retain high quality staff and to attract those of a similar nature such as knowledge in recruitment, learning & development and employee engagement. Not only this but CPD is intrinsic to the adoption of new technologies to help the HR function, including talent management systems which help businesses to better organise their workforce and improve retention (Milligan, 2017). This need to be tech savvy is further highlighted by the considerable shift from paper based working to online and remote working over the past two decades (Roper, 2016). This has meant that both generalists and specialists have had to learn about the complexities of home working and its impacts in order to develop comprehensive policy and have had to adapt to home working themselves. This can include the need for better communication and the acclimation of increased autonomy, being able to manage your own time and resources more effectively.
3) Discuss the concept of ‘ethical values’, and how at least three ethical values that you hold personally, impact (or could impact) on your work as a people professional. (AC 1.2)

Ethical values provide the basis for each decision we make and how we live our lives (CIPD, 2022b). As such, our ethical values play an essential role in the work we carry out as people professionals and impact the wider organisation as making the wrong decision can have detrimental effects both on the working lives of others and to the reputation of the organisation as a whole (CIPD, 2022b). 

Throughout my work and personal life I strictly adhere to 3 ethical values:
1. Honesty
2. Respect
3. Fairness

[bookmark: _GoBack]I demonstrate honesty in my day to day work by taking accountability of my decisions and mistakes, not placing the blame on others but instead addressing the issue personally and doing what I can to remedy it. This honesty is carried through to my relationship with colleagues and my line manager through my effort to make clear my personal abilities and capabilities, including where I may be of less help or value. An integral part of the people profession, I believe this value integrates well with both my department and the wider profession. Respect, also an organisational value, is reflected in my work through my effort to keep my line manager informed of important developments, by speaking to others in a kind and calm way, and by considering the boundaries of others in my day to day work. I believe that fairness is one of the most important values practiced within my own work. For example, when communicating with members of the public and colleagues I strive to enter a conversation with no pre-judgements and to keep an open mind. I also strive to provide the same quality of service to each manager and department, regardless of interpersonal relationships. There have been instances where I have found a decision by someone else to be unfair, consequently I raised this concern with the appropriate member of HR who then raised it with the individual directly. 

Living by these values and realising them through my work, I believe in the need to speak up when I see the ethical values of the organisation itself not being adhered to in a way which is honest and respectful, and hopefully helping to provide a positive environment where others feel like they can do the same (Smith & Mitchell, 2022b).
4) Explain why it is essential for people professionals to contribute confidently to discussions, and ways of doing this that are (AC 1.3):
· informed
· clear 
· engaging.

To contribute to the wider business function and ensure the people practice is represented at all levels, especially within senior leadership, people professionals need to be able to confidently contribute to discussion and influence others. There are different theories on how this can be achieved but is described by French and Raven (1959) as manifesting in 6 forms:
1. Coercive
2. Referent
3. Information
4. Expert
5. Legitimate 
6. Reward
They argue that power within in business is exercised through these 6 factors. Points 2-4 clearly show the need for people professionals to be well informed and knowledgeable in their respected areas (Smith & Mitchell, 2022b). Not only does this improve their perception by the other party but it can also help to improve the confidence of the professional when communicating with colleagues, and as Smith & Mitchell (2022b) highlight, confidence feeds into effective communication. Basing your contribution on fact, and taking an evidence based approach, helps to solidify your argument (Smith & Mitchell, 2022b). People professionals can further engage their audience through the use of presentations, which can be used in a variety of settings to address a variety of issues (Smith & Mitchell, 2022b). They can also engage colleagues by encouraging them to participate directly in discussions as they’re far more likely to be invested in the outcome if they have contributed to it (Armstrong, 2020). 
No matter the format used, the need to be clear and concise endures, and doesn’t need to be achieved at the expense of engagement. In fact, in most cases it enhances it. For example, by only using relevant information and presenting this in a way that the audience can understand, the people professional can contribute to the discussion without losing interest half way through their point. The aim is to bring them onto your side which means removing as many barriers to this as possible, including limiting the use of HR jargon and using anecdotes that the audience/colleague can relate to (Smith & Mitchell, 2022b). 
5) Discuss when and how to raise concerns when issues such as organisational policies or leadership approaches conflict with ethical values or legislation. (AC 1.4)

Due its nature, all ethical issues need to be dealt with in a sensitive manner with due regard to potential consequences (Harris, 2016). After all, the last thing a people professional wants is an escalation of a situation, and due to their role, they're often tasked with ensuring the upmost standards both with regard to policy and leadership. As stated by Armstrong (2020), HR can play a pivotal role of ensuring an ethical culture by raising concerns of leadership actions with said the professional/s. Ladika (2021) makes a similar suggestion when dealing with potentially illegal requests from managers, or when a leadership style can be seen as unethical. She highlights that often times, the best approach is to go to the manager directly and raise your concerns with them 1:1, taking an evidence-based approach by tactfully supporting your point with company policy or if necessary, industry research (Ladika, 2021). It can also help to consult your organisation's legal department or a third party consultant. By using open ended questions, and calmly discussing your point with the said individual, you're much more likely to resolve the issue without need for escalation or further action. However, when the manager/executive is unwillingly to listen or adapt, further measures may need to be considered such as discussion with their line manager, or formally reporting them (Ladika, 2021). Unethical or illegal policy/leadership is a serious issue and should be dealt with as such. Consequently, if the matter cannot be resolved within the organisation, and there are unquestionable legal issues regarding conduct or policy, then whistleblowing acts as a failsafe for people professionals to employ either as a last resort or if they feel they’d be at risk if they speak up (CIPD, 2022a). This mechanism allows an employee to report an issue or information anonymously either to the business itself or to a relevant watchdog/regulator (CIPD, 2022a).

6) Provide a robust argument for ethical people practice that is supported by academic theory and details both the business and human benefits of people at work feeling included, valued and fairly treated. (AC 2.1)

Ethical practice is at the heart of the work of the people practitioner. Whilst many see it as a force for social good, ethical practice can also prove a valuable asset to all businesses. This is especially seen within SCARF theory, created by David Rock (2008), which states that there are 5 factors which influence social situations within the workplace, which are: 
1. Status
2. Certainty 
3. Autonomy
4. Relatedness
5. Fairness
The model argues that these 5 factors activate what are known as the ‘threat’ and ‘reward’ neurological responses which were originally developed to help protect ourselves (Mindtools, no date). Therefore, social interactions which are seen to be less threatening tend to be perceived as more rewarding to the individual, likewise threatening interactions tend to inhibit strong reactions (Mindtools, no date). It is therefore apparent that the consideration of this ethical model by HR professionals and managers can improve employee motivation and if used effectively, can make employees feel more valued (Lawrence, 2022). This then manifests itself in increased productivity and lower staff turnover.  Another renowned ethical model, Maslow’s Hierarchy of Needs, highlights the importance of the application of ethical people practice. As shown below, these 5 needs are presented in the form of a pyramid and highlight the 5 needs of every employee:
[image: ]
(Mindtools, no date)
This model highlights that there is more to the motivation of employees than money, and that if an employer can effectively use this hierarchy of needs to motivate employees, they can take full advantage of their skills and as such help them to feel fairly treated and valued (Mindtools, no date). By striving to meet all 5 needs to the best of their ability, employers can also benefit from an improved reputation, increased retention and perhaps most importantly, better productivity (Herrity, 2022). After all, employees are unlikely to leave if their needs are met. 
7) Drawing on your own or a hypothetical example of providing a people practice solution to meet a particular need or introducing a new policy or initiative, describe:
· strategies for designing the solution/initiative so that it will be inclusive
· strategies for checking that, when in practice, the solution/initiative engages and meets the needs of all those it is aimed at. (AC 2.2) 

When implementing a new Employee Requisition Form (ERF) within Pembrokeshire County Council, the recruitment team employed various methods to engage with all stakeholders as suggested by Smith and Mitchell (2022a). 
As we are a large organisation, electronic surveys were implemented in order to ensure we reached as many people as possible. Gurchiek (2018) suggest that consulting stakeholders is essential to the development of inclusive initiatives. Consequently, we implemented several consulting processes. These included holding meetings with various teams in the department such as the Employee Services team and Onboarding team, encouraging ‘employee voice’ from colleagues (CIPD, 2022a). Then, using their suggestions and our own knowledge, we created the initial ERF and sent it on to HR managers for feedback relevant to their different areas within the authority, encouraging them to speak to recruiting managers in order to gather wider views and to make the form as user-orientated as possible (Gurchiek, 2018). Research was also carried out at this stage into the approaches of other organisations which helped us to ensure we were being inclusive of external stakeholder’s needs and not taking a close minded approach (Smith and Mitchell, 2022a). After consultation had been completed we made necessary changes and implemented the new process with clear instructions. Communication and support is essential to ensuring the approach we take is inclusive of all stakeholder’s needs (Taylor, 2022), so we emailed these instructions every month for 3 months, encouraging feedback from managers and HR professionals to help us amend any outlying issues. Lines of communication remained open between the recruitment, recruiting managers and people professionals so that issues could be raised appropriately and we continued to review the form regularly. This proved effective, as during this process we were informed by the Onboarding team that certain DBS information was lacking from the ERF. This was passed on to the HR Business Manager and subsequently led to the form being updated in a new version.  
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Task Two – Professional Development

Activity 1 (AC 2.3, 3.2) 
For this task I found it best to take an evidence-based, constructive approach by using feedback provided by colleagues as well as my own self-assessment. This feedback was based around the 5 core values as outlined by the CIPD profession map which my manager and colleagues were aware of (CIPD, no date). A short description of each Core Behaviour was provided to help make sure that the feedback was as relevant and helpful as possible (CIPD, no date). This helped me to ensure that the feedback given was directly applicable to my work and development needs. The feedback consisted of 2 forms – Current Assessment & Area of development which allowed me to evaluate what I was doing well at the time of the assessment and what I could improve on. I used the information provided by my colleagues to complete my own self-assessment using the online tool from the CIPD, allowing me to form a learning and development plan.
Activity 2 (AC 3.3)
After completing this self-assessment I then began to reflect on how I could further develop in the areas I was lacking professionally as suggested by Smith and Mitchell (2022). The two main areas I could see room for improvement were Valuing People & Passion for learning, whilst I also identified from the Working Inclusively section that I could be doing more to encourage others in the workplace, including within meetings and during day-to-day work. As a result I chose 4 learning development activities to enhance my contribution to the people practice department. The first was to further my knowledge and passion for learning by engaging in more forums and participating in more workshops, particularly in areas I am passionate about, such as Inclusion and Diversity. The second was to review factsheets on Employee Wellbeing and to reflect on how I could incorporate this into my work, reflecting my want to value people more in my workplace. The third was to listen out for colleagues who may need help with their work or help with voicing their opinions, such as meetings, as I feel I could greatly develop my skills in this area. Lastly, I found that I needed to reflect more on what inclusive practice means to me and how I can begin to include others more in my work. This would include looking at the benefits of incorporating such an approach into my work. It is my belief that by reflecting, working and incorporating the above development opportunities into my work, I can successfully add more value both to my team and to the wider department, enhancing my service to all stakeholders (Smith and Mitchell, 2022). 
Activity 3 (AC 3.4)
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Appendix:
Activity 1 (AC 2.3, 3.2) 
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Assessment from Colleagues: 
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Activity 2 (AC 3.3)
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Feedback prepared for Kameron Maxwell, Recruitment Administrator 


Core Behaviour and definition Current Assessment Area of development  


Ethical Practice 
Ethical practice is 
the application of ethical 
values in organisational 
behaviour. It applies in all 
aspects of organisational 
conduct, including corporate 
governance, employment 
practices, stakeholder and 
business partner relations, and 
issues of product and 
corporate responsibility. 
 
 


 Kam appreciated the 
boundaries of corporate 
governance, adheres to 
codes of conduct and 
supports policies and 
procedures of PCC. 


 Kam has built sound 
professional relationships 
with business partners and 
external stakeholders. 


 Continue to build on the 
professional relationships 
made to date, and extend 
your network of external 
stakeholders. 


Professional Courage and 
Influence 
Professional and personal 
courage to speak up when it’s 
the right thing to do, even if 
you anticipate or experience 
resistance or opposition. This, 
teamed with skills in 
communicating and 
influencing others, is important 
in a range of situations, 
including making a case for 
change, taking responsibility 
for mistakes, and challenging 
the behaviours of others. 
 
 


 In team meetings, Kam 
displays the professional 
courage to voice concerns 
and make logical 
suggestions on how to 
improve our recruitment 
processes.  


 Kam is diplomatic in 
dealing with responses 
received internally, 
regardless of the level 
received from, and 
portrays a professional 
approach to external 
communications. 


 If resistance is 
experienced, Kam can 
diplomatically guide the 
recipient to reach the 
required goal. 


 Kam will take 
responsibility for mistakes, 
and is keen to address 
process change to ensure 
similar issues do not 
reoccur. 


 Kam could reliably be 
asked to represent the 
recruitment team in 
broader HR meetings.  


 
 
 
 


 As a team, we are focusing 
on process improvements 
that result in a more 
positive experience for 
new employees to the 
organisation. Continue to 
support the team, so that 
we are seen to add 
professional value to the 
organisation as a whole. 







Valuing People 
People are listened to, and 
enabled to work together. Key 
role in working collaboratively 
and inclusively, as well as 
encouraging, facilitating and 
setting up cross-boundary 
working, building high-trust 
relationships, and managing 
conflict constructively.  


 
 


 Kam works collaboratively 
with various teams within 
the HR department, and in 
the wider authority.  


 Kam displays a proactive 
approach when it comes 
to supporting others, and 
is well liked as a result. 


 Kam is a valued member of 
the team and within the 
wider HR department. 


 
 
 


 Embrace the opportunity 
of working with the wider 
HR department, and 
gaining additional HR 
knowledge and 
experience.  


 Continue to support open 
recruitment events, to 
promote PCC career 
opportunities with the 
general public. 


Working Inclusively 
Show sensitivity and respect to 
others; Demonstrate openness 
to diverse views and opinions; 
Build positive working 
relationships with immediate 
colleagues; Share data and 
information to inform work in 
your area, Equality, Diversity 
and inclusivity (EDI). 


 
 


 Kam has demonstrated a 
proactive interest in 
improving Equality, 
Diversity and Inclusivity 
(EDI) within PCC. 


 Kam has offered to help 
promote EDI and has 
instigated initial 
conversations with L&D, to 
encourage EDI e-learning 
modules to become 
mandatory. 


 Kam would appreciate any 
improvements in policy 
and raising awareness, so 
that sensitivity and respect 
are embraced within the 
culture of the 
organisation. 


 Kam has recently 
encouraged the team to 
attend a LGBTQ+ Inclusion 
Workshop, which we all 
found insightful and 
informative.  
 
 
 
 
 
 
 
 
 
 
 


 Continue to share 
guidance and information 
with the team and build on 
the positive working 
relationships formed so far 
with our colleagues in 
L&D, to promote Equality, 
Diversity and inclusivity 
(EDI). 







Passion for Learning 
Commitment to ongoing 
development is a core element 
of professionalism, behaviour 
focuses on how to enable own 
and others’ continuing 
professional development. 
 


 Kam has demonstrated his 
commitment to his CPD, 
by focusing on his CIPD 
Level 5 course to develop 
his HR knowledge, and by 
involving others within the 
HR department. 


 As Kam’s line manager, I 
was delighted to receive 
the following feedback 
from the Learning & 
Organisational 
Development Advisor, who 
is facilitating Kam’s 
Development Programme:  
‘The tutors and myself 
have all commented on 
how positive Kameron is in 
the sessions, he 
contributes well to the 
sessions and is always 
smiling. He is a credit to 
your service area and a 
future talent for the 
organisation’. 
 
It’s a pleasure having Kam 
in the team. 


 Continue to complete your 
coursework and 
assignments to the best of 
your ability, and enjoy new 
opportunities as they arise 
in the future. 


 


 


Signed:         Dated: 02/03/2023 


 
Sarah Hughes  


Resource and Talent Manager  


Pembrokeshire County Council 


Human Resources, County Hall, Freemans Way, Haverfordwest, Pembrokeshire, SA61 1TP  


 07442 376220 |  Sarah.HughesHR@pembrokeshire.gov.uk 
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Feedback prepared for Kameron Maxwell, Recruitment Administrator

		Core Behaviour and definition

		Current Assessment

		Area of development 



		Ethical Practice

Ethical practice is the application of ethical values in organisational behaviour. It applies in all aspects of organisational conduct, including corporate governance, employment practices, stakeholder and business partner relations, and issues of product and corporate responsibility.





		

		



		Professional Courage and Influence

Professional and personal courage to speak up when it’s the right thing to do, even if you anticipate or experience resistance or opposition. This, teamed with skills in communicating and influencing others, is important in a range of situations, including making a case for change, taking responsibility for mistakes, and challenging the behaviours of others.





		

		



		Valuing People

People are listened to, and enabled to work together. Key role in working collaboratively and inclusively, as well as encouraging, facilitating and setting up cross-boundary working, building high-trust relationships, and managing conflict constructively. 





		Kameron always listens to other people when discussing a certain topic when in a meeting, he finds ways to enable the team to work together effectively. When dealing with other areas of the department, he builds high trusting relationships due to his professional and friendly  take on correspondence and how he deals with conflict.  

		



		Working Inclusively

Show sensitivity and respect to others; Demonstrate openness to diverse views and opinions; Build positive working relationships with immediate colleagues; Share data and information to inform work in your area, Equality, Diversity and inclusivity (EDI).





		Kameron is a great member of the team due to his willingness to show respect on others opinions but also demonstrates good understanding on how to get his own opinion across that helps the team build a positive working relationship. 

		



		Passion for Learning

Commitment to ongoing development is a core element of professionalism, behaviour focuses on how to enable own and others’ continuing professional development.



		

		









Signed:		D.Evans							Dated: 06/03/2023
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My CPD Reflections Log


User Details


Name: Kameron Maxwell


Reflection Dates: N/A (All records selected).


Overall Progress Summary


Course Reflections


0 %


0/0 Records


Other Reflections


100 %


 3/3 Records


My Reflections Progress


100 %


 3/3 Records







3/11/23, 2:15 PM My CPD Reflections - CIPD


https://learninghub.cipd.org/d2l/custom/cpd/report?recordStateId=1 2/6


Record Name: LGBTQI+ Inclusion Workshop


Date: 27/02/2023


Profession Map Area: Inclusion and diversity 


Type of Reflection: Other Reflections


Type of Learning


Experience:
Attended/completed a course


Grade: N/A


Supporting material: N/A


If you have a web page you'd like to reference, add the URL below (to open the link, right


click and choose open in a new tab).


What did I learn?


I learnt about different LGBT+ terms, labels and pronouns as well as how important it is to


represent the community. It also highlighted the importance of being an active bystander, by


passively intervening when someone is being harassed. Reporting hate crimes and hate


incidents was also covered and proved a valuable resource for my front facing role. 


What did the learning experience tell me about myself?


It helped me realise how much knowledge I already held on the subject and also helped to


identify areas of improvement, including the need to learn more about the trans community


and the struggles they face in the workplace. 


How does this learning experience impact my professional practice and the way I'll approach


situations in the future?


I have learnt how best to address people in the workplace, in an inclusive manner and the


course also helped me to realise the impact I can have on others in terms of being an active


bystander and helping others to voice their concerns. I was also provided with a list of a


plethora of LGBT+ organisations which I can signpost employees to when necessary,


something I hadn't been provided with beforehand.


What do I need to do next for this learning experience to have a wider positive impact (eg on


others, my organisation, the sector, the profession, society)?


Passing on the information I have learnt and encouraging those in my team and wider


department can help us incorporate inclusivity into our day to day work. This includes


encouraging the use of pronouns in email signatures and using gender neutral terms in


correspondence and documentation. It also helped me recognise the need to ensure I am


sharing the positive aspects of my learning and development. I would also like to research
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more into transitioning at work policies so that I can make recommendations to my manager


regarding this area. 
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Record Name: Training a new colleague


Date: 11/03/2023


Profession Map Area: Valuing people 


Type of Reflection: Other Reflections


Type of Learning


Experience:
Coaching/mentoring


Grade: N/A


Supporting material: N/A


If you have a web page you'd like to reference, add the URL below (to open the link, right


click and choose open in a new tab).


What did I learn?


This experience taught me the importance of patience, team work when training a new team


member and also the importance of valuing people. This was especially so as different


members of the team have their own way of working. As such, I needed to ensure that I saw


the value in how other people work whilst respectfully communicating my views on how best


to carry out certain processes. Through this, I developed my influencing skills and style of


communicating. Whilst I had trained plenty of people in the past, this was in a role where


there was one correct way of doing things. Consequently, I had to develop my abilities in


delivering a more flexible training plan. 


What did the learning experience tell me about myself?


It reflected by ability to teach others in HR processes but also highlighted the need for me to


appreciate that there isn't always one way of doing things and that people develop their best


way of working. 


How does this learning experience impact my professional practice and the way I'll approach


situations in the future?


Through training the new member of staff I was actually able to discover more ways in which I


can improve my own work and learnt more about how I can provide a better service to


stakeholders through improved processes. 


What do I need to do next for this learning experience to have a wider positive impact (eg on


others, my organisation, the sector, the profession, society)?


Reflecting on this experience, I can use all I have learnt to develop a more comprehensive yet


more flexible training plan for future employees. I have already started to implement this by


creating training packs and compiling training material I find across the organisation. 
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Record Name: Mental Health Champion Training


Date: 11/03/2023


Profession Map Area: Wellbeing


Type of Reflection: Other Reflections


Type of Learning


Experience:
Attended/completed a course


Grade: N/A


Supporting material: N/A


If you have a web page you'd like to reference, add the URL below (to open the link, right


click and choose open in a new tab).


What did I learn?


I learnt about the complex issues that current employees are experiencing both in and outside


of the workplace. This included personal issues, financial pressures and work pressures which


helped to give me more comprehensive view of my own work, as I am employed in a front


facing role. This included mental health conditions where the issue will persist but can be


helped through other means including a more inclusive and understanding workplace. Here,


the importance of having compassionate colleagues was highlighted and it also taught me how


valued a comprehensive approach to wellbeing is colleagues.


What did the learning experience tell me about myself?


The course helped highlight by own personal strengths such as empathy and compassion but


also highlighted y need to be a better listener and to make myself more available to colleagues


who need support at work. 


How does this learning experience impact my professional practice and the way I'll approach


situations in the future?


It helped to give me a wider view of wellbeing in the workplace as I was able to hear about the


experiences of others, what helped them and was also informative about the organisation's


current wellbeing policy which gives me the opportunity to contribute more to discussions


about such policy within my people practice department. 


What do I need to do next for this learning experience to have a wider positive impact (eg on


others, my organisation, the sector, the profession, society)?


I need to implement the practical facets of my course by making myself more available to


colleagues which can include informing them I've completed the course and mentioning in


team meetings that I'm here if they need a colleague to talk to. I can also encourage others to
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complete the course to help them have a greater knowledge of wellbeing with the ultimate


hope that this improves our service as a team.
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