5CO03 Professional Behaviours and Valuing People
Task 1 


1. With reference to typical activities and behaviours, appraise what it means to be a ‘people professional’. (AC 1.1) 

Being a ‘people professional’ within the workplace requires an understanding into the organisation’s ‘people’ and ethos. Through communication and unlocking employee value, positive business outcomes are directly attributed by the way ‘people professionals’ behave and influence their employees (CIPD, no date). People professionals support the targets of an organisation by empowering the workforce and driving change. 
The CIPD Profession Map (2018) represents the foundation of the people profession and in doing so, supports the needs of an organisation through its purpose, values, core knowledge and behaviours. Demonstrating professional credibility can be determined by critically considering better decision-making approaches to make impactful positive change by implementing the Profession Map into daily activities (Taylor and Woodhams, 2022). The purpose of the Profession Map is to support better working practice through specialist and core knowledge areas and behaviours, which enable people practitioners to uphold professional values and add benefit to an organisation.
A ‘people professional’ connects the areas of the Profession Map with the employee lifecycle, where functions such as talent management, learning and development, and people analytics, flow into the stages of an employee’s lifecycle. Combining the map’s knowledge and behaviours to align with the employee lifecycle determines the ability to effectively manage an organisation. Attracting the right people to the right roles, retaining staff through reward, training and development schemes, and continually supporting the well-being of employees when facing challenges and uncertainty, people practitioners are integral to an organisation’s performance and success (CIPD, 2018). 
According to the Professional Standards Council (Taylor and Woodhams, 2022), professionals are governed by a code of ethics and should be held accountable to serve those within their expertise. The approach of a people professional should convey a level of morality, integrity and competence through self-awareness and preservation. Where knowledge and skills can be taught, behaviours in the workplace are affected by personalities, cultural nuances, values and emotions and are integral to the role of a people professional. The CIPD code of conduct and ethics (2023a) comprising of 5 key virtues outlines the standards of acceptable behaviour. Through positivity, competency and holding accountability upon personal responsibilities, people professionals can maintain and represent the Profession Map’s definition of good HR prompting employees to behave to the same standard (CIPD, 2018).

2. Discuss how ethical values underpin the work of a people professional, including two examples of how ethical values might be applied in a people practice context. (AC 1.2) 

According to the CIPD (2024), ethical values provide people with a moral compass, which within a workplace environment, ensures employees make good decisions that positively impact an organisation. People practitioner roles are underpinned by ethical values. When applying principled approaches to challenges, and centring on ethical theories to make decisions, people professionals create a safe space where employees can build trust and develop. 

Applying theories such as the deontological approach, which distinguishes right from wrong by following a clear set of rules to promote fairness, can be beneficial to a people practitioner to influence ethical behaviour. The approach to lead by whether the action is right or wrong, rather than focus on the consequential outcome, however, has its drawbacks. Within the recruitment process, if a decision to hire an individual is based on culture/ethnicity due to the need for knowledge and understanding of cultural nuances to benefit organisational performance, a deontological approach would deter the selection process to hire as it can be seen as a discriminatory action. Although it is vital to apply ethics when developing policies to ensure there is no wrongdoing, using a rigid deontological approach constrains the boundaries of good business decision-making by focusing on the action as opposed to the outcome of selecting the best candidate. The recruitment selection process is a discriminatory practice, which is why it is crucial to adhere to ethical recruitment policies that uphold fairness and integrity to ensure organisations do not illegally discriminate (CIPD, 2024). 

Applying the flexible theory of consequentialism opposes deontological approaches, as the theory favours the morally right action to be the one resulting in the best outcome. Using this framework and only focusing on the desired goal can create unethical issues in how the goal is achieved. Within a reward scheme training exercise, toxic approaches used to bribe or encourage performance by offering rewards and preferential treatment can foster. Without ethical strategic development provided for training, unethical practices and behaviours may occur in order to acquire the desired outcome (CIPD, 2024). Modern approaches such as the CIPD’s 8 ethical lenses (2015), have evolved from ethical theories, enforcing a standard which people professionals should embody to maintain an ethical culture and navigate challenges within the workplace. 


3. Consider the importance of people professionals being able to influence others and ensure that the ‘people practice voice’ is heard in an organisation, through informed, clear and confident communication. (AC 1.3) 

	People professionals’ roles are centred on being able to influence employees through articulating clear, coherent communications that align with organisational values. Effective communication and creating safe spaces for open discussions provides transparency, reducing issues such as drama triangles in the workplace (Forbes, 2018). Long-term organisational goals can be reached by listening to employee voice and ensures the ‘people practice voice’ is heard. 55% of communication is received through body language, therefore eye contact, support and coaching employees appropriately is vital to the role to make employees feel comfortable (Forbes, 2020). Self-awareness through recognising areas of strength and weakness improves development and accountability, aligning with the CIPD Profession Map’s philosophy (2018). Utilising surveys, focus groups and workshops ensures all diverse perspectives are heard, and provides balance in decisions being made. Ethical companies outperform their competitors and by advocating and understanding employee needs, results in retaining staff and employee well-being prospers (CIPD, 2022a).
	Distinguishing issues within the workplace and leading by example through parent-child models (Berne, 1958) generates influence. Frameworks such as Shein’s model of organisational culture (Personnel Today, 2023) can support people practitioners to pinpoint areas where culture and behaviours can be influenced to ensure the rotten apple mentality does not resonate in an organisation, resulting in poor performance and missed targets (CIPD, 2019). According to Taylor and Woodhams (2022), understanding the politics within the workplace and detecting power dynamics identifies coalitions within departments. Investing time to recognise the dynamics within an organisation is essential in managing employees and maximising performance. 
[bookmark: _Hlk133927075]	People professionals champion employees’ well-being and rights, therefore the knowledge a people practitioner has regarding laws and policies, ensures a level of respect amongst peers and communicating with senior leaders. With the people profession holding a limited power within organisations, having knowledge in these key areas, and working within an evidence-based practice capacity ensures leverage. Frameworks such as the nudge theory (Thaler and Sunstein, 2018) can influence by subtly guiding employees to make the best decisions and feel in control of their decision-making, embracing change positively. When people professionals fail at their role, management structures such as ‘Lord Serfdom’ can restrict and demotivate employees leading to feelings of hopelessness (The Commoner, 2020). The counter productiveness will resonate and influence in a negative manner, therefore prioritising the CIPD’s (no date) ‘champion of people’ ethos is essential to influence and inspire employees.

[bookmark: _Hlk133927739]4. For each of the situations below (a & b), provide an example of an issue that would cause you to raise the matter to a manager (or other authority) - and describe how you would do this.
a) where you consider something to be unethical (whether or not it is illegal),
b) where you believe something contravenes legislation. (AC 1.4) 

	The CIPD’s report (2019) on unethical workplace behaviour discusses bad barrel behaviours. The report highlights ethical climates which breed egotistical and instrumental behaviour where individuals act only within their own self-interest (CIPD, 2019). An example of this is misusing company time. With hybrid and flexible working policies evolving to provide a better work-life balance (Guest, 2002), employees are expected to hold accountability towards their working hours. Forbes (2023) focuses on the negative impact financially and how the behaviour creates a burden for employees expected to pick up the workload. 
	Fairness and transparency should align with organisational values, however Margaret Heffernan (Ted Talks, 2012) considers that openness singlehandedly, can’t drive change.  Heffernan discusses a survey regarding constructive conflict, highlighting that 85% of employees had concerns at work, but were afraid to raise them in fear of provoking conflict. The CIPD’s Profession Map considers one of the core behaviours to show courage and speak up (Waite et al, 2021). To flag issues that spark concern, evidence-based research must be done to fact check before raising the issue. Understanding the employee’s current personal situation to ensure there are no mitigating circumstances which may explain misusing company time is crucial to provide a principled ethical climate (CIPD, 2019). People professionals must follow the guidelines of the Profession Map (CIPD, 2018) to reach the best outcome. When raising the issue with a senior line manager, clear communication is crucial to discuss possible solutions and to consider if options such as time management training, or well-being initiatives are needed to support the employee before instigating a formal process.
	In 2017, a nurse was found guilty of accessing confidential medical records at Hywel Dda University Health Board (BBC News, 2017). The nurse was dismissed by the health board for breaching patient confidentiality through the Human Rights Act 1998. The GMC state that confidentiality is paramount to the roles of medical professionals as broken trust may impact patients seeking medical help (GMC, no date). The CIPD’s Code of Conduct and Ethics (2023a) installs that people professionals have a personal responsibility to uphold values and speak up on unethical and illegal issues. Through an evidence-based investigation using browser history tracking devices and voluntary discussions with colleagues to verify the breach, a case can be established. The severity of the issue means discretion is essential and the meeting requested to raise and discuss the issue, must include senior leaders of departments to ensure a formal professional capacity is implored. Outcomes to consider is how HDUHB’s governance policies (2023) can be stricter, and behaviour monitored to ensure employees do not breach laws in future. 

5. Discuss two theories or models relating to the human and business benefits of people at work feeling included, valued, and fairly treated, concluding your discussion with a summary of your own view of these benefits. (AC 2.1) 

Schultz (CIPD, 2017) coined the term ‘Human Capital’ where strategic importance is concentrated on the knowledge, skills, and abilities of employees in an organisation. According to the CIPD (2017) report assessing the value of employees resulting in organisational success, many organisations view that a company’s intangible assets are the people that work for them. Evidence from the report suggested that the knowledge, skill and well-being of employees are fundamental in creating value and maintaining an advantage over competitors, leading to organisations’ success. Maslow’s Hierarchy of Needs (Cherry, 2022) supports this ideology, as his motivation theory explores how the physiological and psychological needs of humans impacts behaviour and actions. For an employee to meet their full potential, the individual must fulfil all needs within the hierarchy to achieve self-actualisation and be at their happiest (Cherry, 2022). Utilising the theory in the workplace, ensures employees feel included, valued and treated well as they work their way up the pyramid. Creating an environment where an employee’s basic needs are met, for example, a regular income ensures physiological and safety needs, and interactions with colleagues provides social needs, people are more likely to have increased job satisfaction which in turn generates motivation and output.  The simplistic theory negates cultural differences therefore priorities may differ by person. A more detailed theory is McClelland’s human motivation model focusing on 3 main motivational drivers, the needs for achievement, affiliation, or power. The theory assesses how best to manage to enhance performance, ensuring employees fulfil their needs, feel valued and are fairly treated (Education Library, 2021). Understanding what motivates an employee creates space to delegate tasks to the correct individual, avoiding poor performance and builds better working relationships, however, focusing on only 3 needs is not realistic.
According to Roberson, employees need to feel they can add value to an organisation in order to feel included. Roberson suggested that organisations appear inclusive, but the true underlying assumptions and beliefs (Shein, 1958) do not align, creating retention issues (The London School of Economics and Political Science, 2018). A harmonious environment leads to economic survival within organisations as from personal experience, the benefits from feeling content in work lead to positive outcomes. In a previous role as a fashion merchandiser, the exclusivity of gaining the role led to an excitement that diminished later in my career, due to exclusion and competitiveness from colleagues, and tension in weekly performance meetings. Negativity bred throughout the company, and I personally lost interest in reaching my targets. Eventually the company went into administration (BBC News, 2022), demonstrating that employees should be nurtured and looked after, rather than seen as a workforce cost to avoid organisational failure (CIPD, 2017).

6. Discuss two ways in which a people professional can build inclusivity into a people practice initiative at the design stage, and two ways of checking inclusivity after a people practice initiative is implemented. (AC 2.2) 

	Hywel Dda University Health Board (2022a) are running a people practice initiative to establish the reasons behind poor retention. The ‘More Good Days at Work’ programme focuses on cultural intentions to prioritise well-being and inclusivity, aiming to drive culture change across the organisation. According to Professor West, effective teamwork resonates with an employee’s well-being, safety, and trust, resulting in a 60% decrease in wanting to leave an organisation (HDUHB, 2022a, p. 15). 
	During the design stage, people practice teams would need to consider what departments need to collaborate with the programme to introduce the new initiative. Utilising Ulrich’s (1997) business partner model to shape how functions within the organisation can simultaneously strategise the roll out to the wider organisation, ensures long-term goals are met and embodies inclusivity at all levels (CIPD, 2023d). Listening to employee voice through staff surveys and identifying the key themes that employees find important are crucial to align the culture change initiative to build a successful strategy. Basing the initiatives on genuine experiences and feedback can create better strategic objectives. To deliver diversity and inclusive policies to strengthen the initiative, assembling focus groups and workshops from multiple teams to provide a wider range of perspectives to discuss inclusivity and hear authentic feedback, can shape the cultural intentions that people practice teams need to focus on.  Fostering an inclusive culture can be nurtured within the design stage as involving all employees to share their voice develops respect and a sense of belonging (CIPD, 2022b). 
	It is vital to measure and track impact as cultural change cannot be implemented on a short-term basis therefore regular data needs to be accumulated to assess if the initiative is creating positive long-term value. Quantitative data analysis can be evaluated to track sickness and retention. Through analysing if sickness has decreased and establish if sickness absence is due to mental health burnout can determine a view on inclusivity and well-being in the workplace and whether the initiative is effective. Further metrics such as exit interviews can decipher patterns in turnover and provide feedback on behaviours and attitudes in an organisation and how better to support colleagues. Regular audits can highlight where barriers exist, and activities can be reviewed and changed to improve the initiative to provide better EDI strategies (CIPD 2022c).

Task 2 

1. Reflect on your own approach to working inclusively and building positive working relationships with others. (AC 2.3) 

Hywel Dda University Health Board’s vision, ‘putting people at the heart of what we do, celebrating and recognising our staff’ aims to support the organisation’s culture, embedding the values into our behaviours at work through ethical principles (HDUHB, no date). Upon reflection of how this has translated into my approach, well-being and inclusivity is prioritised by my managers, filtering through the hierarchy, influencing me to uphold a positive impact (Berne, 1958). 
Heffernan (2012) discusses openness in the workplace, suggesting to seek the best from employees, developing essential skills and courage to be open can create high-performing organisations. When I was struggling with learning processes, I had to find the courage to ask for extra training. This initiated a weekly meeting which established a camaraderie amongst the team to solve challenges. My inclusive approach shaped a trusting space to learn, develop and feel supported.  Focusing on my strengths, I can assist team members and in times of need, I feel comfortable asking for help.  My openness eradicated competitiveness and generated a positive inclusive environment creating strong bonds within the department.
 According to HDUHB report (2022a) creating an inclusive culture is intrinsic to low absence records. Fortunately, I enjoy my role, and in the time I have worked in the department I have had no absences due to poor mental health. Being happy is contagious and I try to remain positive, and upbeat in times of challenge and collaboration through fostering inclusivity building positive working relationships (CIPD, 2022b).

2. Explore how the role of a people professional (specialist or generalist) is evolving and the implications this has for your CPD. (AC 3.1) 

Forbes (2021) depicts people professionals as the gatekeepers to maintaining a high-performing workforce. Leading organisations are starting to use AI and technology driven data analytics to predict turnover rate, review success, and detect algorithms and trends for marketing and profit insights (Forbes, 2021). With working environments changing rapidly, people practitioners must evolve at the same speed to adapt to new technological changes and ensure employee responsiveness. A Deloitte study reported that data driven HR departments are four times more likely to earn respect from their counterparts (Forbes, 2021). As a result of these findings, my training plan is to focus on completing my CIPD Level 5 qualification and attend seminars and courses offered within my apprenticeship to develop my digital and data skills. It is proven that evidence-based decision-making, leverages more professional credibility and power within organisations, therefore to become a respected and desirable people practitioner, it is essential I develop these skills through the courses I am enrolled in, in order to communicate effectively and drive positive change within my organisation (CIPD, 2023e). 
Employment of HR professionals is predicted to grow 6% in the next 10 years which is 50% faster than other occupations (Forbes, 2021). Implications to consider as a consequence of this, is how competitive the job market will become. To ensure job stability and compete for future job opportunities, my main CPD focus is gaining my CIPD Level 5 qualification and continuous further learning to become a high performing and successful people practitioner. 

3. [bookmark: _Hlk129787405]With reference to your responses for Q1 & Q2, and feedback on your behaviours or performance obtained from (at least) one other person, assess your current strengths, weaknesses, and development needs.  Your response should include an explanation of the feedback received and how it has informed your self- assessment. (AC 3.2) 

According to West, employees are 35-40% more productive when given the opportunity to self-reflect, highlighting the importance of self-assessment (HDUHB, 2022a). My personal appraisal and development review (PADR) effectively considers my strengths, weaknesses and developmental needs instigating key areas to develop and improve.
As this is my first role at HDUHB and within the HR function, a weakness from my feedback is my lack of knowledge regarding the medical sector and how people professionals engage with staff through aligning organisational policies. Researching the organisation’s strategy, values and hierarchy has provided me with a clearer understanding of HDUHB’s vision. My CIPD learning has strengthened my wider knowledge on how people practice is integrated into the daily functions of the organisation’s behaviours, forging an understanding of how coherent communication and an empathetic approach is essential to the role (CIPD, 2018).
One of my strengths is my transferrable skillset, utilising my abilities in excel, analysing data and independently managing processes, resulting in me becoming an integral member of the team. My manager has acknowledged my skills and has given me free reign to update processes and take control, nurturing my strengths and providing me with a sense of self-esteem (Cherry, 2022). 
I have requested in my PADR to be put on a language course to be proficient in basic Welsh reading and oral. I am the only non-Welsh speaker in the team and the language barrier creates feelings of exclusion, therefore a resulting developmental need is to learn the Welsh language to help create better connections in the workplace and foster inclusive relationships (CIPD, 2022b).

4. In follow-up to your self-assessment, identify a range of formal or informal development activities you will undertake to support your ongoing professional development. Your response should include a brief description of your chosen activities and your reasons for selecting them. (AC 3.3) 

[bookmark: _Hlk129704849](Note: If using the CIPD ‘My Learning Plan’, you may find it useful to self-assess against the behaviours: ‘Working Inclusively’ and ‘Passion for Learning’ (along with other relevant areas) as this will stimulate development ideas around the areas at Q1 and Q2 above. (However, there is no requirement to provide copies of these self-assessment pages.) Your Learning Plan activities can be ‘copied and pasted’ into your assignment document, and edited so that you are not adding unnecessarily to your word count.)

	Applying Covey’s 7 habits of effective people (Medium, 2023) when preparing for future endeavours in the workplace is essential, as developing a proactive plan helps to understand what an individual needs to do to empower themselves, take control, align their actions to achieve goals. To support my development, I intend to contribute to the HR Workforce’s monthly collaborative meeting. Part of HDUHB’s ‘More Good Days at Work’ Programme (2022a), set topics are provided with inclusive breakout sessions to listen to employee voice. My objective is to provide exposure for myself within the organisation and develop relationships to potentially acquire mentoring. I recently found out I am a kinesthetic learner, therefore through actively taking part, my presentation skills and confidence will benefit from this.

	Evidence suggests that the people practice function holds little power in decisions, therefore as an emerging practitioner, amassing greater knowledge provides professional credibility and influence within the workplace (CIPD, 2023e).  Due to this, I am currently completing my CIPD Level 5 qualification, which I have already found beneficial within my role. Through aligning my approach with the CIPD Profession Map (2018) and using evidence-based practice within my tasks, I have developed and impressed my colleagues. This has inspired me to further my knowledge through listening to podcasts, reading and attending lectures to continuously learn. 

	According to Wales Online (2013), Welsh speakers are more likely to be offered roles within Welsh companies. To excel in my career, I intend to learn Welsh, as it is a desirable requirement to speak Welsh within my organisation.  Applying for the Learn Welsh scheme (National Centre for Learning Welsh, 2021) is my aim for 2024 to further my career within the organisation and to create better connections with Welsh speakers (CIPD, 2022b).


5. Reflect on the impact of three previous learning activities (i.e., not the activities planned at Q4 above) on your behaviour and performance.  The selected activities may be any formal/planned or informal/unplanned activities undertaken in the last 12 months, which you consider to have impacted your behaviour and performance.  (AC 3.4)

	Models of reflection such as Gibbs reflective cycle (1988) examine past experiences to learn from. By describing, feeling, evaluating, and forming an action plan provides a self-awareness that critically engages with everyday practices, which in turn focuses on not repeating mistakes and enhancing an individual’s potential (The University of Edinburgh, 2020). Harvard Business Review (2022) argues that making reflection a habit and extracting past experiences which contemplate behaviour and its consequences, provokes new changes of thinking for future approaches. By self-reflecting, an individual can unlock the potential to become a high-performing professional instilled by personal values and ensuring executive functioning (HBR, 2022).



	CIPD Reflections - Personal Development Record



	Profession Map Area &
Type of Learning Experience
	1. What did I learn?
	2. What did the learning experience tell me about myself?
	3. How does this learning experience impact my professional practice and the way I'll approach situations in the future?
	4. What do I need to do next for this learning experience to have a wider positive impact (e.g on others, my organisation, the sector, the profession, society)?

	Learning & Development

Managing sickness and absence in the department. 

My department is responsible for managing sickness and absence for Doctors in Hywel Dda University Health Board.
The task was delegated to me to monitor up until the point where long-term absence had to be escalated to senior management.






	I enrolled onto the ‘Managing Attendance at Work’ online training (HDUHB, 2022b) and read the policy associated with the process (HDUHB, 2022c). The knowledge I acquired gave me a formal understanding of how the process is managed, signposting employees’ return to work, phased returns and the stages of sickness reviews. In an informal learning setting, I acquired a deeper understanding as to why Doctors are frequently absent, which attribute to strikes and better pay disputes causing unhappiness with the NHS. HDUHB suggests average sickness is lower than in previous years however there is a clear disconnect with how Doctors feel within the workplace and absenteeism records (HDUHB, 2022d).

	Attending the training and reading the policy has been beneficial, as I now know the formal procedure to follow when I monitor weekly sickness. I found myself having conflicting feelings on certain sickness episodes, and although the policy was always followed, on occasion I felt compassion for the Doctors I was monitoring. The learning experience taught me there is a reason policy should be followed to steer away from personal bias and feelings so it is fair for everyone (CIPD, 2022), however in my opinion, there should also be well-being exercises following up repeated frequent sickness to ensure employees are cared for adequately (CIPD, 2024). 
	The impact on my professional practice has been profound as I now have full understanding why organisations must follow policy. I want to be considered approachable and open at work, so all employees can come to me regarding issues inside and outside of work, but I also do not want to overstep boundaries and sustain a professional capacity with employees in future (CIPD, 2022).
	I would like to attend sickness reviews with my senior managers to gain a better knowledge on how the policy is used. I’d like to know how the impact of long-term sick or frequent absences impacts not only the employee, but the department and the wider organisation. I’d find it very beneficial to see how senior management determine decision-making with progressing to the next stage of formal process and how this is reiterated to the employee in a calm and clear manner. 


	People Practice

Coaching and Mentoring

I have been shadowing senior colleagues in my department throughout the year to learn new processes and improve my knowledge in the medical sector.

	Working in medical workforce is a niche department and there was a great deal of learning involved when I first took on the role. As this is my first role in a people function, I felt it was necessary to understand how the department works. 
	I came into the Junior role with the perception that as some of my skills were transferrable, I was slightly overqualified however from shadowing staff, I have learnt that the people profession has multiple layers and factors to consider (CIPD, 2018). It has taught me to apply new approaches and to learn from others. Shadowing can be beneficial to both parties as it opens opportunities and provides engagement between colleagues (Kennedy, 2014).
	I will approach situations in the future with more confidence. When I was shadowing and learning tasks, there were times I could have added my input to streamline processes and ask more questions to improve my knowledge further. 
Due to the nature of my job, confidentiality is fundamental to many aspects of senior management roles, therefore until I reach a certain professional level in my career, I cannot shadow any further. 
	Through studying for a CIPD Level 5 Qualification, I will improve my understanding in people management and gain a wider understanding of what it takes to be a successful people practitioner. Aligning my approach with the CIPD’s Profession Map (2018) will improve my learning and provide a more professional approach to my work and towards my colleagues.

	Change

Processes at work 

A strength of mine is excel and analysing data. Therefore, when starting the role, I noticed many processes were long-winded and every individual on the team had different methods of completing certain tasks. This created a closed, competitive environment and as a result I suffered due to unclear training and no set processes and guides to follow.
	I learnt that in times of change, people are resistant and do not want change to occur (CIPD, 2023f). However, once I implemented subtle changes in systems and ensured training sessions were held, my colleagues were happier. Now the new spreadsheets are in place, processes are more streamlined, and I’ve created a more inclusive environment as a result (CIPD, 2024).

	The situation has taught me to keep calm and understand that implementing change is a slow process based on an individual’s reaction. Using Kubler-Ross change curve meant I could understand the emotions felt by my colleagues and empathise (Taylor and Woodhams, 2022). It has taught me that everyone is different and to be considerate in my approach to create a happier working environment.


	 My approach going forward when seeing opportunities to create better working processes, is to hold team meetings to discuss with the department first before I implement new ways of working. This will create a more inclusive environment and a safe space to discuss new ideas and opinions creating a feeling of camaraderie within the department (CIPD, 2024).
	My senior manager had learnt about the new processes in place and had informed me that it has positively impacted the department. By creating data for quick analysis overviews, my manager could distinguish how many working hours we were understaffed in the department. This has meant I have been offered extra hours to my part-time role as an outcome. Going forward, I have requested if I can work towards other projects using my data skills to help impact on wider organisational issues. This will help to give me a wider understanding of the health board and provide me with the exposure I need to apply for more senior roles in the future. At this moment in my career, I feel fulfilled in my role and happy (Cherry, 2022).
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