1) Define the term professional and explain what it means to be a ‘people professional’. (AC 1.1) (2100 words) 

The term Professional is defined as s person who is qualified in their line of work and possesses the necessary expertise, and knowledge to complete their job. These experts might be connected to people who work in well-respected fields like law and nursing. A person with ambition and solid credentials can be regarded as a professional regardless of the sector they work in as long as they are fair and honest in their interactions with others. 
In every industry, everyone plays an important position where they use their knowledge and abilities to represent their peers and serve the needs of the company. The CIPD profession map evaluates talents and enhances them as it includes the qualities required to be effective. People professionals take fairness, honesty, equality, and inclusion into consideration and value others. “To take a fresh, critical look at people functions within the organisation, and encourages you to ask the difficult questions” (CIPD A, 2022) When considering the term professional, one can see how behaviour has a significant impact on impacts and feelings. The outcome of a situation can be greatly influenced by a person's behaviour, it's critical to be conscious of our actions and behaviour. The CIPD profession map stresses the importance of having solid, ethical principles that are consistent with an organization's vision and values. Ethical practise focuses on fostering confidence by setting an example of ethical behaviour and using those principles whenever making decisions. Professionals adhere to rules, ethics, and beliefs that may influence how they behave at work. A person will remember how you look, particularly if you are meeting them for the first time. 

 “The more someone identifies with their profession and its values, the more likely they are to demonstrate behaviours that are aligned with those professional values.” (CIPD B, 2017) 

People will make sensible decisions if the right conditions are present. How a professional handle a person who is about to lose their job has a big influence on how that person responds to the news.

















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). 


Because of the increasing diversity of both organisations and the workforce, the role of a people professional is continuously evolving. The focus of the position has shifted from being more transferable to being more involved in corporate strategy. They must learn new skills and information if they want to stay current with trends and remain competitive. People specialists now work with management, involving staff in any changes' implementation, to successfully support and guide policies. 
“Encompass multiple roles that support business results and implement talent strategies instead of focusing solely on managing employee benefits, policy development, and paperwork.” (Dessler, W 2019)
Continuous professional development facilitates updating of knowledge and skills and supports changing roles by assisting in the evaluation and documentation of all learnings. Filling in any knowledge gaps and making improvements require developing the required personal skills. CPD policy provides a means of setting up a schedule for learning with a goal in mind and producing a developmentally appropriate plan. By taking care of an employee's wellbeing and their lifecycle, the job has expanded to include additional areas like their lifecycle and more conduct-related work like grievances and investigations. With the development of technology this has largely been implemented within the role to enhance tasks and make work much smoother. “Digital transformation is an ongoing effort of aligning people, culture, structure, tasks and technology so that an organisation can thrive” (Mohdzaini, 2022) 
Since the pandemic, technology has made the job more efficient by enabling HR specialists to work independently and remotely. Making it possible for individuals to handle themselves in a professional manner virtually through disciplinary actions and investigations, enabling close working relationships and respect between employers. 














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)

The application of moral sensibility to daily decision-making is examined by ethical principles. When decisions are backed by moral principles and logical thinking, people can make the lives of others better. One can develop confidence by consistently making decisions based on beliefs and values. 
Consider looking at Deontological theory when examining ethical ideals and their potential to affect organizations, this theory uses rules to distinguish right from wrong, “at least some acts are morally obligatory regardless of their consequences for human welfare” (Britannica, 2018) Like This kind of ethical theory allows professionals to make decisions without considering the possible outcomes of their actions in addition to adhering to the rules, which is especially helpful in the healthcare sector, where physicians are urged to be honest with their patients, whether the information is positive or negative. 
Professionals adhere to ethical principles, some of which include ethics, fairness, leadership, and honesty. As a professional my role includes upholding integrity and communication with colleagues. I make sure I have all the information I need from business systems and policies for the employees in every meeting. I can express my thoughts and opinions while being effective with the information I provide, which aids in my decision-making. My ability to conduct meetings and investigations truthfully and fairly influences my work. fostering positive connections because my colleagues trust my integrity. 
I adhere to making sure I gain the respect of all my coworkers and peers by not only sharing information with them but also being able to support them when they need it and by being attentive to their worries. Enhancing our connection and making sure that my team members and the company I work for both hold me in high regard as a leader they can rely on.
Since I collaborate with people, honesty is a further ethical principle I uphold and consider to be similarly crucial. By assisting my co-workers and cooperating with them, I develop good working relationships that produce a positive work environment. Whilst also keeping my colleagues informed, I make them feel trusted since they know their concerns will be handled fairly and openly addressed. 













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.

One main behaviour shared by people professionals is the capability to persuade others, and by adhering to the codes of ethics, speak up in an informed manner. When you look at the profession map it’s about the behaviours and knowledge that impacts work and being future fit. “The Profession Map enables you to take a fresh, critical look at people functions within the organisation, and encourages you to ask the difficult questions” (CIPD B, 2017)

Being a professional entail having meaningful conversations which can influence for a variety of reasons. The success of these conversations depends on how well you express yourself; it is how you persuade others to act morally. People professionals make more informed choices by sharing their insight and expertise. “The ‘fairness’ lens considers that everyone should be able to agree to a decision regardless of their place in an organisation” (CIPD, 2019) 

Another way people profession contribute can be done through being the specialists needed to possess critical thinking, effective communication, and relationship-building, that enable them to influence others and contribute confidently to discussions. All people professionals follow the code of conduct in any organisations allowing role modelling and honesty and professionalism to be followed. The consequence for this not followed can lead to someone unable to speak up when being bullied or when something ethically wrong is occurring. By being aware of how different influencing and communication strategies affect meetings, as well as how to use body language and speech tone to engage the audience.

When we look at the Betaris box, this model helps us understand the impact our emotions and behaviours have on those around us.  “The mood affects our frame of mind, and it plays a vital role in our behaviour towards other people.” (Bhasin, 2020) 




















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)

The company's organisational policies and interpersonal relationships determine the best time and method for bringing up an ethical problem. Any workplace with issues that contravene legal requirements and moral standards has a serious issue. It is critical to understand how to approach this while upholding both your own ethical standards and standards of the organisation. 
It's important to make it apparent which set of moral principles you're bringing up when bringing up an ethical conflict. Applying eight ethical perspectives to any decision-making process can help you decide what the best course of action is. Fairness, merit, markets, democracy, well-being, right and duties, character and handing down.  
Most companies have policies in place that can help colleagues raise concerns. Tesco as an organisation whose code of conduct is in place that helps colleagues feel safe. Colleagues can call protector line which allows them to voice concerns, anonymously if they feel unable to speak to their line manager, however you might not always be able to stop someone from acting unethically. “Doing the right thing ensures that we do not compromise ourselves or the business by our actions” (Tesco PLC, n.d.) 
When thinking of ethical values, it is sometime hard to speak up as this can cause more issues resulting in an individual’s work being affected, for example when a store manager is bullying one of their line managers. In this situation it is hard to want to speak up as the person is higher up and if they found out, could make work harder. According to Taylor and Woodhams (2022) explains that organisational standards and codes that are violated and depart from what is right and wrong are more complex, and that based on how you approach the issue, you can identify the type of ethical conflicts that are present. On paper it’s easier to complain than it is in person, by putting that complaint in you can’t be sure if the bullying will stop or if it will get worse when all past complaints have not been dealt with. It raises concerns and ethical dilemmas on what is right and what is wrong. 













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)

Organisations must ensure that employees feel valued, included, and treated equally. An inclusive workplace is one where everyone feels valued and at home, regardless of their origin, identity, or situation. By being fair and open has a large impact on motivation and employee engagement. 

“Diversity recognises that everyone is different in a variety of visible and non-visible ways, and that those differences are to be recognised, respected, valued, promoted and celebrated.” (CIPD F, 2022)

The level of job fulfilment increases with increased retention and reduced turnover, increased productivity, and increased efficacy at work, the better cared for an employee is.  The necessity of valuing individuals at work is supported by a wide range of theories. According to Maslow's Hierarchy of requirements, there are few basic requirements that must be met for people to function at their best. According to Mcloed, S (2007) The five stages of Maslow's hierarchy of needs, examine defiance requirements and growth needs. These include the need for self-actualization, respect, affection, and belonging, as well as physiological and safety needs. A person's needs become more pressing the longer they go without something. When there is a lack of something, a deficiency need arises, and when there is a desire to develop, a need for growth arises. Prior to those whose needs are higher up the hierarchy being satisfied, someone's lower-level needs must be attended to more.

The pandemic created several challenges for organisations and difficult decisions had to be made such as redundancies, and furloughing. To make sure they were as transparent procedures were followed when dealing with this new workforce of remote workers who conducted investigations, handled disciplinary’s and filed grievances online. 
According to Herbergs motivation two factor theory, hygiene factors and motivators are two key factors that affect employee happiness. Motivation factors are a part of job satisfaction and according to Herzberg he looked at 14. According to Nickerson, C (2021) The top six of these 14 are: achievement, responsibility, advancement, the nature of the job itself, and potential for growth. He claimed that the use of these motivators in the workplace results in employment satisfaction. 














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 developing a new hybrid working policy, I would take inclusivity into account, ensuring that all pertinent parties have a voice and can concur on the best course of action. By collecting truthful input using an online survey, the best course of action can be determined. Coworkers could then respond openly about how they would feel about hybrid working, enabling them to collaborate on the ideas put forth and making it possible to collect a lot of information that could be shared with stakeholders aiding in the collaboration of the policy. Individual conversations with those who the new policy would impact would aid in putting the change into practice and aid in swaying their opinions to make the change work. For this approach to be successful, an organization's highest levels must make a commitment to inclusivity. To achieve, it is necessary to develop policies and practises that promote inclusion and set up training programmes that harmonise inclusion with organisational values. 
When thinking of rotten apples technique, it is very important in how ethically people behave as this will have a large impact on others and whether this is successful. For something new to be set up it is important to engage colleagues positively reducing their fear and frustration as they are less likely to act if their fear is reduced. 
Prosci Methodology, follows the three phases to ensure the success of the policy. The model looks at success on a higher level. In these 3 phases of prepare approach, manage change, and sustain outcomes, by reviewing performance and sustain it we can make the change positively. By consulting employees after the policy is implemented can consider their input to see if hybrid working will be difficult. When conducting feedback, it is important to look at how the policy meets the needs, thinking about theory rotten apples consider those that sit under dark triad. Their personality are linked to unethical behaviour and have an impact on others. “employees are also more likely to behave unethically if they are highly egocentric” (CIPD M, 2019) 









Task two 
ACTIVITY 1 (AC 2.3, AC 3.2). Using a range of information, including feedback from others, assess your practice against the FIVE CIPD Profession Map core behaviours listed below.  The 5 core behaviours (all to be selected at associate level) are:

· Ethical Practice
· Professional Courage and Influence
· Valuing People
· Working Inclusively
· Passion for Learning

The following appendices represent my associate level self-evaluation against the five key behaviours of the CIPD Profession Map. Ethical Practice, Professional Courage, and influence, valuing people, working inclusively and passion for learning. By handing out 360 forms to store manager, four managers and 4 colleagues I was able to gain some insight into my learning and development within my role. By valuing people as individuals and actively seeking and listening to diverse range of views and opinions. I wanted a variety of feedback from my colleagues to see how I am as a manager but also from my piers to see how they see me as a manager. 
By using the CIPD self-assessment tool on the learning hub I am able to complete these self-assessments and develop a solid plan for what to learn and how to get better by basing my responses on how I saw myself in my position and where I would like to improve. 
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ACTIVITY 2 (AC 3.3) Having identified your main development needs in relation to these five areas, formulate appropriate development activities to meet these needs and add these to your professional development/learning plan. 

The best way to comprehend any training requirements is to pinpoint areas of weakness and develop goals to support and help with ones learning plan. “(L&D) needs starts with knowing the organisation’s current and future capability needs, and then assessing existing levels of skills, attitudes and knowledge” (CIPD N, 2020) There are several criticisms of focusing on one's weaknesses that can have a significant effect on their development, such as productivity and constructive criticism. It can be argued that it is much better to concentrate on our strengths and develop them rather than on our weaknesses. “Focus on one thing at a time so the recipient can process the message” (Mathers, 2020)
With this in mind I wanted to carefully consider the recommendations from my self-assessment in order to create a learning plan that not only looked into the 5 CIPD core behaviours but also followed both formal and informal paths to my learning, as shown in appendices 1 and 2. I was able to create the proper goals and plans by adhering to the six phases of the CPD cycle: identify and plan, act, reflect, apply, share, and impact.  
Taken the feedback from my peers and the CIPD assessment recommendations, The Johari Window model was the best theory that I found to help me better understand who I am and what the best course of action was. The purpose of this paradigm is to improve self-understanding and raise self-awareness. by opening and transitioning from your hidden self to your open self. As Hampson, S (2021) stated this model has the benefits to have an individual gain some self-awareness and help boost relationships. 
As can be seen in appendices three through eight, I selected these subjects for the formal self-reflection to better organize my training sessions' learning and to use the CIPD workbooks and tools to advance my goals. I considered more flexible training techniques, like reading recommended literature to learn, some thought. 
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ACTIVITY 3 (AC 3.4) A key element of CPD is reflecting on the impact of our learning, so that we can make further decisions about how to progress. Select 3 formal or informal development activities you have undertaken over the last 12 months and reflect on how each of these activities has impacted your behaviour and performance.  (Consider how effective the activity has been and the extent of its impact. You might also consider what new needs or action points the activity raised for you.)  

My goals and learnings influence who I am as a person people and how I shape my career; how these concepts are handled, and the methods used aids in my personal development.

“(CPD) is a combination of approaches, ideas and techniques that will help you manage your own learning and growth” (CIPD H, 2021) 

These goals can prepare a person for more responsibility, by keeping up with the latest information and skills by developing the proper CPD. When considering the reflective practice idea of one's training, by evaluating one's thoughts and actions for the purpose of personal learning and development.

“It is a set of ideas that can be used alongside many other concepts for training, learning, personal development, and self-improvement.” (BusinessBalls, 2001)

Reflect on past learnings situations and development helps shape where a person sees themselves in the future. Considering what I've discovered about myself through feedback and personal development has assisted in the creation of the tasks to enhance my performance and behaviour. By using a 360-degree feedback forms, which can be seen in appendix A, to help with my self-assessment on CIPD website, I was able to use the reflective practise concept of self-assessment and get the evidence I needed to create my own self-evaluation to expand my ideas and adapt my own personal purpose for a personal development plan.  I made the decision to group my comments together and asked my store manager, four other managers, and four team members for feedback on how they perceived me as a boss and a colleague. I compiled the data into a single, comprehensive table to develop a CPD that would best support my performance and goals; the result is shown in Appendix B.
The Gibbs Reflective Cycle, which emphasizes own experience and how it influences how you analyse what happened and decide what you can do going forward, will be the tool utilized to satisfy the requirement and demonstrate how one can participate in progress.

 “It offers a framework for examining experiences, and given its cyclic nature lends itself particularly well to repeated experiences, allowing you to learn and plan from things that either went well or didn’t go well” (The University of Edinburgh, 2020) 

I can draw the conclusion that using the feedback provided, I can evaluate a broader description of myself by using the six steps of the description, emotions, evaluation, analysis, conclusion, and action plan.  
Most of the comments demonstrates my abilities, and how I am skilled with computers, am knowledgeable about my job, and am very helpful to others, but there are three major development activities that I still need to work on. The reflection records displayed in appendix 1-3 are these. 

The feedback and my self-evaluation revealed three areas of vulnerability. The first reflection focused on the time I spent with my staff; I received feedback from coworkers who felt underappreciated and learned that a specific staff member was to blame for the poor performance outcomes. I spent a few hours a week working shoulder to shoulder with each staff member on their areas to see how they performed their roles, observe how they were, and determine if there were any areas of concern to support their claims and examine the rationale. After spending time with them, I had one-on-one conversations with each of them to provide feedback on their performance and identify any ability gaps. By doing this, I was able to improve communication with my team, give top performers a sense of worth, and let others know that something was going on.
The second piece of feedback I got concerned my high level of productivity, which occasionally came at the expense of other areas of output. Although I am a strong leader with my team and am always willing to assist my peers when they ask, I lack the confidence to speak up and say no, which has an impact on my workload. I've considered this input, reflected on my lessons learned, and asked the senior team for coaching. Building on my personal development plan, I am able to see how my shortcomings don't just make my workload heavier but also show that I am a respected member of the community. However, I must have faith in myself to know when to say no. 
The third thing that I have been working on considering feedback is the fact that I talk a lot in meetings and, when things don't go as planned, I don't argue or take criticism well, even though it's not always my problem. Even though I am excellent at soliciting advice, I often choose not to heed it and disregard the suggestions made. Despite being considered competent in my work, I struggle with self-confidence, which affects how well I perform. It has taught me that in order to advance and improve in my job, I must strive to boost my self-assurance and work with my manager to get their input. 
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If you are based in the UK, you may find the CIPD's course on —
Data Protection and GDPR useful. Explore the course now, to t
seeifit's suitable for you and the work you do. p—
Find out more about this course (' 3
[

(] MarkasComplete

& Action F
Listen out for colleagues who express they need help, or who —
want to share concerns or ideas. Encourage them to speak up +
and support them to do so. —
(7) Markas Complete [

& Action

Before making an important decision, identify all the
stakeholders who may be impacted and how, and discuss these
implications with your manager.

(] MarkasComplete

& Action

When providing advice or communicating the outcome of a
decision, think about how to explain the reasons or rationale
for this by considering the other person's perspective first.

(] MarkasComplete

5 Course

Complete the CIPD's online course on ethical practice to
develop this behaviour to achieve positive outcomes.
Find out more about this course

(] MarkasComplete

w|[«|=][+]
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£\, Resource

Read the CIPD's factsheet on ethical practice and the role of
HR to deepen your understanding of this area.
Go to the factsheet

(D Mark as Complete )( Vrite a Reflectio )

G

FAQs and Help

[ Resource

Read the CIPD's Code of Professional Conduct which you must
uphold and maintain as a member of the CIPD.
Go to the Code of Conduct

(D Mark as Complete ) ( Vrite

o[ «] (][]

& Action

Look for early warning signs of tension and conflict in difficult
situations, and encourage others to be proactive in resolving
issues at an early stage.

Complete Wri

aReflection

([«][2][]

5 Course

Complete the CIPD's online course on working inclusively to
develop this behaviour to achieve positive outcomes.
Find out more about this course

(D Mark as Complete )( Vrite a Reflectio )

o[ «] (][]

& Action

Think about what working inclusively means for you. What
steps do you take in your work to include others? What areas
of your work would benefit from more inclusive working?

() Markas Complete
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360 degree feedback form

Dear [insert name],
We would like you to provide feedback on Rebecca Phillips

The process we are conducting is called 360 degree feedback. This kind of
feedback is intended to measure the development and progress of employees, by
asking the people who work with them to provide feedback on behaviours that
[employee name] demonstrates on a regular basis.

Please answer the questions below thinking of your experience of working with
Rebecca Phillips

Your feedback will be kept anonymous and all feedback will be presented to
your colleague as a collective. This means your individual answers will never be
revealed - in order to allow you to feel comfortable answering as honestly as
possible. This feedback will be used to help your colleague understand their areas
of strength, how their team thinks they work best, and also any areas that they
may work to improve in the future. By providing this feedback, you'll not only help
the individual, you'll also help to improve how your team works together and
overall company performance.

Please return the completed form by: Saturday 4" march
Please mark your relationship to the feedback receipt:

Manager Peer Self
Direct report Subordinate

Alignment with business goals

How productive

[employee name]?

Extremely productive
Very productive
Somewhat productive
Not so productive

Not at all productive

How proactive is [employee name]?

Extremely proactive

Very proactive
Somewhat proactive
Not so proactive

Not at all proactive

How much attention to detail does Rebecca hold?
Extreme attention to detail

Alot of attention to detail

Amoderate amount of attention to detail

Alittle attention to detail

Not any attention at all

Does Rebecca appear to be motivated by their tasks and responsibi
Extremely motivated

Very motivated

Somewhat motivated

Not so motivated

Not at all motivated

‘What does Rebecca excel at and should continue to demonstrate?
Please provide examples:

How might Rebecca be able to improve on their performance?

Please include examples:

Communication & interpersonal skills

When someone completes a task particularly well, how often does Rebecca

recognise this?

Extremely often
Very often
Somewhat often
Not so often

Not at all often

How well does Rebecca communicate with others?
Extremely well

Very well
Somewhat well

Not so well
Not well at all

How respectfully does Rebecca treat those around them?

Extremely respectful
Very respectful
Somewhat respectful
Not so respectful

Not at all respectful

Team working & collaborative skills

How well does Rebecca collaborate with others?

Extremely well
Very well
Somewhat well
Not so well

Not well at all

How does Rebecca help you and your team to succeed?
Please write your answer here:

How easy is it for you to get help from Rebecca should you need it?
Extremely easy

Very easy

Somewhat easy

Not so easy
Not at all easy

How often does Rebecca ask for opinions when making decisions?

Very often
Often
Somewhat often
Not so often
Rarely

Very rarely

How reliable is Rebecca?

Extremely reliable
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How proactive

“Extremly proactive - 2
*Very Proactive - 5
*somewhat proative - 2
*not so proactive

recognise this

How well does
Rebecca
communicate

*Notatall often
“Extremely Often -2
*Very often-4
*Somewhat often -3
*Notso often

isRebecca  *notatall proactive with others *Not atall often

*Extreme attention to detail - 2
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Howmuch  *amoderate amount of attnetion to How respectfully *Very well -4
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ive skills  withothers

How often
does Rebecca
askfor
‘opinions when
making
decisions?
How well does
Rebecca
handle
criticism of
their work?

“Extremely well -4
*Very well -4
*somewhat well -1
*Not so well

*Not well atall

*Very often- 5
“often-3
*Somewhat often - 1
*Notso often
*Reaely

*Very Rarely
“Extremely well -3
*Very well -4
*somewhat well -2
*Not so well
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Management &
leadership skills

How well does
Rebecca

solve problems
independently?

“Extremely well - 2
*Very well -5
*somewhat well -2
*Not so well

*Not well atall

Based on feedback from 1 Store manager, 4 peers (Manager) 4 colleagues.
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Record Name: Rebecca Phillips
Date: 12/03/2023
Profession Map Area: Learning and development
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 | learn?

By increasing the amount of time i spent with colleagues from all my departments. i improved my skills in listening and interpreting my colleagues views and gained my confidence in managing poor performers.
What did the learning experience tell me about myself?

That by spending time with my poor performers on my teams i am able to assess training gaps and create training skills to improve their performance.

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

By highlighting poor performers sooner from low results on departments i am able to coach them quicker and allow them to feel more comfortable and confident in their role

What do | need to do next for this learning experience to have a wider positive impact (eg on others, my organisation, the sector, the profession, society)?

to gain support and confidence from my team they can see a consequence is made for poor performers but also see that something being done to assist and improve.
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your reflections and record your progress here. for the year.

Record Name: Rebecca Philips
Date: 03/10/2022
Profession Map Area: Change
Type of Reflection: Other Reflections
Type of Learning Experience: An informal work conversation
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 | learn?

| can be very productive but sometimes at the determent to being productive in other areas - saying no and prioritising.
What did the learning experience tell me about myself?
1 am a people pleaser and am always willing to help others even if i have a large workload to complete.

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

even though i feel confident in my role im always trying to complete my workload more when im helping others complete those and im always having to stay later.
What do | need to do next for this learning experience to have a wider positive impact (eg on others, my organisation, the sector, the profession, society)?

have the confidence to say no to others, it is not a bad thing if you refuse to help when your busy and not have mind talk if you do refuse.
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Record Name: Rebecca Phillips
Date: 02/03/2023
Profession Map Area: Professional courage and influence
Type of Reflection: Course Reflections
Type of Learning Experience: Reflection from a course activity
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 | learn?

i learnt that having courage to speak and being prepared is an important part to ones learning be it new to the role or experienced. Providing information whether negative or positive

What did the learning experience tell me about myself?

What level of information is needed in meetings and when facilitating discussions. | lack confidence in myself and don't feel comfortable telling others they havnt done something in front of whole team
How does this learning experience impact my professional practice and the way I'll approach situations in the future?

1 end up fixing things myself when others have caused the problem.

What do | need to do next for this learning experience to have a wider positive impact (eg on others, my organisation, the sector, the profession, society)?

1 will draw on this experience and build confidence to speak up and let others know when things are not right.
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