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Introduction to my Blog and my Career to Date. 389
My journey through professional development and career progression 2022 – 2023 builds on my career to date and a point where I reflected on where I am, where I want to be and the path to continuous professional development. My associated PDP is reflective of my two-year study at level 7 and the development plan for part two of MA Strategic People Management 2023/24.
Embarking on my CIPD Student journey came from my poor experiences as a line manager and the desire to be a better people leader and manager. According to CIPD (2017) line managers are central to making people practices and polices work. 
As a line manager in an organisation where most generalist HR practices are devolved to new and experienced managers, I found there was a huge gap in what was expected of me and what was delivered as far as learning and awareness so that I was an effective and inclusive leader.   
I have been in various management roles across decades in the NHS, some carried the title ‘manager’ some didn’t but what was most important to me was my impact, my legacy and what good work was for myself and my team, peers, and colleagues. I have always reflected on my experiences and class myself as a reflexive practitioner by learning in action, on action using Schon (1991). 
As the first reflection tool I used since my career started in 1992, I would argue that this tool aligns with what is now commonly referred to as Emotional Intelligence (EQ) (Goleman, 2007). 
As my career progresses, I feel Kolb (1984) is the tool that meets the needs of my reflection to learn from experience and knowledge. This tool will be used throughout my reflections and blogs, it meets the needs of my professional learning journey and allows me to use knowledge as well as experience.
	“Learning is the process whereby knowledge is created through the 	transformation of experience” (Kolb, 1984, p. 38).
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My journey through this coursed of study and changing perspectives, insights and understanding has meant I am a more confident, informed and engaged leader with a true passion for people, service development and quality assurance. 
1.0 Reflection 1  Areas – Professional Courage and Influence and Commercial Drive.
1.1 Recruitment Challenges and Mastery
During the very early days of the pandemic, recruitment into leadership roles was challenging due to retention and development into these roles and poor attention to succession planning (Oliver, 2022). 
This reflection evidence how I used professional courage and influence and commercial drive to have challenging conversations around recruitment into a senior role that was essential to delivering the transformational change. 
As part of the interview panel and no previous insight into the candidates I was able to be open to opportunities this recruitment could bring and have no unconscious bias during the process. The candidates were all appointable to two posts, but one stood out for me due to their experience outside of WAST, the attributes, knowledge, and capabilities they would add to the team and the organisation.  
Peers on the panel disagreed with my approach that appointing talent from outside the trust would benefit the team, organisational business objectives as well as influencing change through new experiences gained from other organisations work. By removing any unconscious bias and critically reflecting on my own bias plays a huge role in inclusive leadership (Tan et al, 2020). Recruiting someone with the specific skills and experience that aligns with the strategic intent is a key consideration for growth and operating performance (Feldman, 2020). 
The challenge was that the panel wanted to appoint from the internal pool of talent, which in itself was not a bad approach but my approach was different. They saw it as disloyalty, and I saw it as an opportunity . My peers held a false belief that creative seductive thinking that could have been self defeating and possibly convenient if I was to agree (Detert, 2021). Edmundson (2020) supports my view that holding back from strategic decision-making results in loss of opportunity, also creating a culture of fear. Carucci (2021) further supports this approach by suggesting that courage should be a default position and staff should feel empowered to voice their opinions.  
This also evidences my understanding of the business context and commercial drive by considering the recruitment process as integral to the long-term business goals. CIPD (2021) consider people management as adding value by aligning with business strategy and using both to form one another. Workforce planning is key to the success of the organisation and its transformation (CIPD, 2022a,b) through ambitious change programmes such as that WAST current work towards (WAG, 2022). 
This recruitment saw the opportunity to further develop the business goal linked to the six goals (WAG, 2022). This is a key deliverable of with the Well-being of Future Generations Wales Act (2015) and aligned with HEIW (2020) Workforce Strategy and its 2030 ambition for a motivated, engaged, and valued workforce.
Reflection
The panel wanted to appoint those currently seconded to the role, which succession planning is key to growing talent to meet the future needs of the organisation in business-critical roles (CIPD, 2021). Recruiting externally for this role would bring onto the organisation a skill set that it needed to fulfil its ambitious transformational change programme and add diversity to the business. By relying too much on ‘insiders’ there is a risk that internal growth through external experiences is missed, it is difficult to maintain a balance (CIPD, 2021). 
Internal recruitment was favoured for talent management and future fit, external recruitment would have placed the trust in a strong position to build the business from within by drawing from the experience of its partners and sustainable commercial success, adding value to its workforce. Pink (2018) approaches drive and motivation through autonomy, mastery and purpose and this sums up my forward strategic planning during this recruitment.  
As an experienced agent of change and transformation board member I was able to apply autonomy and mastery by having the vision of the value this appointment would have for the trust, knowledge of the capability of the current establishment to engage with the change and the culture required. 
On reflection and through experience the abstract concept of what I have since learnt has empowered me to be more open to perspectives whilst also being confident in my position. If facing a similar situation again I would use my professional courage and influence to drive the business needs forward, using my resilience gained from the setback of not being able to persuade the panel of my vision by using an evidence-based approach and understanding of the power dynamics in work employment relationships (CIPD, 2018).
As a result of this experience, I added an agenda item on the recruitment and essential skills required for these roles to be discussed at the next senior leadership meeting in order to scope the current talents pools, what we need in order to fulfil business critical functions and roles required, and the risks of not elevating WASTs employer brand in order to recruit into these roles. 
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2.0 Reflection 2  Areas – Ethical Practice and Valuing People 
2.1 Remote Working – A Pilot for the Future
As the project lead and accountable manager for workforce planning in winter pressures I led a team from the initial business case through to implementation of a remote working solution. As part of our response to the pandemic the project was upscaled significantly and quickly. One of the key criteria for safety and governance was that clinicians needed to have worked in the team for more than six months, pre-pandemic this was 12 months, and were not on a support plan.
This reflection demonstrates Ethical Practice and Valuing People when I was asked to support a decision to allow an employee to work from home. The decision was made by a new and very recently inducted seconded manager to permit two employees who were also in a private relationship to work from home. This was previously offered to one but declined, the second employee was less than six months in the post and on a support plan due to performance and capability concerns. 
As the senior manager with background understanding as well as procedural awareness, I felt it was unethical, unprofessional, and detrimental to the trust and potentially the individuals to support this decision. My reasons were from an ethical perspective on the capability concerns, the Trusts position on relationships at work (WAST, 2019) and the availability of finite resources to support remote working at that time. 
My decision was based on ethical principles around fairness, organisational risks, and the implications for the wider team. It was a quick and decisive step as the two employees had been told to come and collect the equipment before I had been told of the decision. This resulted in a reflexive challenging discussion with the other manager that I was not happy to release the equipment and my reasoning. 
The outcome was one asset was provided for one employee and the second employee was not supported to work from home at this stage. I had managed an extremely challenging discussion with the employee who I had to give unwanted news to, who spoke in a manner not in line with the trusts behaviours and use of language that reached the threshold for an initial assessment under the disciplinary policy.
Reflection
CIPD (2022) Profession Map details ethical practice as a core behaviour as ‘building trust by role-modelling ethical behaviour and applying principles and values. 
consistently in decision-making.’
I found this a really challenging situation for two reasons, my reflective observations were the view that the manager was very new to the role, had no previous experience as a manager and was posturing to be seen as helpful. The employees had been set an expectation that couldn’t be maintained. I had taken a balcony view (Heifetz & Linsky, 2002) in order to establish the wider implications of the decision and the impact of it continuing and of its reversal. 
This was a red flag for me, unethical behaviours are contagious, an organisations ethical climate is influenced by procedures and practices (CIPD, 2019). The decision by the manager was explained as trying to prevent an absence as they both wanted to work from home. Shortcuts such as these can be a sign of an egoistic climate as a way of acting in benevolence (CIPD, 2019). Unethical pro-organisational behaviour such as this is demonstrating an unethical act that is postured as in the organisations best interests (Zhang et al, 2018). 
In order to conceptualise in abstract, I completed a Jung Typology Test based on Myers Briggs personality evaluation and considered my perceptions and biases. My personality type is INFJ, a rare type 2.3% of the population (Myers-Briggs, 2023).
This as well as the work of Tuckman (1965) allowed me to reflect on how I was perceiving this decision in light of this being as new professional relationship. I also used a Johari window to learn from the experience and consider any blind spots. According to Feldman (2018) any blind spots either myself or my colleague had could have prevented both of us from seeing ethical impacts of our decision. 
My conclusion and active experimentation from this experience was that I would make the same decision again, however I would frame the message to both the employees and manager in a clearer way, being aware of perceptions and influences of expectations and individual differences.				
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3.0 Experience 3 Areas – Working Inclusively and Passion for Learning. 
3.1 Team Building Day – Building Bridges and Learning Streets
Taking over a newly formed and growing team that I was once part of was a challenge in my career that I reflect on quite often. Developing into a role from a cast of peers to become their leader would always be a challenge requiring development of skills and behaviours (HBR, 2018). 
10 out of the 12 staff members had also applied for this role and were not successful. Being part of this team before taking on the leadership/management role I was acutely aware of the complexities, conflict and dis-ease each employee felt and the team were not an effective, high performing team. Understanding that teams will frequently face challenges, adversity and disruption that impacts team effectiveness, breakdown in process and performance Stoverink et al (2020) theorised that ‘work team resilience strengthens over time through mastery experiences’. 
Mastery is also a key element of motivation, an area I was keen to work on myself and within the team (MindTools, 2023). Wongsuwan & Na-Nan (2022) studied person–organisation fit (POF) and employee work adjustment (EAW) concluding that EWA is influenced by job satisfaction, resilience, and self-efficacy. EWA is the process that engaged me to successfully deliver on my responsibilities as I settled into my new role (Dawis & Lofquist, 1984) cited in Wongsuwan & Na-Nan (2022).
After overcoming the initial phases of natural disappointment amongst the team my priority was to build and develop a more resilient, and cohesive team with relationships based on trust. Heffernan (2012) suggests ‘Trust is a privilege, not a right. It's earned, not assumed’. 
Working with an executive coach I planned an interactive team building day that was designed to build trust, encourage interpersonal relationships, engage each team member to connect and learn about each other. By approaching this day using appreciative enquiry each individual was ‘nudged’ into  topics that explored and exposed potential vulnerabilities. Using generative questions and using positive framing each interaction produced meaningful engagement (Stavros & Torres, 2018).
Reflection
I had some concerns about how the team would move from a place of mistrust and lack of diversity and inclusion. The team was diverse, I felt that was the first and easiest step (Gartner, 2019). By tapping into the diversity within the team, their collective knowledge, and insights I needed grow the team through learning and ongoing development (Tessier, 2021).
The day allowed me to move the team from a place of monologue, often toxic to a place of dialogue, meeting the needs of safety, belonging and esteem (Maslow, 1954). It was an opportunity to for the team to connect with peers and learn about each other. There was a potential for ‘liberal paternalism’ defined by Thaler & Tunstein (2003) as ‘push people to make choices that are good for themselves by taking advantage of imperfections in human decision-making abilities’.  By using this ‘nudge’ approach I was able to engage the team in learning about each other to improve the working relationships in work. 
It was an opportunity to reflect on experiences and after the event a survey was sent to each member of the team to encourage reflection using Driscoll Model (Driscoll & Teh, 2002) to share their experiences and what they gained from the day. This gathered raw data and insights that I hadn’t expected, which led to learning for me, and the ability present a positive outcome. 
Further work included using a RACI matrix (Forbes, 2022) to develop learning and inclusivity by a visual presentation of each other’s roles. This has now developed into using MIRO (MIRO, 2023) and a Microsoft teams channel to maintain inclusivity,  a space to connect and catchup to share knowledge and insights (CIPD, 2019) . 
Following this work, I was able to reflect on my involvement, understand where maybe I could be part of the problem and by using the GROW model, I was able to work on a positive way forward and a high performing team. 
By becoming the ‘nudge manager’ I was able to approach the day with situation by introducing so-called implementation intentions (Mendoza et al, 2010). The day was an opportunity for the team to ‘open up’ and communicate with their peers (Ebert, & Freibichler, 2017). My passion for learning mindset allowed me to seek new ways of working and opportunities to energise and innovate, building the knowledge within to become a high performing team. 
This reflection exhibits how my passion for learning about myself, others and continuous professional growth and development is central to my practice and by working inclusively I was able to work with conflict to create a positive and inclusive outcome. It was important for the team to build relationships built on trust to feel safe to collaborate and share knowledge and experiences (Tessier, 2021). 
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Experience 4
Pandemic Response – Exploring the Unknown
Areas – Situational Decision Making and Insights Focused.
Almost overnight things as we knew it changed, the world of work, our personal lives and life changed. We were dealing with an unknown entity, for my organisation it meant a dynamic and, in some cases absolute shifts in roles and perspectives. Decisions were made on very limited information, insights came from central government, changed almost hourly in the early days making decisions based on little evidence, and in expectation. Insights were based on little available science and the need to keep services operational. Strategically the need was around redeployment, flexibility in the current workforce and the agility of dynamically reallocating resources to strengthen our response to the unfolding situation (Troisi et al, 2022). 
Decisions were situational applying current policies and the varying evidence that emerged daily to the changes we were facing as well as understanding the impact of these decisions. The wide-ranging stakeholders involved meant that decisions were made based on limited insight, but the sense of urgency meant that decisions were informed but not collaborative. 
My role meant that my leadership approach became situational and adaptive by applying the core behaviours of Situational Decision Making and Insights Focused. I was able to make decisions based a little insight, often situational and urgent due to the unpredictable, unknown often incomplete information (HBR, 2020) in order to be responsive. With awareness of the PESTLE factors (CIPD, 2021) impacting across the UK and world during the pandemic, and now in todays new world of work. Decision making under risk applied in this situation and the seminal work of Kahneman & Tversky (1979) considers these decisions as a ‘choice between prospects or gambles’. 

Reflection
Having an insights focus is to seek first to understand to work with accurate information to make informed decisions (Covey & Collins, 2020). The NHS ‘call to arms’ meant that there were over 400,000 people volunteering to support the NHS in one day (NHS England, 2020). For WAST this meant making recruitment decisions over the phone, not following the policy or process, and appointing staff based on CV applications. It was a fast paced and challenging time with nurses and paramedics returning to practice after varying lengths of departure. This added a further lens of risk due to the pressing need to recruit balanced with the training available to support these individuals back to practice. 
For me the challenge was two-fold, creating an iterative process to recruit, and ensure the staff recruited were matched according to skills and experience. Using the approach that encompasses complex acts of knowing within the Cynefin Framework (Snowden, 2019) I was able to order my thoughts and be insight focused with confidence during chaos (HBR, 2007).
Assessing outcomes became a challenge, the efficacy of my decision on who to recruit and whether their appointment was a positive experience for them and for the trust, was one that could only be evaluated retrospectively with hindsight being prone to bias (HBR, 2022). 
My reflection of those times is about my confidence and ability in situational decision making and how being insights focused allowed me to be open-minded, objective and identifying sources of bias when collecting information to make decisions that were very situational. These decisions were complex and often in conflict between ontology and epistemology (Hathcoat et al, 2019).  By using workforce data, predictions on staffing for roles that at the time were not in true existence, for example testing centres and vaccinations centre staff was equally a challenge and an opportunity to be forward thinking and innovative. 
[bookmark: _Hlk134701763]By understanding complex adaptive systems thinking (The Health Foundation, 2010) I was able to challenge my perception of cause and effect, my assumptions and perhaps bias to see these decisions as active rather than inertia, and a simultaneous process of complexity that was shaped by the situation. Complex adaptive systems thinking is an approach that challenges simple cause and effect assumptions, and instead sees healthcare and other systems as a dynamic process ( The Health Foundation, 2010). One where the interactions and relationships of different components simultaneously affect and are shaped by the system.
It felt fast, unpredictable, and unrelenting but also a sense of ‘togetherness’ and strength in knowing we were all facing the unknown with reasoned approach and being comfortable in the uncomfortable. These types of decisions were not familiar to me and unlikely to produce perfect results or be a decision I would make again.
By working through my understanding of bias, situational awareness I was agile in my response and alert to the potential of threats as well as opportunities. A SWOT analysis at the time would have been a great tool to use and one I will use in the future to provide quick and responsive input to contextual  decision making (CIPD, 2021; MindTools, 2023). Other considerations for the future are the evaluation of the decisions, as part of the wider response the recruitment was evaluated and the value to evaluation is key to effective decision making, especially when considering the challenges to the business environment. 
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Now What?
Next steps….
Taking the initiative and opportunity to study strategic people management in a new area and profession took me out of my comfort zone and into the world of opportunities. 
During my studies have explored new understanding, different perspectives, stretched myself in using data, IT platforms and study skills that will transfer to any role or path my career takes. 
The concrete experience of working as a manager, leader, and student in CIPD studies have allowed to grow more confident and a return to my previous ambitious and career focused self. Using the CIPD professional map to navigate and centre my learning has allowed me to bridge the gap between, knowledge, expertise, and practice by working through the eight study areas on CIPD learning hub.
1. Professional Courage and Influence is showing courage to speak up to skilfully influencing others, gain buy in, challenging constructively and confidently in the face of opposition. 

1. Commercial Drive means using a commercial mindset, demonstrating drive, and enabling change to create value. 

1. Ethical Practice is building trust by role-modelling ethical behaviour and applying principles and values consistently in decision-making.

1. Valuing People is creating a shared purpose, enabling people development, voice, and well-being. 


1. Working Inclusively is to work inclusively and collaboratively across boundaries, to effectively achieve positive outcomes.
1. Passion for Learning is demonstrating curiosity and making the most of opportunities to learn, improve and innovate. 

1. Being Insights Focused means asking questions and evaluating evidence and ideas, to create insight and understand the whole. 

1. Situational Decision-making means making effective and pragmatic decisions or choices based on the specific situation or context. 



These modules have been a springboard into further study, and I have gained further insight into each behaviour and how they apply to my everyday practice. Using the learning hub and self assessment tool I can see my progress and areas for further development. This tool will continue to be my guide and place to record my progress as I move into the third year of my studies.
Each of my four reflections have explored and evidenced my understanding and application of the core behaviours to work at the top of associate level. Each reflection provides experiences whereby I have applied the code of conduct and ethics (CIPD, 2023) to make a positive impact on working lives through being professional, competent, and evidenced based. 
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