Q1: With reference to the CIPD Profession Map, appraise what it means to be a people professional. (AC 1.1) 

[bookmark: _Hlk187687209]A professional is someone who joins a professional body and possesses specialised knowledge and skills in a particular field, adheres to ethical standards, and is committed to continuous learning and development, however, can cease to be a member if they fail to meet the standards (Taylor & Woodhams, 2022).    As a people professional, the purpose is to champion better work and working lives (CIPD, 2024), ensuring productive, inclusive, and fair workplaces. The CIPD Profession Map is the international standard for the people profession.  It is a framework outlining the knowledge, behaviours, and values that underpin what is required to be an effective people professional (CIPD, 2024).  Examples of core and specialist knowledge from the Profession Map include being an expert in change (leading and managing), an expert in people (supporting employees), an expert in work (organisational structures and processes), and Learning & Development.   Without people professionals, organisations may face several challenges linked to employee engagement and retention, the development of employees, and inefficient talent management. Whilst knowledge is key, it could be argued that behaviours and values are more complex. The CIPD has five core values that drive their work, and these values enable performance as well as inform daily interactions (CIPD, 2024).  It requires putting ethical and positive values into practice to demonstrate how we behave when working or interacting with others (Waite, et al. 2021).  Not adhering to the CIPD profession map behaviours can pose significant risks to individuals and organisations, for example, reputation, performance, relationships, and organisational success. By adhering to the standards set out in the profession map, people professionals can positively impact organisations and contribute to better work and working lives. 







Know own personal and ethical values and apply these consistently in their (people practice) work.  
Q2: Discuss your personal and ethical values (one of each), with examples of how these are evident in your work. (AC 1.2) 

According to Taylor & Woodhams (2022), there are three kinds of ethical values; personal, professional, and public as individuals we usually have a personal sense of ethics molded by social norms and shaped by our family, beliefs and our own upbringing. As a people professional, applying these consistently in our work along with ethical theories when making decisions will ensure we build trust and ensure legal compliance. 
One personal value that is very important to me is empathy. I always show genuine concern for the feelings and perspectives of others by listening and showing compassion.  For example, when dealing with my team, I take time to fully understand their feelings and perspectives when implementing change. As a people professional with a strong value on empathy, all decisions made and actions taken, if aligned with the organisations vision and values, will produce a positive working environment (Waite, et al. 2021).  When considering the Utilitarianism perspective, showing empathy can often lead to compassionate actions and according to Waite, et al (2021), can have a broader impact such as aiming for the greater good for the greatest number, with improved morale and productivity within a team.  
One important ethical value is Fairness which I strive to abide by.  Ensuring that all employees are treated fairly, without favoritism or bias.  I demonstrate this by always making evidence-based decisions regardless of personal preferences or prejudices.  Personal and ethical values are interconnected and shape how we act in various situations, personally and professionally with the CIPD outlining 8 ethical lenses to support people professionals to deal with workplace dilemmas (CIPD, 2015).    Everyone should have the same opportunities, rights, and responsibilities regardless of background, status, or characteristics. The Fairness Lens is particularly relevant when showing fairness and I apply this using transparency, consistency and respecting individual differences.  The Equality Act 2010 was created and has brought separate pieces of legislation to protect individuals and ensure they are treated fairly; however, it is essential that as a people professional we do not merely comply with statutory requirements but strive to promote a culture where fairness is a fundamental value in the workplace (Waite, et al, 2021). 
 
Know the importance of people professionals contributing to discussions in an informed, clear and confident way to influence others. 
Q3: Discuss reasons why this is important and the consequences of people practitioners not being willing or able to influence others. (AC 1.3) 


Six Types of Power available to People Professionals to assist with influencing others


Taylor & Woodhams (2022) argue that people professionals must communicate clearly, effectively, and professionally to influence others.  We also need to be able to contribute to discussions in a confident way and challenge inappropriate behaviour if required. The CIPD Profession map sets the international benchmark for us as people professionals setting clear core behaviours empowering value creation for people, organisations, society and the profession (CIPD, 2024).  This requires professional courage and an understanding of different communication styles appropriate in a range of situations as well as ensuring our actions are universal and consistent even in challenging situations (CIPD, 2024). 
A people professional can use a variety of ways to influence others such as making evidence-based arguments, using facts and data to support them.  Taylor & Woodhams (2022) argue that you can only influence if you have some form of power with six types of power available (see fig X above).  Not all will be effective or appropriate and as a people professional, we should use professional judgement.   A common tool used by people practitioners is the nudge theory (You Tube, 2021). This is a concept that suggests that small subtle changes in the environment can influence people’s behaviour without limiting their choice (CMI, 2020). The consequences of people practitioners not being willing or able to influence may mean that good practice is not followed, hindering organisational success, and growth and reduced employee engagement with poor implementation of policies. According to Taylor & Woodhams (2022), people professionals need to be effective communicators (both verbally and in writing) with Young (2024) arguing that communicating the organisation’s values indicates a long-term strategic commitment to building and maintaining an ethical culture.   The ‘Dieselgate’ scandal linked to VW was an example of unethical and illegal practice which impacted the company’s reputation and highlighted a culture where unethical behaviour was tolerated and encouraged by power to achieve business goals.  VW then needed to drive a culture towards ethical and collaborative culture learning from those mistakes (Forbes, 2022). 

[bookmark: _Hlk133927075]Know when and how to raise matters that might be unethical or illegal.  
Q4: Discuss, with examples, when and how you would react to both unethical and illegal matters (one of each). (AC 1.4) 

Dealing with unethical and illegal matters requires prompt and appropriate action to maintain trust and compliance.  An example of an unethical matter I witnessed was when a senior manager asked a junior manager to recruit a director’s son when they had not demonstrated their skills and knowledge during the interview process.  Using a structured and principled approach I scheduled a meeting with the manager to clarify the events leading to and during the recruitment process.  The junior manager remained true to their personal values and spoke out. Maintaining detailed records is essential for effectively managing unethical behaviour, which fosters a transparent culture offering accountability and continuous improvement.  As a CIPD professional, we must abide by the Code of Conduct and Ethics which are the obligations expected of all CIPD members and under area 2 Civic Virtue: act by interests or professional ethical or legal duty (CIPD, 2024). 
An example of an illegal matter was an age discrimination incident.  Our actions and decision-making should not discriminate against a person for reasons related to age which cannot be justified (CIPD, 2024) and as professionals must report to maintain legal compliance and to maintain the integrity of the organisation.  The Equality Act 2010 incorporates age discrimination as being unlawful in the UK since 2006 (CIPD, 2024).  Ensuring appropriate training is provided to managers will ensure workplace decisions are made on people’s skills, capability, and competence regardless of age and this will avoid legal consequences and bring a sense of inclusivity within the workplace with people feeling treated fairly and valued leading to them being able to do their best at work (Great Place to Work, 2022).  Research undertaken by Great Places at Work in 2021 also shows that retaining employees is improves if they feel treated fairly.  In contrast, people professionals often have to navigate other conflicting forces, known as ‘The Four Forces’ when making decisions and having the courage to speak up (Taylor & Woodhams, 2022). 

Be able to make use of related theory and thinking, to argue the human and business benefits of people feeling included, valued, and fairly treated at work. 
Q5: Demonstrate your ability to do this with a written argument, which poses different theoretical perspectives, as well as your own. (AC 2.1) 

Taylor and Woodhams (2022) explain Inclusion as ‘the extent to which everyone, regardless of their background, identity or circumstance, feels valued, accepted and supported to succeed at work’.  Investing in workplace culture where employees feel included, valued and treated fairly can drive business success and allow the organisation to go beyond a moral obligation of minimal compliance with the law (Waite, et al, 2021). Employees who feel included and valued will be happier, healthier, and more fulfilled and likely to drive productivity, providing a better service according to Young (2024).  There is also a strong argument that businesses will have greater access to a wide range of strengths, experiences and perspectives by embracing workplace diversity and inclusion (Waite, et al, 2021).   Feeling engaged is good for workers according to Young (2024) and for organisations, measures of engagement go with higher performance. The Guest (2017) model is an approach that proposes that by implementing people management practices such as enabling employees to have a voice, a positive social and physical environment can provide positive outcomes for employees such as enhanced mental health and job satisfaction.  The CIPD (2024) Good Work Index argues that people feeling included at work has significant human and business benefits because it fosters a positive work environment with higher job satisfaction, improved mental health, and increased motivation with reduced absenteeism.  When employees feel included, this will lead to better overall performance for the organisation.   This is supported by Maslow’s Hierarchy of Needs, which argues that understanding others' hierarchy of needs can help individuals and organisations address needs that motivate behaviour and contribute to wellbeing (Dessler, 2020). 

[bookmark: _Hlk159579697]Know how to design people practice initiatives to be inclusive and how to check inclusivity after an initiative has been implemented. 
Q6: Discuss, with examples, how you have, or would, achieve both of these (AC 2.2) 

When designing initiatives, it is essential to ensure they are inclusive. It means going beyond legislation, the CIPD (2022) recommends five key actions, and I would use this to ensure I was being inclusive whilst designing  hybrid working policy:
· Involve all employees – Engage employees at all levels gathering diverse perspectives fostering a sense of collaboration. This could be through individual meetings or focus groups seeking out views and enabling their voice in a psychologically safe environment. 
· Develop people manager capability – equip managers with the skills and knowledge to lead diverse teams and how to create an inclusive environment with an awareness of unconscious bias.  Use the Equality Diversity Inclusivity Strategy and training, and development of employees and managers are within this (Hywel Dda University Health Board, 2024). 
· Build senior commitment – Commitment from the senior leadership team is critical; to embed a culture of inclusion within the organisation
· Evaluate policies and practices – along with collection of data, review policies and practices to address any barriers to inclusion.  Ensure the flexible working policy is fit for purpose aligning and including elements of hybrid working
· Examine organisational culture, climate and values – evaluate practices and ensuring they align with inclusion (CIPD, 2024)

Review and collect feedback using surveys and feedback from employees to develop an open culture for communication with people professionals using active listening skills (Ali, 2024). I will link this with specific Learning and Development opportunities, promoting cultural awareness through ongoing education and training. It is important to measure the impact of this on diverse groups and compare its impact with initial goals with the CIPD (2018) stating that inclusivity offers boost to businesses’ bottom line as well as having cultural positive impact.

Be able to work inclusively with others and build positive working relationships. 
Q7: Using a combination of your own reflections and feedback from at least one other person, discuss your ability to work inclusively and positively with others. (AC 2.3) 



Summary of feedback from Line Manager & 4 members of the team – December 2024





Self-reflection using a journal weekly and feedback from others are essential for personal growth and have been used to support this answer.  I embraced both and asked my Line Manager and members of my team to complete a 360-feedback form provided by University and used the CIPD Profession Map (2024) ‘Working Inclusively’ to inform my professional development.
I strive to create an environment where everyone feels valued and respected and able to contribute fully and always try to get to know individuals and foster positive relationships. Team members in the feedback have stated that I will always provide feedback, praise others and always want the best for the team whilst ensuring I approach situations in a non-judgemental way.  I believe I have very positive relationships with colleagues and feedback from team confirms this stating that ‘I lead by example with excellent communication skills and support others to come up with solutions providing them with ownership of their work’.  I also feel that positive relationships with my colleagues offer me support, and contribute to my well-being, job satisfaction, and a more pleasant working environment.  As an individual, I am always looking for ways to develop my skills and feedback received from line manager suggests I should not take criticism personally.  A colleague also states that I should not try to do everything and please everyone but work on saying ‘no’ where appropriate and taking a step back to re-prioritise.  I recognise this and will reflect on how I can improve.
Diversity in the workplace is extremely important as it brings organisational benefits with some evidence that companies in the top quartile of gender diversity on executive teams, were 25% more likely to experience above-average profitability (Taylor and Woodhams, 2022). I value diversity, not only as it’s the ‘right thing to do’ but as it brings different perspectives and can lead to innovative solutions and ideas.  A colleague states that I demonstrate fairness, respect and dignity and I collaborate extremely well with others and am extremely respectful. 




Understand how the people practitioner role is evolving and the implications this has for your ongoing professional development. 
Q8: Demonstrate your understanding of this with a written response and related entries in your CPD Plan. (AC 3.1) 

The role of people practitioners is evolving rapidly due to external factors and trends.  Understanding the implications of these for my ongoing professional development is critical.  Research undertaken by Green, Peters and Young (2020) highlight key trends for consideration in 2030, with the people profession survey report of 2022  reports that skills development post pandemic, focussing on employee experience, the use of data and analytics and a need for the people professional to be recognised for the valuable contribution in the workplace is part of the professions experience and an ongoing challenge (CIPD, 2022).  Cassidy (2024) states that people professionals are a multifunctional key player in an organisation’s success with Mohdzaini (2024) asserting the profession should be at the forefront of discussions about AI implementation ensuring that procedures and guidance ensures ethical and responsible use.  According to Mohdzaini (2024), failure to establish clear, ethical uses of AI within organisations could have a negative impact with unfair regulation, poor governance and no safeguards.  AI technology can change how people work and each impact has different considerations for our organisations. As an example the pace of work may increase for me as an individual and along with data analysis, therefore, I will be focussing on  upskilling to work effectively using new technology and data analytics (Mohdzaini, 2024).   
With two thirds of workers in fear of burnout with experts warning that balance between work and wellbeing shifted and adults experiencing ‘extreme’ stress this will directly impact employee experience as reported by Clemo (2025), Key (2025) states that employee resilience is going to be more important than ever.  As a people professional I will be supporting resilience and need to upskill in resilience training and planning interventions to support the organisation going forward as reflected in my CIPD Plan. 
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Be able to assess (own) strengths, weaknesses and development areas, based on own considerations and feedback from others.  
Q9. Using a combination of your own conclusions and feedback from at least one other person, assess yourself against a specification of your choice (such as a role/job description or any two of the core behaviour areas of the CIPD Profession Map (associate level). Briefly explain the outcome of your assessment (strengths, weaknesses and development areas) and the information that informed your conclusions. (AC 3.2)
Feedback was sought using the university template provided and my Line Manager, Marilize Du Preez, Quality and Transformation Lead as well as members of staff; HR Business Partner, Clinical Lead,  patient liaison adviser and Communication Relationship Officer were asked for feedback on 6th December 2024.  

The table below is a summary containing my own assessment on two core behaviours, at associate level: Valuing People and Passion for Learning.  Ensuring that feedback is received from 20-30% of the team can ensure a variety of views and a balanced opinion. 

	Profession Map Standard
Valuing People
	
	Strength
	Weakness
	Requires further development
	Reason for judgment

	1
	Build a sense of team spirit and purpose
	Positive communication, mutual respect & improved morale in recent months.   
	Visibility in the workplace due to working from home.
	
	Planned positive team-building day with good feedback & engagement
Feedback from Comms Officer  ‘Carol excels in building strong relationships with the team by actively listening and providing support’.  

	2
	Treat people fairly and considerately in your work
	I focus on ensuring people voice, diversity
	
	Ensure inclusivity in the workplace, ensure I gather feedback. 
	A Clinical Lead Therapist commented ‘Carol demonstrates fairness, respect & dignity’ in their feedback.
My Line Manager provided feedback ‘Carol has continued to develop her ability to value different personality and professional styles within the team’.  

	3
	Enable others to develop skills and capabilities to be their best at work
	I am passionate about seeing others develop their skills & actively encourage others to learn from events.
	
	
	Seeing others enhance skills gives me a real ‘buzz’.  Adviser commented ‘she will support the team & ensure they learn from any mistakes without judgment’ with another stating ‘Carol works with her teams to set clear objectives and provides support and guidance as required’. 

	4
	Coach and advise others in the business
	
	
	While I will always aim to coach others, I don’t feel it always comes naturally.  
	I am naturally a ‘fixer’, wanting to provide advice and direction so I must remind myself to coach others rather than providing a solution – this will ensure others develop. 

HR Partner states ‘Carol would be a good mentor, good at questioning different thoughts and ideas in a diplomatic manner’

	5
	Enable people to have a voice when designing and delivering solutions which impact them
	
	
	My reflection is that when developing changes, I ensure to include the wider teams through effective communication & collaboration, however, feedback states that I need to develop in this area. 
	I have received feedback stating that ‘Carol should share decisions that are made so that people are aware of pending changes in direction and delivery’

	6
	Take into account the wellbeing of others in the design and delivery of your work
	I have received positive feedback about my skills in looking after the wellbeing of others. I am happy to consider others wellbeing in all aspects of my work. 
	
	
	I have received feedback from my Line Manager that I ‘look after staff wellbeing very well & always consider the impact of the team when designing work’. 

	Passion for Learning
	
	
	
	
	

	1
	Keep up to date with external trends and developments and consider how they will impact on your work
	Undertaking CIPD course and spending additional time doing research ensures that I am up to date with external trends. 
	
	
	Currently undertaking CIPD Level 5 as well as in-house Health Board Leadership courses to support my work and keep up to date.

	2
	Seek opportunities to test new ways of doing things to make improvements
	This is an area I believe I am very strong at.  I seek to always aim for optimal improvement through self-reflection, feedback from others and CPD.  
	
	
	Feedback from Line Manager states ‘Carol continuously looks for areas for improvement and is always very curious & motivated who seeks opinions of others’

	3
	Demonstrate a proactive approach to developing your professional knowledge, skills and experience
	I always take responsibility for my personal development.
	
	
	I recognise opportunities for CPD as often as possible & received feedback that I am a motivated and engaged learner. 

	4





	Regularly ask for and act on feedback to learn and develop
	Have taken part in 360 reviews every 6 months so I can learn and develop. 
	
	
	I have previously completed a 360 feedback review early 2024 and I feel confident asking for further feedback so I can develop.  I am due to start a new post in January 2025 so will be able to use this feedback to take into the requirements of my new role.  

	5
	Demonstrate awareness of your own strengths and development areas, and the limits of your expertise
	
	
	I am quietly confident about my strengths and recognise areas for development.  There are times where I may not always be brave to make the right decision and lack confidence in my ability. 
	Constructive feedback from Line states I should grow confidence in my own abilities when it comes to making decisions.  



Be able to formulate a range of appropriate CPD options to support ongoing learning.
Q10. Following on from your self-assessment, identify a range of formal or informal development activities and add these to your CPD Plan/document. Provide a brief explanation as to why you have selected these activities. (AC 3.3)

The following table contains my personal development plan following completion of the self-assessment tool provided from the Associate Level of the CIPD Profession Map. From the list of recommendations, I have prioritised those that I believe are most urgent and will have the highest impact.  Firstly, the most important as I do not currently work in HR is the need to extend knowledge and skills in HR practice as well as getting an employment law update and completing courses on ethical practice and valuing people.  These are activities which are online courses, therefore, selected as it has high impact and does not depend on engagement from others.  I will be joining a new team and into a new role in January 2025 that has a high level of absence with low morale.  There is a requirement for me to inspire, influence and engage the team acting with confidence and making better decisions.  Other activities chosen are ones that will support workforce planning, using upcoming AI to ensure that the organisation has the right people with the right skills at the right time.  This will align with the completion of a skills gap analysis.  Process and practice review is needed to ensure governance and compliance with legislation and to mitigate risk, therefore, has also been prioritised from the list of recommendations. 

	Development plan AC3.3



	NAME:
	Carol Seabourne
	MEMBERSHIP NUMBER:       
	89033007

	COVERING THE PERIOD FROM:
	January 2025
	TO:
	December 2025



	What do I want/need to learn?
	What will I do to achieve this?
	What resources or support will I need?
	What will my success criteria be?
	Target dates for review and completion

	I am currently working as a Leader and not directly in HR so I want to extend my knowledge & skills in HR practice.  This includes an understanding of a variety of HR models and those skills needed in dealing with HR practices within organizations. 
	Complete online CIPD Course ‘HR in practice’ – written, video & interactive content. I feel this online learning activity will effectively support the learning required and complement the Assoc Diploma in People Management. 
	Training course attendance – online, self-directed – 90 minutes. 

	· Increased confidence when dealing with HR issues. 
· Able to recognise how HR adds value & boosts my knowledge so I can work effectively with people. 
· Understand the breadth of work undertaken by HR. 
	Complete by March 2025. 
Review in June 2025.

	Greater knowledge and keeping up to date with current and future employment law and upcoming changes that may impact our businesses and practices. 


	Complete ACAS online training course ‘Employment Law update: a masterclass’ – to ensure I stay informed and legally compliant and well prepared.  This will be supported by completing the Employment Law module in the Assoc Diploma Course. 

Complete Employment Law module on CIPD L5 Assoc Diploma course
	3 hours online – 18th March 2025









1 day lecture at UWTSD. 
Ongoing reading to complete the module.  
	Update on Employment and case law as well as insights into upcoming changes to legislation. 







Achieving a pass mark at end of module which confirms learning and knowledge. 
	March 2025









Completion March 2025/feedback April 2025

	In my new role from January 2025, I have been made aware that there are currently high absence levels, low morale and therefore, I wish to gain knowledge and skills to effectively manage the service and its people.  I have not been involved in planning previously so would like to complete an intro to Workforce Planning course as a foundation. 
	Complete CIPD online course on an ‘Intro to Strategic Workforce Planning’ 


Read CIPD’s factsheets and recommended further reading on workforce planning


Research how AI can support workforce planning. 

	Financial implication – 1 day
Need to request Line Manager support in new role from January 2025


Time to review factsheets






Support and discussion with OD Team. 
	Increased understanding of workforce planning.
· What is workforce planning? 
· Able to create, implement and deliver a strategic action plan
· Establish baseline – what does the team look like & what are we traying to achieve? 
· Create a gap analysis between supply & demand
· How can we use AI to support this? Check reliability.
Feeling more confident. 
	Review progress July 2025

	I will be taking up a new role in January 2025 and as part of this I will need to complete a skills gap analysis at team level to identify skill deficiencies, improve performance, enhance employee engagement and support succession planning. 
This will ensure I’m pro-active and able to meet current and future challenges. 



	Seek support from OD Relationship Manager/Workforce Planning Team and set the scope and purpose.  
Gather data on current skills and future skills needed considering team goals, external trends and how we could use technology to support. 

Analyse this data. 
Develop action plan to include developing training and development, potential of additional recruitment and whether employees can upskill over time. 
	Wider OD/L&D Support/Workforce Planning 
Support from Line Manger and Head of Service
12-month implementation – share baseline data, employee engagement, and review progress at each stage. 
	Reduced turnover of staff.
Employee feedback through surveys, interviews and focus groups – are employees reporting they feel more competent in their roles?
	December 2025 – progress report

	As I’m joining a new team, I need to build trust and respect as well as enhance engagement and collaboration.  To do this, I need to embed principles of valuing people from the start so I can create a positive environment where employees feel valued 





	Complete CIPD’s online course on ‘valuing people’ to develop this behaviour to achieve positive outcomes. 




Design a piece of learning for a group of people on principles of valuing people asking them to consider how they role model these behaviours in their work. 



	Online course – 4 to 6 hours








Support from OD Relationship Manager & Team Effectiveness Department. 
	I notice improved behaviours in the workplace & build a team spirit and communicate a purpose to inspire people.






Feedback from employees and engagement. 
	December 2025








December 2025

	I would like to ensure that in line with the CIPD Profession Map and to drive change in my organisation that I am complying with laws and regulations around ethical practice and mitigating any risks about ethical behaviour.  I want to ensure that I am applying principles and values consistently in decision-making. 
	Complete the CIPD’s online course on ‘ethical practice’
	Online Course – 6 hours with financial implication of £450. 
	Have the confidence to challenge unethical behaviour. 
Ability to act as a role model? 
Gather feedback around team culture – to check if professional principles, values are being demonstrated. 
	June 2025

	I would like to review processes and practices in my new area of work to check if they are consistent with organisational values and complies with governance and legislation.  I want to identify areas of concern and develop an improvement plan, which I can then discuss with employees and Line Manager.   This will ensure I have the core knowledge aligned with the CIPD Profession Map.  
	Ensure I am clear on organisational values and complete a process map exercise along with gathering data.
Complete Improvement Cymru Course ‘Fundamentals of Improvement’
Develop an action plan and document findings to discuss with Strategic Managers.   
	Engage with employees and the organisations Quality Improvement Team.


In-person course – 1 full day Cardiff February 2025. 
	Able to prioritise a programme of processes to review and complete a minimum of 2 that are prioritized.  

Engagement from team so it is co-produced, and they have a voice in any changes required. 
	July 2025




February 2025




By September 2025




Be able to reflect on and draw conclusions about the effectiveness of development activities. 
Q11. Reflect on three development activities, already undertaken, that have had an impact on your work behaviour or performance, explaining how they have impacted you. (Your reflections should be presented within your CPD Record document.) (AC 3.4)

	CPD Development record AC3.4



	NAME:
	Carol Seabourne
	MEMBERSHIP NUMBER:
	89033007

	COVERING THE PERIOD FROM:
	October 2024
	TO:
	January 2025



	Key dates
	What did you do?
	Why?
	What did you learn from this?
	How have/will you use this?
Any further action?

	October 2024








	I worked with colleagues in Corporate Information to develop a Performance Dashboard using Power BI. This dashboard also provides national data for Welsh Government. 
	To support the wider team and organisation to be able to access and track key metrics in real time which will improve decision making with data at your fingertips.  Enhanced transparency, allowing data to be accessible to all stakeholders, which fosters accountability and trust.  
This dashboard helps to identify trends and patterns assisting with anticipating future challenges and opportunities.  
This has boosted employee engagement has the wider team can see how their work contributes to the organizational success and the impact they are having. 
Reviewing this data supports continuous improvement and alignment with the organisations strategic goals. 
	Increased confidence working in collaboration with corporate teams. 
Learnt the importance of working together towards a common goal. 
Teams and people have different styles of working.
Building relationships with other departments can expand our professional network and we continuously learn from others. 
Data is powerful and can be used to allocate resources more effectively with most impact. 
	I will continue to develop these skills and share my knowledge with others wherever possible. 

Use communication skills to build stronger relationships and sharing ideas.  Important for me to actively listen.  
Use my adaptability to change to navigate changes within my new team.  Continue to be flexible and open to new approaches. 

	November 2024
	Attended a Leadership & Management Reconnect Day learning about ‘Speaking Up’. 
	‘Speaking Up’ is new training provided in my organisation creating an environment where people feel safe to highlight unacceptable behaviour, concerns, risks identified, etc. This should prevent unethical behaviour building confidence and address issues early.  
	The importance of Speaking Up when things are not right.  The impact of speaking up on employee wellbeing, patient safety, quality of care, legal & ethical responsibility, and organisational learning. 
It is EVERYONE’s responsibility to act when things are not right. 
	I will ensure that my team are aware of :
· What speaking up is? 
· Who?
· When?
· How?
Encourage them to use this policy, communicate the policy widely and ensrure there is effective support available to the team. 
Ensure I role model behaviours and create a transparent, ethical and supportive workplace environment. 

	December 2024
	Undertook a 360-feedback review inviting 25 colleagues & my line manager to provide feedback around nine dimensions. 
	Enabled me to identify gaps in perception between myself and my raters. 
	This has provided insights into my workplace behavior and performance and identified development areas.

What I do well in my role. 
What I do less well.
How I could improve in my role. 


	Commencing a new role, therefore, create an action plan:
· how I can make more use of my strengths to my own and my organisations advantage.
· How are my areas that need improvement limiting me or hindering my performance?  
· Promote individual contributions and ideas – to improve engagement.
· Value diversity
· How I can influence for results.

Liaise with the People Effectiveness Team for support in how to take forward the action plan
Build in time for myself to reflect and review.  Build into team discussions.  Shared ownership, no blame culture when we use this reflective practice.  
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Team work & collaboration


Always praises others

Actively listens to views & opinions of others


Non-judgemental & supportive

Leads by example

Works from an evidence-based perspective



Personal Qualities


Demonstrates fairness, respect & dignity

Extremely supportive	

Kind


Compassionate
Always curious & this is a very positive trait

Honest & caring



Power


coercive


Referent


Information


Expert


Legitimate


Reward


