1.1.
People Professionals (PP) must remain unbiased, impartial, empathetic, and objective in a fast-paced changing working environment. They are responsible for ensuring team productivity and engagement, while maintaining relationships with key stakeholders within the organisation (O’Brien, 2023).
Respect is essential, given the diverse individuals they interact with. PP’s support and guide others regardless of age, gender, or personal preferences (Tokc-Wilde, n.d.). 
The profession map (figure 1) is the international standard for the PP, offering a framework to navigate complex situations (CIPD, 2023). It emphasises the profession’s purpose to champion better work and working lives.
[image: A diagram of a purpose

Description automatically generated] Figure 1.









Key values include:
· principles-led – going beyond policy and process to do what is right.
· evidence-based – using a range of evidence and expertise to make decisions.
· outcomes-driven – focusing on work which creates value for people and organisations.
(CIPD, 2023)
PPs are vital for attracting talent, providing support and ensuring employees have the right tools and development they need to succeed and be fairly rewarded (www.Learndirect.com,2023). 
Professional integrity is central to the role. PP’s must uphold high moral standards both professionally and personally (ResearchGate, n.d.). Membership in CIPD signifies professionalism and adherence to UK standards (Taylor and Woodhams, 2022).
1.2
Organisational values provide purpose and direction (verlinden, 2021). While personal values reflect one's identity and influence relationships, reflecting on past experiences contributes to personal growth (Acquira, 2023).
One personal value I hold is integrity, emphasising honesty, transparency, and consistency. By following the profession map I ensure fairness in employee relations. A personal example would be when advertising for a new position within my team I was open and considerate to a vast array of applicants before finally deciding the best fit for both the team, and the organisation, constructive feedback was given to all applicants to ensure candidate development and enhance the Carmarthenshire County Council brand.
The eight ethical lenses help me evaluate ethical issues from multiple prospectives (CIPD, 2015). I prioritise respect, embracing diversity and maintaining an inclusive environment where all employees feel valued. This creates a productive and supported workplace. 
Ethics are at the heart of professionalism. Promoting transparency and trust. Practitioners must demonstrate integrity, as ethical handling of issues positively impacts the organisation (Bosley,2023). 
Recognising unethical practice affects long-term sustainability. PPs have a critical role in fostering ethical cultures, ensuring corporate responsibility, and encouraging decision makers to consider ethical dimensions in business decisions (Browner, 2021).
Clear ethical guidelines help align personal beliefs with organisational values, minimising conflicts. PPs balance personal and company ethics, supporting colleagues with professional courage through an open-door policy where views are respected while aligning with company goals (Acquira, 2023).

1.3
PP’s offer expertise and leadership in organisational behaviour and being able to communicate this to others builds trust, credibility, and clarity to any given situation (CIPD, 2023).
Professional courage (and influence) is critical in a world where the truth, justice, and the concept of 'being right' has been distorted and even weaponised. A clear presentation of facts and best practice allows PPs influence others towards fair conclusions supported by the CIPD code of conduct (CIPD, 2023).
Holding ethics on morality and fairness is vital for HR as a profession, when a situation is ethically questionable, encounter offensive speech, or disagree with consensus opinion, challenging and applying an ethical perspective to emerging changing situations would be expected from any compassionate colleague, or thoughtful leader (Smith, Grant and Rock, 2019).  The Volkswagen emission scandal highlights the severe consequences of unethical behaviour, damaging reputation despite recovery efforts (Ewing, 2017).
Power comes from being liked, respected, and looked up to. PP’s who utilise the foundations of this concept will be more able to communicate with a wider audience not only in a more confident, articulate, and empathetic manner, but be able to communicate more difficult topics effectively. Building strong relationships with colleagues through mutual respect and understanding allows the PP to be seen as a leader and voice of reason in turbulent times (Waite et al., 2021).
We can specifically investigate the French and Ravens 6 forms of power as a tool when influencing others. The diagram below (figure 2) depicts each aspect of this concept and shows the different models used when influencing others. 
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Figure 2.

Each one could influence behaviour or control resources according to the needs of the business. Coercive power can punish or control negative outcomes such as in a more commercialised landscape where specific targets and expectations must be met. Reward power gives an incentive for an employee to perform well with the promise of promotion or bonus (Taylor and Woodhams, 2022). 
Organisations built on the foundations of a hierarchical structure will experience more of the legitimate power rule as it is widely known decisions lie with the more senior management and employees naturally accept this (Mathews, 2024). On the contrary, expert power will be a common practice in any specialised field as expert opinion through experience, is specifically sought after for a particular project. Informational power is like this where the need to have access to specific information becomes the goal regardless of the stature. HR forming deeper relationships with the employees allows for more specific instruction of management in areas where employees are best suited to specific knowledge, another example of where effective and deeper communication is paramount. Lastly, PP need to be the role models for the implementation of referent power within any organisation as others need to admire their personal traits and qualities where power is based on respect from one person to another inspiring certain actions and values. 
In summary, PP’s must know how to use these power tools to communicate effectively. By leveraging nudge theory (Ho, 2024) and adjusting tone and assertiveness. PPs can guide decisions and achieve desired outcomes. 

1.4
Unethical and illegal issues require sensitivity and swift action. Both can harm the organisational culture, reputation and disrupt morale. Addressing and taking responsibility for the said complaint before it escalates also increases the likelihood of a positive outcome and limits harm (Sarokin, 2020). 
These behaviours may include discriminatory practices, harassment, unfair treatment, or breaches of confidentiality (CIPD, 2019). Having a clear limit on what actions fit into this category ensures guidelines to avoid potential legal consequences through violation of policy for both individual and organisation. 
Gathering information would be advisable and creating a clear concise log of events and what was witnessed, helps ensure claims are taken seriously and avoids retaliation. I once witnessed unethical practice with a colleague falsifying time records on flexible working sheets. I documented the discrepancies with dates and time to support my concerns to my manager.
Thankfully, I have not witnessed illegal practice although upon researching I came across one high level case that summarises this clearly. The Volkswagen emissions scandal in 2015. Volkswagen had installed “defeat devices” in millions of diesel vehicles, allowing them to pass emissions tests while emitting harmful pollutants at levels exceeding legal limits (Hotten, 2015). The company used software that manipulated emissions levels during testing deceiving regulators and consumers. As a result, Volkswagen was forced to pay significant fines, legal costs, and a loss of consumer trust ricocheting and prolonging the effect. As a result, the CEO resigned. This sparked a broader discussion on corporate responsibility, governance, and ethics within a company and the standards that need to be upheld within any organisation no matter the structure. 
Raising unethical or illegal issues crucial for maintaining an ethical and compliant workplace. It requires sound judgment, knowledge of reporting mechanisms, and a commitment to organisations and employee’s best interests. Addressing such matters promptly ensures a fair, safe, and lawful working environment (CIPD, 2024).
Whistleblowing should be encouraged, it involves workers reporting any wrongdoing or improper conduct in the workplace, to ensure accountability, transparency, and ethical behaviour in various sectors (CIPD, 2024). The concept encourages reporting sightings of any misconduct to protect the individual, the organisation, as well as the public (Acas, 2023).
To encourage the reporting of any misconduct, the law protects the whistleblower. Specifically, the Public Interest Disclosure Act 1998 ensures protection from unfair dismissal and detriment. The best approach to resolve an ethical conflict in the workplace is to prevent it from happening in the first place. Having a defined core set of values; ethical standards (code of ethics); strong compliance function; and ethical leadership. When conflicts do occur, a defined process helps to resolve it in an effective manner (Workplace Ethics Advice, 2016).
2.1
Social belonging is a fundamental human need. Making employees feel valued contribute to employee happiness and provide benefits for employers (Gibson, 2022). 
Job satisfaction impacts on productivity levels (Baxi and Atre, 2024). Employee turnover is a major problem in the workplace. It not only affects the company's productivity but the cost of replacing an employee can be up to three times their salary (MacKenzie, 2019). Companies must give employees a sense of purpose and provide opportunities for growth. 
PP’s must regularly assess working conditions and gather employees feedback, especially on hybrid working as we enter a new era of structure. Failing to implement a satisfactory structure can lead to demotivation and loss of talent. Regular surveys and meetings help identify issues and implement solutions before morale and productivity decline (Chamorro-Premuzic and Berg, 2021).
David McClelland, (An American psychologist and professor on human motivation) champions this correlation and suggests a theory identifying people's motivating drivers. He believed we all have: a need for achievement, affiliation, and power. People will have different characteristics depending on their dominant motivator (Mind Tools, 2022).
McClelland says that, regardless of our gender, culture, or age, we all have three motivating drivers, and one of these will be our dominant motivating driver. This dominant motivator is dependent on our culture and life experiences (Practical Psychology, 2021) He explains that we could have a need for Achievement, a need to set and accomplish challenging goals, take calculated risks, and like to receive regular feedback to be able to work successfully alone as well as part of a team. Possibly Affiliation, wanting to belong to the group and wanting to be liked guides the behaviour as the employee wants to fit in with the rest of the group or Power, wanting to control and influence others. Likes to win arguments. Enjoys status and recognition.
McClelland’s theory brings valuable insights into the driving force of human behaviour, the theory can be applied to different situations and environments offering a useful framework benefiting both, business, and employee. The more comprehensive our understanding of motivation, the better we can tailor our approach to support individual growth and organisational success (Bandhu et al., 2024).
Maslow's hierarchy of needs outlines five levels of human motivation: basic needs, psychological needs, safety and security, love and belonging, followed by self-esteem, to reach self-actualisation, these factors being detrimental to human motivation, but the theory has been criticised for not considering individual differences or the complexity of personal goals.  For PPs to understand motivation, the theory must be applied alongside human interaction to identify what truly drives individuals (McLeod, 2024). 
[bookmark: _Hlk187254826]However, the good work index is a valuable tool to capture how employees perceive their working environment and their experiences of inclusion, fairness and ensure their treatment align with the employees’ perceptions of equity, diversity and respect, in ensuring employees are included, respected and treated fairly companies can create a more positive and ethical working environment (CIPD, 2024).
2.2
Diversity and inclusion in the workplace are essential and pp’s will play key role. Creating a fair, equitable and welcoming environment for all regardless of faiths, race, gender, age, disability, and sexual orientation is a continuous process. It ensures adherence to policies that promote inclusive behaviours and values (CIPD, 2024). Example focuses of equality, diversity, and inclusion (EDI) include age, gender, colour, culture, political opinion, personal appearance and more. Addressing bias through training is crucial. The CIPD highlights inclusively as a core behaviour for all PPs in the profession map, the benchmark for the people profession.
Educating the workforce about inclusion requires leaders who embody the same values. Open mindedness and diverse viewpoints drive growth and productivity. Regular training tailored from new hires to senior leadership, alongside surveys, focus groups, and open forums (Forbes, 2024) helps maintain inclusion. PP’s play a key role by fostering relationships with employees ensuring everyone can share their traditions during events and holidays. The CIPD offers an inclusion calendar to support employers in enhancing understanding (CIPD, 2023).
Respecting individual differences boosts workplace productivity and creates a fair, safe with equal opportunities for all (Farnsworth et al., 2020). Practices like reasonable adjustments, diversity policies, and flexible working support inclusion by addressing the unique needs of specific groups.
Promoting regular 1-1 enable inclusive, face to face conversations, fostering open dialogue about values, feelings and decision making for collaborative problem solving. This recognition of individuality helps individuals feel valued and creates a sense of belonging reducing the need to conform or feel excluded from opportunities (Green and Young, 2019). 
Maslow's hierarchy of needs also supports this, he suggests that unmet essential needs prevent employees from feeling a sense of belonging or inclusivity hindering their full potential at work (Ocean, 2023). 
Identifying under representation of the workforce requires collecting and analysing data, however this must be reflective of the whole organisation and building an evidence-based strategy will allow measurement for progress. Individual surveys can assess how employees feel included, respected, and valued, as well as understanding their views of managers and organisational behaviour and practices more broadly. Adding inclusion questions to existing surveys (CIPD, n.d.). A successful PPs should use all tools available as well as be influenced by the CIPD good work index to ensure each employee feels valued and included.
2.3 
Working closely with others, builds relationships. It is through constant communication and building unity and a team ethic that builds trust and inclusion. This foundation is essential in the workplace to successfully navigate through all situations (Expert Panel, 2024). 
If I am to formulate my own theory through my 30 years of practice and experience, I champion that valuing people as individuals remains the number one priority. The ability to recognise the benefits and value of diversity runs through the team’s core. This desire to grow as a team and actively seek and listen to diverse views and opinions over time sets the team up for ultimate success. 
I promote belonging and respect in my team through continuous team bonding activities in and outside of the office, allowing the team to continuously build relationships and understanding of one another on a deeper level. It is inevitable that clashes will occur, and so the deeper the respect and understanding between team members grown over time through the constant building of relationships, ensures that these can be overcome without affecting the team dynamic and that an alternative viewpoint of learning from these hardships becomes the instinct as opposed to conflict. 
I have observed that individual members of the team become more likely to engage in open dialogue and discussion over a matter and share knowledge and expertise, voicing their opinions, yet in a respectful and inclusive manner. 
I conducted a team questionnaire in Dec 24 and asked my manager to complete also just to ensure there was fairness. All were asked to answer honestly and give each question some thought, so we were able to improve and grow. 
Specific questions were carefully considered and split into categories - productivity, communication, collaboration and team work, problem solving and innovation, time management and organisation, motivation and personal growth and leadership and initiative inclusivity and how positively they felt I worked with them and others, All felt respected and understood, they unanimously felt supported and empowered to contribute to existing and new tasks, all felt listened to and able to thrive and give their best. Overall, it was gratifying to see that my approach to inclusivity and working positively with others was effective. 
3.1
The workforce is becoming more diverse and complex daily, people are living and working longer, and the world of work is evolving. The role of the PP has become more apparent and depended upon. The requirement to remain informed and aligned with the current business objectives, whilst simultaneously learning new skills to be comprehensive with potential future developments is essential for the PP to anticipate and drive these changes (Green, Peters and Young, 2020).
Continuing personal development will allow the PP to adapt to the ever-changing workforce, staying current and on trend and assisting in being able to communicate with stakeholders, managers and senior leaders will allow the vision, direction, and culture of the organisation to be achieved (Dessler, 2019). The HR function is amid a significant overhaul, it is integral to view this change as an opportunity to adapt to more modern ways of understanding. Understanding the reasons for any change, adapting to them and being equipped with the essential competencies, will provide the opportunity to succeed.
It is evident that I will need to continue to learn and develop new skills. Any learning around the key areas of development such as improved business acumen as the world of work evolves, collaborative working skills whilst navigation of hybrid working continues to be paramount, and technological advancements, must be part of any PP development plan to ensure success and for the function to remain and become more of an enhanced asset to the company.  
Thanks to technology, PP can automate and streamline their tasks. The ability to formulate and execute personalised tasks such as development plans or key surveys, can be shared in a much timelier manner, allowing more time to focus on time consuming and strategic work. The requirement of the PP to work alongside management to direct and influence digital transformation, will require a balance of improving operational efficiency whilst ensuring a smooth transition for the company needs as well as what matters to the people who will be using the technology (CIPD, 2022). PP will need to be a voice of reason and support at every step, supporting employees and managers to be comfortable with this complexity and facilitate new ways of working.
Hybrid working has accelerated. Research suggests it has promoted wellbeing and increased productivity and work satisfaction, (McPhail et al., 2023) the conflicting argument supports longer working hours, increased work intensity, decreased social interactions and learning opportunities. The PPs role is to ensure the correct balance of this working concept for both the company, and the workforce. The additional requirement for increased training and support to workers on cybersecurity and increasing access to digital technologies and infrastructure as well as improving digital skills (Wells et al., 2023) is paramount here and so another example of where enhanced understanding of technological needs is crucial for PP as part of their development plan. 
The evolving role of the PP will require technical skills, strategic thinking, listening skills, empathy, open mindedness and enhance proactivity (CIPD, 2022).
3.2
Feedback can be both powerful and damaging, positive feedback can boost performance while excessive negative feedback can be demoralising. Feedback refers to information regarding a person’s performance and is a basis for improvement. It is important to consider how when and who has given the feedback to ensure it is relevant, fair, accurate and unbiased (Giamos, Doucet and Léger, 2023). 
As a manager of a four-person team, I take pride in my listening and communication skills, which allow me to be proactively address before they escalate. I am very organised, fair, and empathetic and strive to develop my teams’ skills to maximise performance. 
I am constantly looking for ways to improve and gather specific feedback from my team members to ensure they feel that I continue to meet their needs and expectations. For this reason, I recently conducted a comprehensive questionnaire to evaluate how supported the team felt. 
The results indicated that task prioritisation was clear, and deadlines were consistently met, however, an area for improvement identified was the team’s preference for avoiding conflict resolution and seeking middle ground rather than resolving conflict efficiently. To address this, I plan to allocate more time in weekly team sessions for open conversations, encouraging everyone to share their views on any topic. 
To support my professional growth, I evaluated myself against the profession map and identified arears for improvement. Specifically, I recognised the need to deepen my understanding of employee relations, with focus on labour laws and employee rights to foster positive working relationships. Additionally staying informed about technology advancements particularly AI Is a key priority. Reflecting on my core behaviours I aim to develop greater professional courage to challenge existing practices and confidently influence others. This will be addressed through continued learning and is incorporated in my CPD record document.
3.3
I have already Joined the professional organisation (CIPD) to provide insights and updates, reading magazines and journals on hot trending topics assist with forward thinking. I aim to conduct learning modules on my CIPD leaning plan. 
I will attend Payroll/HR changes workshops and seminars to ensure legislation and legal requirements are upheld, annual statutory budget increases reflect in policies.
I intend to shadow managers in other arears of HR namely recruitment as this is my least area of expertise.
To build my confidence as a leader I intend to take part in some ACAS training modules, namely equality, diversity and inclusion, health and wellbeing at work, I have also identified webinars available from Microsoft security on implementing AI effectively in the workplace and how co-pilot can assist with excel data and analytics.
















	
Development plan





	NAME:
	Lindsey Warwick 
	MEMBERSHIP NUMBER:       
	89210554

	COVERING THE PERIOD FROM:
	2024
	TO:
	2025




Planned outcome

Where do I want to be by the end of this period? What do I want to be doing? (This may be evolutionary or “more of the same”.)

	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

	
Greater departmental knowledge, namely recruit as this is my weakest knowledge area


	
Identify training opportunities, shadow managers and be involved in development meetings when possible
	
Departmental management support and guidance and time given to explore
	
Greater knowledge of problems and pressure points of our service division, be better equipped to understand change and pressures and enhance my confidence and knowledge to advise stakeholders and service managers
	


Dec 2025

	
Build my confidence as a leader




	
Advise on extra knowledge and skill and educate my team and build their confidence and understanding, professional courage online learning in CIPD learning hub
	
Learn from other managers and learn valuable further skills when managing a team
	
My Appraisals and staff appraisals
	

Dec 2025

	
Ensure my leadership skills are current and show empathy and understanding to the needs of diversity and inclusion




	
Attend Valuing people course on CIPD learning hub 
	
listen to and understand CIPD learning hub, people practice- Understanding the range of people practices needed to be an effective people professional learning 
	

Feedback from team members and colleagues, ensure expectations are met and honesty continues to be promoted
	


Jan 2025 - completed

	
Complete some CIPD learning plan, namely-Culture and behaviour, technology and people and change module 
	
Embrace the new learning modules, learn up and coming trends and see things from others prospectives, grow as a leader
	
Support my team and senior management where I can
	
Become more confident and knowledgeable and bring that back to my role, adapt my role where needed to enhance
	
Jan 2025 - Completed

	
Gibbs reflective cycle
	
Reflect on my personal priorities
	
Analyse what’s important personally and professionally
	
Reflect on future and possible career development
	
Jan 2025 - completed

	
Equality, diversity and inclusion
	
Embrace and understand different cultures and workplace practices
	
ACAS online learning module
	
Become more knowledgeable and able to adapt an understand everyone’s cultures and beliefs, be able to apply inclusion for all
	
April 2025

	
GDPR, keep up to date with the requirements and implications for individuals and company if not adhered to
	
Attend L&D training day (internally) half day course 
	
L&D learning support
	
Always ensure compliance and be aware of implications
	
Dec 24 - Completed

	
AI and emerging technologies
	
You're invited! Join Microsoft Security Portfolio: Your AI-Driven End-to-End Platform
	
Attend online learning, Microsoft run an interesting one as a webinar
	
Assess strengths and weaknesses with emerging technologies
	
March 2025

	
Payroll/HR year end workshops
	
Attend and ensure legislation and laws are adhere to for next financial year, statutory values are implemented and applied, update working policies
	
Attend conference and available webinars
	
Ensure correct compliance is adhered to, policies are amended, and correct statutory rates are applied.
	
April 25

	
Safeguarding refresher training 
	
L&D 1 day training 
	
L&D support and knowledge 
	
Ensure measures needed and awareness of signs from staff and colleagues and how to report and assist
	
Dec 24 - Completed

	
Basic first aid, office hazards, use of defibrillators, staff health checks 
	
St Johns Ambulance Day courses at Carmarthen Leisure Centre
	
Guidance and learning from medical team 
	
Be more confident in becoming first line response if needed 
	
Jan 25 

	
Managing stress in the workplace and the importance of supporting employees through occupational health 
	
Attend L&D 1 day seminar 
	
1 day away and L&D support
	
Discussions were raised about the need for managers to support and always offer occupational health referral for any ongoing sickness absence – a recent case was raised: case of South Gloucestershire Council v Ms Pavandeep Hundal (2024), Ms Hundal, incurred sickness absence episodes due to her endometriosis. Despite acknowledging that an Occupational Health referral was necessary, the council failed to make the referral. Shortly after her absence, her contract was terminated.
The ET and EAT found that this termination constituted discrimination arising from her disability. The tribunal ruled that the council's failure to refer Ms Hundal to Occupational Health and the subsequent termination based on her sickness absence demonstrated unlawful treatment.
This case underscores the importance of employers considering reasonable adjustments and making necessary Occupational Health referrals to support employees with disabilities.

	

Dec 2024 - Completed















	
Development record





	NAME:
	Lindsey Warwick
	MEMBERSHIP NUMBER:
	89210554

	COVERING THE PERIOD FROM:
	2024
	TO:
	2025



This record sheet is for your guidance only – you may present your development record in any other format.

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

	

Short term goals next 12 months







































Medium Goals 1-2 years
















Long Term Goal - 3 years plus
	
Work towards completion of Level 5 CIPD, broaden my skill set and understanding of the HR function, become a member of the CIPD and gather valuable insights into improving as a PP and listen to pod casts and read publications on up-and-coming trends and insights from industry leaders.

Review current knowledge, evaluate proficiency in payroll processing, HR systems, legislation and ensure compliance, attend webinars and workshops on employment legislation and changes we need to implement

Obtain feedback from team, and will continue to do so, understand where improvements are needed, carry out team workshops and questionnaires, capture feelings in 1-1's and trouble shoot current problems


Document improvements in my skills and knowledge, adjust goals based on industry changes or role expectations







Share knowledge with less experienced colleagues to strengthen my understanding and leadership abilities.




Build knowledge of the HR Function within CCC, spend time in other arears like recruitment and broaden my skill set and understanding of all key arears that drive HR and how People Professionals are able to assist stakeholders and managers and drive success.




Volunteer for special projects, such as system upgrades to gain hands on experience in payroll systems management





Review and analyse the effectiveness of CPD plan



Concentrate on technical expertise and leadership development



Ensure continuous education, experience and continue to learn and grow



Aspire to be well rounded leader ensuring long term success in my career


	
Enhance my learning skills, become a professional in my field






Ensure my current job role is carried out to the best of my ability, ensure learning is ongoing and policies are accurate, and statutory values are adjusted advise my team of any new legislation affecting team 

Understand issues, concerns, be able to address and adapt, adapt to new working practices, listen to what is needed and try and strike a happy medium for both employee and service



Evolve as my post grows and changes, attend webinars on hot trending topics, make use of the learning available on CIPD leaning Hub, if leaning in specific areas needed attend seek internal or external learning to address skill gap




Share my leaning experiences, offer relevant leaning modules and webinars to the team, promote wider learning 




Shadow colleagues, already assisting in introducing team member swops, try and avoid silo working and expertise in one area only, broaden skill sets for the division, it also limits risk arears where we only have a couple of people with expert knowledge





Be involved in new incentives, become an expert and understand needs for change to existing working practices




Look back and keep referring to progress, ensure targets are kept and keep adding to it as needed


Technology has become and continues to influence day to day working life, leaning where this can be embraced and assist, also assess risk areas 


Learning will always continue, CIPD learning hub, ACAS, webinars and internal L&D courses will provide and continue to provide wider prospectives 

Enjoy my working experience, take pleasure in knowing answers to given problems and be creative and continue to strive for improvement
	
Learning ongoing but I have already become far more confident in all aspects of my current duties, reading specific topics have benefited me greatly and writing skills constantly improving 



Investigate family policies, changes are expected with the new labour government, changes and extensions could be given to maternity and paternity leave etc.


Better relations with all team members and wider colleagues, be able to remain approachable and ensure I remain a caring and compassionate leader



study wellbeing modules, ethical practice, business acumen modules 








Enhance wider knowledge and experience in the team, 






Be able to move staff to pressure arears, promote wider understanding and pressures on certain arears







Try and streamline existing practices, change remove outdated methods because that’s how it’s always been done, make better use of staff and maybe apply new technology advancements where possible to cut time and spending


Far more aware of additional leaning tools and methods, hot topics of interest and up and coming trends that may require attention can also be added as additional leaning

The need for change and aim to become completely paperless to assist with hybrid working and retention of data is always securely stored


I will learn and grow; it will promote confidence, and my working experience will be far more enjoyable



Be an asset in any area of the section, try and become a font of all knowledge
	
Continue to research and learn, finish my level 5 and continue with CIPD membership and make use of all resources available





Implement any changes into new policies, work with HR business partners, investigate changes and how it will affect the authority 

Continue to evolve with new ways of working, learning will be ongoing and adapting to change will be a good learning module to brush up on also Implement open and honest conversations in 1-1’s offer flexibility but ensure understanding of work pressures and the need to work to payroll deadlines, constantly monitor and ensure a happy balance is reached

Stay ahead of the game as best as possible, be able to adapt to change and try to be ready 







Staff 1-1’s appraisals, apply leaning requirements and promote and enrol team members on relevant webinars, set aside training blocks ensure knowledge and skill set is building


Training will be an additional pressure on team leaders initially, working on a solution to ensure service doesn’t suffer because of moving staff and shadowing








Learn from my shadowing Listen to staff after rotation, see where we feel arears could be improve, methods could be changed and implement 



The need for one, not only to monitor leaning for the year and longer, ensure I am on track, and I have carried out what I intended


Webinars, workshops, liaise with IT regarding e forms and how we can apply to current systems



Ensure I remain up skilled and able to advise team members when asked


Possibly be promoted or be able to progress my career further
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