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Driving your development

Personal background 
I’m Nadine, a HR Advisor for South Wales Police. I live in Bridgend with my fiancée and two dogs – Monty and Poppy. When I’m not splitting my time between work, studies and wedding planning I like to keep active in the gym or through lovely scenic walks along the South Wales coast. In my spare time I can typically be found reading, admiring the flowers in my garden, or attempting a new recipe in the kitchen. I am almost constantly listening to music or podcasts and enjoy relaxing in the evening by binge watching a series. 


Professional background 
 
HR Helpdesk Agent
South Wales Police
February 2019 – November 2021
· Quickly developed knowledge and skills in general HR practices as well as South Wales Police specific processes and policies as the first point of contact for general queries.
· Provided administrative support on project work including the development of toolkits, guidance and FAQ documents.

Business Admin Level 3
ALS
September 2019 – November 2020
· Gained a base knowledge in HR administrative activities. 
· Gained base knowledge and experience in specialist HR areas including recruitment, talent and learning & development.

CIPD Level 5
April 2021 – November 2022
Colege Y Cymoedd
· Gained a base knowledge of theories and models and how these are used.
· Developed research and writing skills.

HR Advisor 
South Wales Police
November 2021 – Present 
· Providing line manager support and advice on complex queries and cases.
· Interrogating HR data to provide high level analytics and target areas of concern. 
· Supporting and leading administrative staff in project work including research, data, and oversight of the development of toolkits, guidance and FAQ documents.


Post Graduate Diploma – Strategic People Management
October 2023 – July 2025
University of Wales Trinity Saint David
· Developed strategic knowledge and skills in a range of HR related topics.
· Gained a strong understanding of how to implement theoretical learning for practical use.
· Developed research, writing and presentation skills through class and assignment work. 


Introduction 
Most people will reflect on a daily basis without realising, thinking back over situations and actions and considering what could have been done differently (Miller 2020). Gibbs (1988) advises that while feedback from others is valuable, self-assessment is vital for continuous learning and adaptability. SWP has a reflective practice framework in place but it is generally viewed as a punitive and bureaucratic measure, and only undertaken when a performance issue is identified (IOPC, 2022). 
Reflecting on an experience provides context for learning, it is the reflection that helps to develop new concepts and ways of thinking rather than the actual experience itself (University of Hull, 2024). The CIPD (no date a) advise that reflection helps to embed what you have learned and improve your professional practice. They developed CPD logs for reflection through structured questions to give a deeper understanding of the learning:
· What is the learning experience?
· What did you learn from this experience?
· How does this change the way you’ll work in the future?
· What else have you done – or will you do – for this learning experience to have a wider positive impact?

What is experiential learning?
Experiential learning, or reflective practice is the process of learning from experiences and transforming them into transferable knowledge which can be applied in future contexts (Kingkaew et al, 2023). Experiences do not always lead to learning and new insights, engagement with the experience and reflection are needed to develop from it (Beard, 2006). It’s an exercise that can be undertaken in a variety of different ways, such as through coaching and mentoring, self-initiated reflections, management-initiated reflections, peer to peer reflections, and professional portfolios (Tarrant, 2013).

Benefits
Miller (2020) identified benefits to reflective practice as continuing professional development, learning from significant incidents, increasing understanding, improving planning of future actions, improving professional judgement, and improving working relationships. Reflection gives individuals the opportunity to reassess their objectives by broadening their perspectives, and as part of the continuous professional development process it helps to identify development opportunities (CPD, 2024). The experience can be positively improved through trust, avoiding loaded questions, level of skill, and frequency (Tarrant, 2013).

Barriers
Thompson and Thompson (2023) identified barriers to reflective practice which include time constraints, a lack of commitment, organisational culture, a lack of skill, low confidence, a lack of understanding of the process which is supported by Miller (2020). However, they confirm the importance of overcoming these barriers to develop as professionals. (Hargreaves and Page, 2013) also advise that while reflection is beneficial for professional development, the assessment of it can be viewed as contentious. It is important to understand reflection is time well spent, and building trust on the understanding that a person’s reflections are not judged by others, but rather it is a learning experience (Tarrant, 2013).

Models of reflection
Kolb’s experiential learning cycle (1984)
Kolb’s experiential learning cycle (1984) remains to this day the most widely used model under reflective practice (Morris, 2020). It is comprised of four stages, concrete experience, reflective observation, abstract conceptualisation, and active experimentation (Chiu, 2019). The utilisation of Kolb’s cycle has been found to generate more engagement and add structure (Lanigan, 2023).
It is argued that the phases of Kolb’s cycle do not connect with each other and it presents a barrier to successfully understanding and facilitating experiential learning (Morris, 2020). Additionally, the concept of learning styles, on which Kolb’s model is based has been called in to question by various researchers (Seaman, 2008).

Gibbs reflective cycle (1988)
Gibbs framework covers six stages to examine experiences, and due to its cyclical structure it can be used to understand standalone, or repeated situations (University of Edinburgh, 2024). The six stages ask individuals to examine a scenario through the description, feelings, evaluation, analysis, conclusion, and action plan (Kingkaew et al, 2023). Gibbs’ model is considered to be well structured and therefore suitable for individuals to use in reflective writing (Adeani, Febriani & Syfryadin, 2020). Both Kolb and Gibbs’ reflective models are holistic and comprehensive but it is noted that turning them into practical action may be difficult (Sow, Rasiah & Er, 2024).

I have chosen to utilise Gibb’s reflective cycle (1988) for my professional reflections because it is a well-structured framework and it is easy to follow the six stages for a critical analysis of my experiences (Simply Psychology, 2025).


Ethical practice and Situational decision-making

Description: 
An individual informed their line manager of their legal name and title change, along with their change of gender identity to male and using he/him pronouns. The line manager requested support and advice, raising concerns that this person is also autistic and suffers with poor mental health. I provided the line manager with the relevant policy and guidance documents and advised them to complete a discussion document with the individual around how they wanted to be supported demonstrating ethical practice by ensuring the individual’s right to self-identify was respected (CIPD, 2024), (ACAS, 2023). Following this the individual advised they wanted to continue using the female toilets and pushed back when the line manager suggested using the gender-neutral toilets available. I encouraged the line manager to have a further conversation with the individual around the specific reason they did not want to use the general-neutral toilets and it transpired that the reasoning was due to the female toilets being closer and they did not want to walk the additional distance across the canteen to access the gender-neutral facilities, a lack of gender neutral facilities has been linked to fear of harassment, feelings of discrimination, and psychological distress (Huff et al, 2025). The line manager was concerned about the comfort of others and queried whether we could dictate which facilities the individual had access to although at this point there had been no concerns raised by others. I contacted our legal department and the LGBTQ+ network for advice, they were surprised by the individual’s choice and based on their advice I made the decision that we could not dictate which facilities the individual had access to demonstrating situational decision making by balancing policy, legal risk, employee well-being and team dynamics (CIPD, no date b). I provided the line manager with an update and was told the individual had been misgendered by others in the department and was unhappy, this is a common stressor for gender diverse people (Puckett et al, 2021). I further encouraged the line manager to have a sensitive conversation with them about how the individual could reinforce their preferred gender including, but not limited to, not using the female gendered toilets, the individual eventually agreed that this would a suitable solution. 

Feelings:
Initially, I felt confident guiding the line manager with existing policy and guidance despite limited experience and knowledge with any similar cases previously. However, I did experience uncertainty when presented with legal and ethically grey areas, so I reached out for relevant support. I wanted to ensure the line manager and I were acting ethically to support a positive outcome (Kacmar, Carlson and Harris, 2013). I feel I was empathetic towards the individual and their needs, the needs of those around them, and the needs of SWP in general. I did feel a great sense of responsibility with this case due to the sensitive and complex nature of it, in trying to balance inclusivity, legal and ethical obligations, and ensuring psychological safety for everyone involved (Edmondson, 1999).  

Evaluation:
I believe the response from myself and the line manager was proactive in ensuring a structured support plan was put in place. I encouraged the line manager to have open conversations with the individual which I feel helped them reach a mutual understanding and this also helped us understand how to support the individual’s gender identity. I believe I demonstrated my commitment to inclusive practices within SWP and due diligence by consulting legal contacts and the LGBTQ+ network for further advice and guidance and considering SWP values, mission and code of conduct in decision-making (SWP, no date a).  
However, the initial confusion and debate around the individual’s choice of facilities could be viewed as invalidating their gender identity, this idea is generally supported by Hennekam and Köllen (2023) who found that gender transitions are usually supported in workplaces when they result in unambiguous and stable gender expression, as this case did not follow that it caused confusion and discomfort to most people involved.

Analysis:
This was a complex scenario, the priority was to protect the individual’s rights and respect their wishes, however the misalignment between their gender identity and choice of facilities caused some ambiguity, leading to misgendering. While legal guidance and case law was limited in this particular situation, the encouragement of open dialogue helped the individual and line manager develop an outcome that suited all parties (Stonewall, 2022). In hindsight, this has made me consider organisational culture in SWP, the team in this scenario has its own clear micro-culture which is difficult to penetrate, this did create some additional barriers to the process and per Denison’s culture model areas such as consistency and participation need to be assessed on a deeper level (Denison, 1990).

Conclusion:
I advised and guided the line manager to treat the individual ethically and sensitively. I sought specialist advice where needed to influence my decision-making, and where that specialist advice was limited, I tried to make decisions that would achieve the best outcome based on the information I had. In hindsight I could have used a decision making model such as the OODA loop to weigh the options (Ryder and Downs, 2022).

Professional courage and influence and Valuing people

Description:
An individual approached me in distress due to interactions with their line manager. They disclosed to me that they had ADHD and autism, following a thorough conversation they consented to me contacting their line manager. During my conversation with their line manager, it became evident they lacked awareness of neurodiversity and had not made any reasonable adjustments, as an outcome we agreed to hold a reasonable adjustment meeting (ACAS, 2025a). I provided an update to the individual and directed them to internal support including the SWP Neurodiversity Network, neurodiversity advocates, and asked them to complete a strengths analysis to assist in the reasonable adjustments conversation (SWP, no date b). The line manager cancelled the reasonable adjustments meeting with short notice and appeared disengaged with the process, it is noted that managing neurodiverse employees can be emotionally laborious without sufficient time, skill, autonomy and support (Richards et al, 2019). The individual raised a complaint regarding their treatment by line management and colleagues, they did not want to submit a formal grievance and was hoping for an informal resolution so I contacted the second line manager to discuss (Iqbal, Volpone and Piwowar-Sulej, 2024). The second line manager advised they would investigate and resolve, however I was not provided with any updates or included in any conversations that took place. The individual requested an update from me a few weeks later despite my impression that the second line manager was now taking this forward, it was clear the issue had stalled. I apologised to the individual for any misunderstandings and re-engaged with all parties involved demonstrating professional courage and influence through escalating the concerns and re-engaging when no outcome was achieved (CIPD, no date c). I again impressed the importance of a reasonable adjustments meeting with the line manager and I linked in with the individual’s new neurodiversity advocate to discuss the difficulties and update them on progress. I rescheduled the reasonable adjustment meeting including the neurodiversity advocate in the process, the meeting was productive and a series of adjustments were agreed and established, showing I value people through advocating (CIPD, no date d). Regarding the compliant, I discussed the option of mediation but the individual did not feel this would be suitable so I discussed the process of putting in a formal grievance which they decided to do (CIPD, 2020). While the grievance investigation remains on-going the reasonable adjustments have been successful to date and have been reviewed on a regular basis.

Feelings:
When the individual first contacted myself, I had started working on a neurodiversity toolkit and researching the different traits and challenges so I felt empathy when they were expressing their concerns and frustrations. I felt disappointment towards the line management due to their lack of understanding and proactiveness throughout, considering it is estimated between 15-20% of adults are neurodiverse (McDowall, Doyle and Kiseleva, 2024). When the individual contacted me for updates, I felt responsible and accountable to ensure the issue was resolved but also slightly helpless that the management had not kept me in the loop. I felt relieved when the adjustments were implemented and most of the issues were resolved.

Evaluation:
I believe I was pro-active in my approach to resolve the individuals’ issues and I made good use of internal resources. The reasonable adjustments were eventually implemented and the neurodiversity advocate helped improve the quality of the conversation. 
However, there was a lack of awareness and pro-activity on the part of the line manager which added to the individuals distress, the line manager was new to the team and this may have contributed to some of the issues per Tuckman’s team effectiveness model (Tuckman, 1965). In hindsight, on realising the line manager lacked knowledge and possibly confidence in dealing with this I could have used a coaching model such as GROW to help the line manager through it (Whitmore, 2017). The delay and lack of communication with the individual likely contributed to them feeling unsupported by SWP. 

Analysis:
This situation highlighted the serious lack of awareness and understanding of neurodiversity in SWP. What should have been a straight forward implementation of reasonable adjustments was drawn out, over-complicated and became a stressful experience for the individual. This situation was at odds with the CIPD’s inclusive leadership model (ENEI, 2011). I believe the individual likely would not have progressed to a formal grievance had the reasonable adjustments been discussed at an earlier stage.

Conclusion:
I took a large share of the responsibility in this case where it should have sat with the management. I did have to advocate a lot for the individual initially and became their point of contact in trying to resolve the issues. This case exposed a weakness in how informal complaints are handled as there is no set process, going forward this would need a lot more monitoring (ACAS, 2024a). It also shone a light on how neurodiversity is understood by management in this team specifically and evidenced the need for training which is already provided in-house (McDowall, Doyle and Kiseleva, 2024).

Working inclusively and Commercial Drive

Description:
I was asked by senior management to assist in the development of a neurodiversity toolkit along with scoping various training packages for the force and the possibility of introducing workplace assessors (ACAS, 2025b). At the same time, I was beginning a research project as part of the CIPD Level 7 course, I decided that basing my research around neurodiversity would be positive as I could use all my learning for both the research project and to help inform the toolkit. This was also an area that I was developing more of a passion for as I was starting to come across more neurodiversity cases and was realising that line managers were generally not educated on the subject and struggling to support their staff (Richards et al, 2019). I began researching the topic and decided to create a survey for the SWP Neurodiversity Network to gain insight and feedback on their experiences, when developing the questions for the survey I linked in with the network chair and the project lead to ensure they were suitably worded and took their feedback on board (Thriving Autistic, no date). I found the results of the survey really impactful and this helped me to understand the issues that needed to specifically be addressed within the toolkit, demonstrating an inclusive working style through collaboration and gathering diverse perspectives (CIPD, no date e). I also linked in with our Estates and Procurement departments who hold the detail of what equipment and software had been previously provided through reasonable adjustment requests to gain insight into the common adjustments SWP provides, and ICT provided an overview of standard accessibility features available on all systems. Once the toolkit had been drafted it was circulated to stakeholders within the organisation for feedback, with mostly positive feedback being received, but all relevant changes were actioned, utilising William Deming’s PDCA cycle (1986). I published the toolkit on our internal intranet during neurodiversity celebration week in March 2025 with an article about the support available. Since the launch of the toolkit, I have received further positive feedback from line managers and I showed commercial drive throughout with aligning work with organisational priorities, supporting operational effectiveness, and using internal resources (CIPD, no date f).

Feelings:
I felt motivated and interested in the work as it aligned to personal interest and I could link it to academic progress. I felt passionate about increasing awareness for line manager and support for employees. I did also feel pressure as it’s a subject area with still quite limited research (Rollnik-Sadowska and Grabiñska, 2024), but I needed to produce something of value to the organisation. I felt proud on receiving the positive feedback from stakeholders and line managers who utilised the toolkit.

Evaluation:
The overall outcome of this project was positive for both SWP and myself in terms of my knowledge and academic development. I identified key stakeholders using the power-influence matrix to fully understand the needs and expectations, and tailor my engagement with them (Zhu et al, 2024).. The use of the survey was really impactful and helped the development of the toolkit based on lived experiences, when considering this in line with Maslow’s hierarchy of needs it supports neurodiverse employees meet ‘belonging’ and ‘esteem’ needs (Maslow, 1943). 
One of the biggest challenges for me was balancing demands of academic research and organisational priorities but the overlap of objectives helped with this. 

Analysis:
Through engagement with individuals in the neurodiversity network I could ensure the information in the toolkit was based on practical insight. The survey results highlighted a knowledge gap for line managers when supporting neurodiverse employees and this further links to the JD-R model (Demerouti et al, 2001), sighting role demands without adequate supporting resources leads to burnout. The toolkit supports line managers just as much as neurodiverse employees to increase confidence and reduce stress.

Conclusion:
I consider this project an overall success, both within the organisation and for my academic progression. My knowledge and skills have been enhanced in neurodiversity generally, but also my research and presentation skills. Overall, this links to Ulrich’s (1996) HR Business Partnering model as I acted as a strategic partner, a change agent, and a champion for employees. There is still more work to be done to further develop line managers knowledge in this area through possible training programmes, introducing workplace assessors eventually, and developing further guidance documents.

Passion for learning and Insights focused

Description
I was asked to mentor the new members of the helpdesk team. I was not their direct line manager but I did handle the day-to-day queries and issues within the team. On a monthly basis I ran reports to understand and assess performance, any areas of concern and learning opportunities for the team. I then held monthly one to one’s with members of the team to discuss development opportunities and provide constructive feedback based on data insights which is shown to motivate employee creativity (Thuan, 2021). I identified that one member of the team was logging far fewer ‘incidents’ on the system which was a cause for concern. I first assessed why they might have fewer incidents such as if they had been abstracted or taken leave that month, I raised my concern with their direct line manager who advised they were happy for me to address the issue myself (ACAS, 2024b). The data only showed a reduction in incidents for one month, I wanted to keep an open-mind and I did not feel I had enough evidence to identify a performance issue. In line with Goleman’s emotional intelligence model (2024) I reinforced the requirement to log all incidents and queried with the individual if there were any barriers, my goal was to always maintain psychological safety within the team so I did not want the conversation to end negatively (Edmondson, 1999). They accepted they had not logged as many incidents, took the feedback on board and improvements were noted the following month. This scenario demonstrates how I have used data insights to understand performance concerns and used them for evidence-led feedback and development (CIPD, no date g). From this I also implemented bi-weekly team meetings to provide updates and reinforce key performance messages, as well as using the opportunity to discuss and brainstorm ways of improvement and innovation. I would also hold weekly upskilling and development sessions on topics that were identified as knowledge gaps through the data insights as well as new or changed policies and procedures. For these sessions I would identify the subject matter expert and arrange for them to provide a short input to the team, I collated specific questions from the team beforehand and provide these to the subject matter expert so I could ensure these areas would be covered. I also sat in on these up-skilling sessions to improve my own knowledge demonstrating my passion for learning (CIPD, no date h). Following the sessions I would touch base with the team to assess the benefits of the input, if any further upskilling was needed on the topic and what other topics they felt they could benefit from inputs on which follows Kolb’s experiential learning cycle (1984). 

Feelings
I felt a lot of pride in being asked to mentor the helpdesk and the new team. I was concerned when I discovered the dip in performance with one member of the team and I was unsure initially how to approach it as I was not their direct line manager but I feel I handled it in a supportive manner. I felt motivated and productive in arranging upskilling sessions for the team to develop them professionally and found it satisfying when noticing improvements in the teams knowledge (Demerouti et al, 2001). However, I also felt overwhelmed at times with the responsibility of upskilling the team and helping them day to day as well as managing a busy portfolio area and other project work.

Evaluation
I utilised data to support development and address performance issues early. The regular one to ones, upskilling sessions, and team meetings helped to provide a psychologically safe environment for individuals and the team to raise concerns with me, find solutions and receive my feedback (Edmondson, 1999). There were challenges in understanding my full responsibility for both myself and the team, as I was not the direct line manager but I was responsible for any day to day queries the team had and I was the first point of contact for them instead of their line manager.   

Analysis
This responsibility helped me learn more about using data to gain insights into performance, and how to use data to support development. It also highlighted the importance of feedback and supportive feedback styles, I used the feedback sandwich approach as my default style but I have since learned this is likely not the most supportive or best regarded framework (Lewis, 2020). The mentoring role required a lot of balance and prioritisation which I initially struggled with as at the start with the new team they needed a lot of assistance but as the team became more established, I was able to balance my other priorities better. I do think I could have adopted a better coaching style such as utilising the GROW model (Whitmore, 2017).

Conclusion
Through this experience I have learned more about the importance of people analytics to monitor performance and provide tailored feedback, supporting better decision-making and impactful conversations (CIPD, 2025). Addressing performance concerns early was definitely the right thing to do, I have witnessed a delayed approach to performance management previously and have seen how frustrating and difficult those situations can be (ACAS, 2024). 
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	Learning/Development need
	Actions
	Support
	Timescale
	Measure of success

	I will maintain my own knowledge of case law surrounding gender reassignment, and cases within SWP to understand any changes in process, law or guidance and support line manager confidence in these situations and conversations (ACAS, 2023).
	· Regularly check case law updates through CIPD, People Management and Daniel Barnett. 
· Confidentially discuss gender transition cases with colleagues to share best practice.
· Stay informed on any policy and process changes but regularly checking the policy and guidance documents.
	· Peer support through conversations with colleagues.
· Line manager support to discuss issues with processes. 
· Access to case law updates.
· Time to research and digest information.
	Immediate and on-going
	· Having more confidence in advising on gender reassignment cases.
· Line managers having more confidence to act on my advice.
· A smoother process for the individual and line manager (Hennekam and Köllen, 2023).

	I will develop conflict resolution skills and mediation skills to be better equipped to support informal resolutions to complaints and quicker outcomes before they escalate to formal grievance processes (ACAS, 2024).

	· Assess what courses/training are available internally.
· Gain authorisation for line manager to undertake courses/training.
· Undertake own research through reading relevant books and guidance.
· Practice and develop skills.
	· Line manager support and approval.
· Time to attend courses/training.
· Time to undertake own research.
	1-2 years
	· Reduced number of informal complaints escalating to formal grievances.
· More confidence in advising on complaint resolution. 
· Quicker resolution to complaints (Hamilton Nash, no date). 

	I will gain development at a HR Business Partner level for projects, policy development, and day-to-day working practices to build knowledge and credibility with line managers and stakeholders (Ulrich, 1996).
	· Assess what courses are available through CIPD.
· Gain line manager buy-in for development.
· Put self forward for project work and show interest or request opportunities to lead.
· Show interest or request opportunities to be involved or lead on policy development.
	· Line manager support and approval.
· Time to attend CIPD courses. 
· Time to take on additional project or policy work. 
	Up to 3 years
	· More self-confidence in own work.
· Better knowledge and understanding in full processes of policy development (Demerouti et al, 2001).

	I will develop my leadership skills through attending leadership courses to enhance my confidence and understanding when mentoring or managing others to create a psychologically safe culture and improve my own wellbeing (Demerouti et al, 2001). 
	· Gain authorisation for line manager to undertake courses.
· Enrol on internal leadership courses, attend and engage with the content. 
· Practice and develop skills.
	· Line manager support and approval.
· Time to attend courses. 
	1 – 2 years
	· Increased confidence when mentoring or managing. 
· Understanding of theories and models.
· Coaching and mentoring skills.
· Ability to prioritise and reduced feelings of overwhelm (Goleman and Cherniss, 2024).
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