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Task 1.

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

AC 1.1

Professional is the demonstration that a person is a capable and reliable worker by exhibiting competencies that align with the competency framework of their chosen professional field, such as the skills, knowledge and behaviours that lead to successful performance as well as having the professional credentials, experience and qualifications to execute their role to high standards (CIPD, 2021 (b)).  

To be respected as a HR professional, it is important to have the expertise to make informed choices and decisions in a fair and equitable manner. A HR professional is involved in business strategy, planning, development as well as conflict resolution and promoting company values and having the relevant Business and HR qualifications, such CIPD level 3/5/7, facilitates the required expertise and it is also important to exhibit moral and ethical behaviours to build trust and respect and comply with the CIPD Professional Code of Conduct (Taylor & Woodhams, 2022 (a) P145). How HR professionals conduct themselves, behave and present themselves in a business setting contributes to how their professional integrity is perceived (MindTools (a)). Looking professional is important in maintaining a professional image. You only get one chance to make a good first impression and right or wrong, judgements on ability are made on appearance. It is important to ensure clothing and personal grooming reflects the company and profession standards and is important in maintaining professional reputation (Indeed, 2023).

In HR, professionalism is the ability to apply moral integrity and situational judgement in the face of conflict between stakeholder ethical values, whilst using professional knowledge and competence to resolve, for example in Manager versus Employee conflict situations (CIPD 2017 a)). Working within a code of conduct in decision making, HR professionals consider both Utilitarianism or Deontology theories to determine the right thing to do for that circumstance, whilst considering the consequences and whether they will be unethical (Taylor & Woodhams (2022, (a) P153). 

A professional HR practitioner promotes Good Work (CIPD, 2020 (b)) and ensures fair and equitable recruitment practices are being carried out and acts in the best interest for all stakeholders and are accountable for their actions. It is essentials for a HR Professional to practice continued ‘re-validation’ through CPD to maintain their professional skill level and status (CIPD, 2015 (c). 

 

2) Explore how the role of a people professional (either a generalist or a particular specialist) is evolving and the priorities this raises for continuing professional development (CPD) (AC 3.1)

AC 3.1

Globalisation and technological advances see traditional business models becoming increasingly outdate, as working in a Volatile, Uncertain, Complex and Ambiguous (VUCA) world, requires more agile and flexible business models to adapt to rapid change. Now more than ever, HR professionals are acting as Change agents and it is important for HR professionals to continually develop communication and listening skills in order to support employees through the change cycle (Taylor & Woodhams, 2022 (a) PP 65-70). It is also vital that HR professionals continually develop their own and stakeholder resilience to change (CIPD, 2021 (c)).

The advancement of technology and automated HR systems and processes means that HR are becoming less office-based, process-focused and have more time to focus on employee wellbeing and engagement initiatives to support business growth, taking a strategic approach to employees L&D to engage, motivate and retain talent (CIPD, 2020 (c)). 

The Covid-19 pandemic accelerated remote and hybrid working as well as a shift in the ‘typical employment relationship’ with employees seeking greater flexibility (CIPD, 2020 (a)). Coupled with Brexit, labour market talent shortages and the cost of living crisis, employees are in a strong position to bargain. These challenges are still evolving and is important to keep abreast of developments and implement changes if the need arises (CIPD, 2020 (c)).

Equality, Diversity and Inclusion (EDI), changing demographics and employee wellbeing are high profile topics (CIPD, 2020 (c)).  HR professionals need to be fully knowledgeable in EDI and wellbeing initiatives to be active promoters, whilst considering the change in audience to facilitate two-way discussions for better organisational outcomes. 

As well as being useful for feeding in to the organisation strategy, a HR professional should, as part of their CPD, horizon scan (CIPD, 2022 (c)) to determine how emerging trends may develop and understand knowledge gaps at an early stage. 











3) Discuss the concept of ‘ethical values’, and how at least three ethical values that you hold personally, impact (or could impact) on your work as a people professional. (AC 1.2)

AC 1.2
HR professionals must lead by example and safeguard employees and the organisation from unethical behaviours or decisions that can have significant impact on employees and the reputation of the organisation (CIPD, 2019, (d)).  As a HR practitioner, my personal ethical values and principles have to align with organisational ethics and practices for my own continued engagement and wellbeing. 
Identified from (CIPD, 2022 (a)), three ethical values that I hold, are Respect, Honesty and Integrity. I believe no matter the situation, a person’s level of  employment or personal beliefs it is important to me to treat them with respect for their own self-worth, dignity and in the interest of fairness and to demonstrate that their contribution and voice matters.
Integrity is reflected in that I am reliable, confidential, responsible and hold myself accountable for my actions. From recruitment practices to investigations, I am totally transparent and am conscious of my own as well as colleague and business partners’ unconscious bias and will become dogmatic in my methodology and style where there are signs of unethical behaviours or judgements.
In grievance situations, I will gather the best available evidence in my investigation in order to make the most appropriate ethical decision to either uphold or refute allegations. In situations where evidence leans towards upholding a grievance allegation, my ethical principles of integrity and honesty in the interest of fairness will see a deontological (Goldstein, 2013) decision of disciplinary sanctions in line with company values and codes of conduct. Where evidence refutes an allegation, I will take a more utilitarianism approach (Goldstein, 2013) to try and resolve the conflict and mend working relationships through mediation and support to benefit all parties. 
I believe it is important to be honest (not unkind) as it facilitates open and transparent discussions, with no hidden agenda to establish a relationship of mutual respect. For instance, in Long Term Illness situations, being open and honest with regards to the possible risk to employment and options available demonstrates my full understanding of the situation, creating trust, allowing for my offers of help and support to be accepted as being authentic. 










4) Explain why it is essential for people professionals to contribute confidently to discussions, and ways of doing this that are (AC 1.3):
· informed
· clear 
· engaging
AC 1.3

One of the core behaviours of the CIPD professional map is professional courage and influence. HR are the leaders in communicating and implementing new corporate strategic visions, operational policies and business cases and have to confidently present an effective proposal to persuade and influence key stakeholders to gain buy-in (Taylor & Woodhams, 2022 (a) P68). Interviewing skills, resolving employee disputes and performance & capability management also require the ability to confidently discuss, influence and actively participate in negotiating and resolution.

Using credible evidence to be informed (Barends, et al. 2014) provides substance, demonstrates expertise and credibility whilst providing context to enhance engagement and ability to influence. Being informed assists HR professionals to be able to contribute to the overall objective and confidently challenge and provoke questioning if necessary and ensures that HR have an established representation participation in the decision making process to persuade and influence for a balanced, inclusive, fair and ethical outcome (Taylor & Woodhams, 2022 (a) P161-166). 

It is essential that HR professionals communicate clearly, both verbally and in writing using the correct terminology, tone, volume and pace and pitch for the audience to avoid misunderstanding and remove barriers to encourage contribution. It is also important to use positive body language and facial expression and be self-aware as according to Mehrabian’s Communication Model (Mindtools, nd. (b)) only 7% of the message is conveyed by words, the remaining 93% is made up of tone and body language. 

It is useful to build trust in order to be able to influence and it is therefore useful to get to know your audience to create rapport, be approachable and maintain eye contact (Csoti, 2008, P76), whilst applying emotional intelligence to inspire, motivate and engage the audience (CIPHR, 2018). Active listening skills (Covey, 2004 P 236-247) provoke confident questioning to seek to understand and draw out responses to paint a full picture and where necessary challenge to avoid poor decision making or outcome. 











5) Discuss when and how to raise concerns when issues such as organisational policies or leadership approaches conflict with ethical values or legislation. (AC 1.4)

AC 1.4

It is the role of the HR professional to exhibit moral and ethical behaviours to build trust and respect and comply with the CIPD Professional Code of Conduct (Taylor & Woodhams, 2022 (a) P145), and it is the role of People Professionals to create a safe environment for employees and stakeholders to feel they are able to speak up and to raise any concerns or issues (CIPD, 2021 (j)).

All employees and stakeholders have the right to raise issues in a formal and informal manner at any time to management or to HR on a one to one basis or during meetings. Encouraging an open culture of employees being able to raise issues or grievances against one another and/or management and use their voice (CIPD, 2022 (f)) facilitates a more positive outcome as concerns are raised internally and have the best opportunity of being resolved rather than escalating.  Speaking up is easier said than done for fear of repercussions, especially if having to speak up against unethical leadership actions or matters of illegal practice, therefore having an open culture and a ‘speak up’ policy will allow for high ethical standards and avoid integrity risks, as the issue is evolving or happening (CIPD, 2020 (c)). 

If matters are not resolved by HR, there is the option of Whistleblowing under the Public Interest Disclosure Act 1998 (PIDA) that publicly occurs after the event causing damage to organisational reputation. Although beneficial to avoid, it is important to have a Whistleblowing policy and guidance in place to develop a culture to encourage employees to feel confident to make a disclosure (CIPD, 2021 (d)).

My moral compass and ethical values of fairness and integrity have seen me raise issues against unethical management practices including bribery, falsification of records and bullying. I ensure that all matters raised to me by employees, whether formally or informally have sufficient evidence collated to corroborate (or not) and are dealt with discreetly, sensitively and confidentially. 
















6) Provide a robust argument for ethical people practice that is supported by academic theory and details both the business and human benefits of people at work feeling included, valued and fairly treated. (AC 2.1)

AC 2.1
Employee motivation and engagement derives from the feeling of psychological state experienced (Taylor & Woodhams, 2022 (b) P231) by employees of feeling valued, included in decision making, treated fairly, rewarded, a feeling of inclusion and that the employer/employee power dynamics are equal, allowing for employees to have an influence over their work, development and self-determination (CIPD, 2018). In return, satisfying these factors are linked to enhanced performance, productivity, commitment and retention. Thus benefiting the company because of improved organisational climate resulting in reduced retention rates, a greater sense of employee wellbeing, reduced stress and giving a competitive advantage and a reputation of being an employer of choice as well as helping to achieve company goals (CIPD 2021, (e)).
This is supported by Herzberg’s Two Factor Theory, that is founded on two needs factors, they are: Motivators; considered to lead to satisfaction and include meaningful work, achievement, growth and recognition and Hygiene factors; that are considered to be negative factors that lead to dissatisfaction, including policies, working conditions, job security, rewards, pay, relationships (including perceived differences with others) and supervision (MindTools, nd. (d)). Thus drawing attention to factors of motivation that that are not directly associated with the work itself, reinforcing that being treated fairly, valued and included benefits both employee and employer. 
Having clear, ethical people practice policies, procedures, performance rewards, robust recruitment practices as well as wellbeing initiatives and ‘speak up’ channels permits an open, transparent, honest and trust culture (CIPD, 2022, (i)), thus strengthening the psychological contract and sense of wellbeing, resulting in positive attitudes and behaviours (CIPD, 2022 (f)) and the advantages of this is that it leads to less conflict, lower absence levels and enhanced productivity. 











7) Drawing on your own or a hypothetical example of providing a people practice solution to meet a particular need or introducing a new policy or initiative, describe:
· strategies for designing the solution/initiative so that it will be inclusive
· strategies for checking that, when in practice, the solution/initiative engages and meets the needs of all those it is aimed at. (AC 2.2)

AC 2.2 

Objective: Based on qualitative evidence from staff survey on On-Boarding experience, design and implement a ‘From Day 1 to 100’ Induction Programme for new and promoted employees as a solution to enhance experience, motivation, engagement, inclusion, commitment, job satisfaction and improve retention.

Kotter change model explains that employees, managers and stakeholders need to understand the ‘why’ behind new initiatives and how it affect them and are more willing to accept and support the initiative if they feel that they have been included and involved in the decision making process (MindTools, nd. (h). Therefore for inclusivity and facilitation of valuable evidence for business case, carry out cross sectional focus groups to gain real insight into induction experiences and what can be improved on. A Stakeholder Analysis is necessary to identify key stakeholders and examine who will be impacted the most, in this case Managers, potential mentors and L&D, who can also provide expertise and valuable insight into how the project will work in reality and highlight areas to focus on . Identify their needs, brainstorm and map the results against the core requirements of the initiative to determine how and when to communicate (MindTools, nd. (f)). Not only will this promote the success of the initiative but facilitate inclusion for all parties concerned and the wider organisation. Also communication with the wider workforce of the intention to implement and the reasons why facilitates buy-in and a feeling of being included.

Once implemented, carry out feedback forums with key stakeholders to understand in reality how the project is working. Carry out a pulse survey and focus groups with all new recruits, their manager and supporting mentors and compare against previous data and continually review data against to determine whether the initiative is working and pivot where necessary. A cost benefit analysis against labour and training costs with retention and engagement data will determine whether there is a return on the investment (Taylor & Woodhams, 2022 (a) P135) and whether adding any value. 











Task 2.
ACTIVITY 1 (AC 2.3, AC 3.2). Using a range of information, including feedback from others, assess your practice against the FIVE CIPD Profession Map core behaviours listed below.   The 5 core behaviours (all to be selected at associate level) are:

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

Evidence to be presented: 
· In the main body of your assignment, write a short summary (approx. 150 words), of the information used to inform your assessment 
· Add your assessment pages as an appendix. 

AC 2.3      My Self-assessment can be found at Appendix 1.

AC 3.2      

[bookmark: _GoBack]To inform my self-assessment (Appendix 1.), I studied the CIPD Professional Map Core Behaviours as well as using the knowledge learnt whilst carrying out my studies including CIPD facts sheets, the core text books (Taylor & Woodhams, 2022 (a + b)) and wider reading around the subjects. I also spoke with peer group colleagues to gain a perspective on how my practices relate to the CIPD Core Behaviours as well as two of the Operational Managers I provide HR support services to on a regular basis. I also asked my line Manager, who is the HR Manager for the Directorates we collectively support and this gave me a greater insight into my practice in comparison to the Core Behaviours (Appendix 2.). I therefore reflected on the feedback received to be able to score myself.  


ACTIVITY 2 (AC 3.3) Having identified your main development needs in relation to these 5 areas, formulate appropriate development activities to meet these needs and add these to your professional development/learning plan. 

Evidence to be presented:
· In the main body of your assignment, write a short explanation (approx. 250 words) for your choice of development activities 
· Add the relevant pages from your development/learning plan as an appendix. 

AC 3.3 My Learning Plan can be found at Appendix 3.

Although the feedback I received on my practice in relation to the CIPD Core Behaviours is positive, I can see where there are gaps in my knowledge and skills and where my manager has specifically shown bias as she wants to motivate by praise. The nature and hierarchy level of my role as a HR Adviser does not allow for strategic input or influence and often means that I am working alone in a silo and as workload is high, it is easy to lose sight of the bigger picture and how I can enable my own development and opportunities . For this reason I do not feel that I work as inclusively as I would like or should and recognise that I would benefit from working alongside peers more regularly to learn from their approaches to similar issues and their communication styles. It would also be of benefit to in other Directorates to gain insight of industry/department specific issues, for instance the retention strategies for Refuse workers and the mental health issues in Social Care and for these reasons I have added an activity to my learning plan to facilitate this. Alongside this, I have listed an activity to learn to be more assertive when it comes to my own professional development and enhancement and also when I have an opinion or ideas that I would like to put forward. With this in mind, I would like to have more confidence in myself to be able to contribute and feel less inferior and have chosen the activity to read Stephen Covey’s, 7 Habits of Highly effective People in the hope to develop confidence and ability, to be less emotionally connected and more strategically minded. To also facilitate this further, I need to attend more online and Networking HR update events to develop knowledge through self-directed learning.




































ACTIVITY 3 (AC 3.4) A key element of CPD is reflecting on the impact of our learning, so that we can make further decisions about how to progress. Select 3 formal or informal development activities you have undertaken over the last 12 months and reflect on how each of these activities has impacted your behaviour and performance.  (Consider how effective the activity has been and the extent of its impact. You might also consider what new needs or action points the activity raised for you.)  
Note: this reflection is retrospective and not connected to the activities planned in activity 2 above. 
Evidence to be presented:
-    Written reflections on 3 development activities (approx. 750 words)
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AC 3.4 (2) 
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AC 3.4 (3) 
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Appendix 1.
AC 2.3 Self-Assessment on the FIVE CIPD Profession Map core behaviours
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Appendix 2.
Line Manager Feedback Assessment
Assessment of Melanie Thomson in relation to CIPD Core Behaviours
	Core Behaviour 
	Assessment 

	Ethical Practice
Ethical practice is the application of ethical values in organisational behaviour. It applies in all aspects of organisational conduct, including corporate governance, employment practices, stakeholder and business partner relations, and issues of product and corporate responsibility.

	When supporting managers and staff alike, Melanie always operates in a professional manner. She is very open and honest in her discussions with others, yet respectful and fair making sure everyone is clear of what is expected of them and what the organisation can do to support, always doing her utmost to get the best possible outcome for all parties concerned. 

The excellent feedback I receive on her work practice is that people full supported and have confidence in her knowledge and approach. She is happy to be challenged and will respond in a clear and kind manner to others who may feel aggrieved or upset.

Overall managers feel supported by her and staff feel they have been listened to both of whom trust and respect her integrity and professionalism.  
 

	Professional Courage and Influence
Professional and personal courage to speak up when it’s the right thing to do, even if you anticipate or experience resistance or opposition. This, teamed with skills in communicating and influencing others, is important in a range of situations, including making a case for change, taking responsibility for mistakes, and challenging the behaviours of others.

	Melanie, will always speak up where appropriate and is not afraid to speak her mind, particularly if she thinks something is unjust, unfair or incorrect.  However, in saying this, she is also very aware of when and how to speak up and will not undermine others or make them look foolish and demonstrates a high degree of tact and diplomacy.  She will either gently challenge at the time and put forward her view in a clear and logical manner, so it is easily understood by the recipient, or she will wait until after a meeting to either speak to an individual or if necessary refer a matter to me as her manager, to communicate concerns in the appropriate manner. 

I really value her judgement and input as I know she will always give thorough and clear consideration when speaking up and will listen to an alternative view but will not simply give up if she is not satisfied with the response. Saying that she also knows when to say that her view still differs but that she accepts the alternative view or opinion given and whilst still sticking to her principles will graciously agree to differ and will defer to the a senior managerial decision if necessary, whilst having had an opportunity to put her view across.
 

	Valuing People
People are listened to, and enabled to work together. Key role in working collaboratively and inclusively, as well as encouraging, facilitating and setting up cross-boundary working, building high-trust relationships, and managing conflict constructively. 

	Melanie is exceptionally patient and skilled at handling situations that require mediation but at the same time will not let them drag on and become unmanageable. She is focused whilst ensuring everyone has their say and facilities and empowers them to put their own solutions in place. 

She also highly skilled at coaching and encouraging managers in handling  HR matters and sometimes supporting with operational ones, giving them the tools to handle difficult situations relating to their staff themselves or being on hand and involved if they are struggling or feel out of their depth.  I know all managers appreciate this support and are very grateful for it and have learnt from her behaviours and develop best practice from working with her.







	Working Inclusively
Show sensitivity and respect to others; Demonstrate openness to diverse views and opinions; Build positive working relationships with immediate colleagues; Share data and information to inform work in your area, Equality, Diversity and inclusivity (EDI).

	Melanie has conducted some excellent work supporting neurodiverse members of staff in the workplace and has also identified that we are lacking in appropriate staff awareness when it comes to this subject area, having sought to research this for me. As such we hope to do some joint training with the Trade Unions on this very matter.

Melanie is very open to diverse views and opinions and will assimilate them with her own and ask pertinent questions and engage with others in order to understand those views and is willing to be convinced as long as this is backed up with evidence or a fair argument. Please see Professional Courage & Influence above.


She is also very keen to share her knowledge, resources and data with others to help them in their work and works well within her peer group of Employee Relations Advisers, always been pleasant and open to discussing and helping others. She is also highly respected by senior managers within the HR team who recognise her strong work ethic and willingness to help as well as her mature and measured approach to her work. She is incredibly hard working and goes out of her way to help everyone she comes in contact with through her work.


	Passion for Learning
Commitment to ongoing development is a core element of professionalism, behaviour focuses on how to enable own and others’ continuing professional development.

	Whilst already very knowledgeable and experienced Melanie is always keen to update and refresh her knowledge as well as learn new information or ways or working. She also takes it very seriously and Is not happy until she can be sure she has totally understand something new and will question and check her understanding to make sure she has got it correct. At all times she wants to do everything to the best of her ability, so will ensure she has the correct understanding of a system or situation before taking something on.  

When in a learning situation she easily engages with others and asks questions or seeks clarification which not only supports her own learning but also that of others around her who benefit from her engagement in learning situations. 
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AC 3.3 My Learning Plan
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Whilst dealing with a performance and capability issue relating to an
employee, | was focused on the operational impact of their drop in
performance and how this was impacting on the wider team and
organisation s opposed to the ‘Why’ there had been a change in
performance output and productivity. Having gathered information and
evidence from the department manager, | prepped for the meeting with
the intention of going through the issues and focussing on ways on how to
bring performance back up to standard, including a performance
improvement plan. Although aware that there may be work related or
home issues contributing to changes in performance, the manager had
assured me that they has ascertained that there were no contributing
factors. With this is mind, I failed to ask the employee myself resulting in
the employee becoming distressed at the situation during the meeting.

What did | learn?
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I learnt that as part of my practice, regardless of the information provided
by the manager, to ask my own questions, create a rapport and a sense of
trust and remember to always show empathy, as there will always be a root
cause for any drop in performance. Once | asked the manager to leave the
meeting, | was able to gain an understanding of the workload pressures the
employees was under and that in fact to performance issues were due to
Burn out]|
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What did the learning experience tell me about myself?

That | need to remain impartial and not be influenced by senior managers
and their desired outcome.

nce impact my professional practice and the way

How does this learning experi

Il approach situations in the future?

1 will always ensure that | have explored all scenarios to ascertain root
cause to avoid unnecessary escalation to a formal meeting.
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What do | need to do next for this learning experience to have a wider positive

impact (eg on others, my organisation, the sector, the profession, society)?

Continue to probe and question managers for all information in order to
make an informed decision based on all the evidence and not just take
their word for it
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I recently attended a LGBTG+ awareness workshop that primarily focussed
on the terminology behind the acronym and when and how to use as well
as the significant hate crimes being committed against those individuals
that identify as part of the LGBTQIA+ Community.

What did | learn?

1 learnt that discrimination, exclusion, stigma etc are amongst the main
causes of low self-esteem, depression, anxiety and mental health problems
and that in order to be able to assist with any issues that may arise, | need
to have a better understanding of the topic.
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What did the learning experience tell me about myself?

That there is gap in my knowledge to be able to fully empathise and
support as well as | have a strong ethical view on the importance of
Inclusion and diversity.

How does this learning experience impact my professional practi

and the way

Il approach situations in the future?

1 will be mindful of the terminology that is accepted and what is not.
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What do | need to do next for this learning experience to have a wider posi

impact (eg on others, my organisation, the sector, the profession, society)?

Enrol on further, more in-depth courses to gain a better understanding of
terminology and the situations surrounding Trans to be able to support in
the workplace on their journey.
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Ethical practice
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Professional courage and influence
Core Behaviours

Rate yourself against the following:
Contributing to discussions in an informed and confident way
Communicating key information clearly to engage and influence others

Knowing how and when to communicate, through an understanding of any potential
reactions and resistance

Taking responsibility for your mistakes and contributing to putting things right
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Valuing people

Core Behaviours
Rate yourself against the following:
Building a sense of team spirit and purpose
Treating people fairly and considerately
Enabling others to develop and be at their best
Coaching and advising others in the business
Enabling people to have a voice on things which may impact them

Taking into account the wellbeing of others in the design of delivery of your work
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Working inclusively
Core Behaviours

Rate yourself against the following:
Getting to know people as individuals
Actively seeking and listening to diverse views and opinions
Building purposeful working relationships and collaborating with wider colleagues
Readily sharing knowledge and expertise with others to solve problems
Supporting others to resolve conflict before issues escalate

Encouraging others to recognise when they need help, to admit mistakes, and share concerns
and ideas
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Passion for learning
Core Behaviours

Rate yourself against the following:
Keeping up-to-date with external trends and developments
Testing new ways of doing things to make improvements
Proactively developing professional knowledge, skills and experience
Asking for and acting on feedback to learn and develop

Demonstrating awareness of your own strengths and development areas
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My Home Self-Assessment My Learning Plan My CPD Reflections Course Progress FAQs and Help

My Learning Plan

. Create and manage your own personal learning plan.

You can also add your own learning activities to your plan.

Filter by category — Looking for more?
&\ Resource

(V] Resource
\;\ Action ‘Watch the video 'Science of Persuasion’ by Cialdini and Martin

You can take another self assessment to

find more recommendations.
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(V) course
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[ Resource

Read the CIPD's resources for continuing professional

S

0/240

development. Create a development plan, using My Learning

(

Add to My Learning Plan

)

Plan on the CIPD Learning Hub. You can add
recommendations from this self-assessment to your Learning
Plan, remembering that it's best to focus on 2-3 development
areas at any one time. Plan what specific knowledge or
behaviours you would like to develop, identify which
recommendations you want to add to your plan and, as you
complete your learning, use the My CPD Reflections tool to

reflect on your learning.
Go to the resources

( Mark as Complete ) ( Write aReflection )

[ Resource

Join discussion forums, external events, webinars or
workshop, including those organised by your local CIPD
Branch or CIPD region.

Go to the CIPD communities page CJ'

(D Mark as Complete ) ( Write a Reflection )
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Course

Complete the CIPD's online course on passion for learning to
develop this behaviour in support of your professional
development.

Find out more about this course [
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& Action

Research the 70:20:10 model and identify further
opportunities to learn and develop through your work with
the support of your manager and/or colleagues.

C Mark as Complete ) ( Write aReflection )
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[ Resource

Read the CIPD's factsheet and relevant associated resources
on employee wellbeing. Reflect on how you can incorporate
wellbeing into your work more effectively.

Go to the factsheet
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Course

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

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

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

Read the book The 7 Habits of Highly effective People by
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G ] Markas Complete )( Write a Reflection )

G

& Action

Create time to attend more Networking forums on HR
updates and trends

( Mark as Complete ) ( Write a Reflection )

o[ «] (][]

& Action

Develop a programme to facilitate exposure to other
Directorates to enhance knowledge and skills in these areas

Mark as Complete ) ( Writ

7
1]
4





image23.png
& Action

Find resources on how to be more assertive in speaking out
about my own learning and development needs

Mark as Complete ) ( Write a Reflection ) (]
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With increasing awareness of how the Menopause is affecting women in
work, | attended an all day, insightful Menopause at work seminar on
27/01/2023 organised by Unison Trade Union.

What did | learn?

Up until attending the seminar, | was only aware of the most common
symptoms associated with menopause such as hot sweats and it
highlighted a weakness in my understanding of the full range of symptoms
that can manifest and the amount of time in years the actual menopause
Iasts and the impact the Menopause can have both mentally and physically,
in general and more specifically for women in the workplace. 1 was
surprised at the range of symptoms - irritability, extreme fatigue,
sleeplessness, low libido, hot sweats etc. and how these symptoms impacts
on work, productivity and ability to focus.





image3.png
What did the learning experience tell me about myself?

1 have a lack of awareness of the impact of the menopause and its many
facets and from an employee health and wellbeing perspective, | need to
show more empathy when dealing with known menopausal workers as well
as seek to ask the question where there is an issue with performance and a
change in capability with woman of a certain age group 5o that reasonable
adjustments can be considered. Also that further training is required to
understand how to support mentally.

pact my professional practice and the way

Il approach situations in the future?

1 have already implemented into my work by speaking about the benefits of
HRT to those affected by menopause and have started to make referrals to
Occupational Health to seek further reasonable adjustments to be
considered.
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What do | need to do next for this learning experience to have a wider po

impact (eg on others, my organisation, the sector, the profession, society)?

Continue to influence HR management to create a menopause policy that
includes details of reasonable adjustments. | have already signed up to a
further awareness session as well as a Champion course to increase my.
knowledge.





