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Q1.  (AC 1.1) 
Being a professional aligns with key attributes involving ethical standards, behaviours, values expertise and communication designed to maintain a level of competence and identity (McAllum et al., 2024).
Although not a registered profession, the CIPD Profession Map (2023) sets an international standard for people practice, outlining principles‑led, evidence‑based and outcomes‑driven behaviours. These include ethical practice, valuing people, inclusion, commercial awareness, curiosity, continuous learning and professional courage in making pragmatic decisions. Such behaviours translate into actions like role‑modelling fairness and practising transparency to build trust and consistency in the workplace (Phinho and Colston, 2025).
Another key role of people professionals is to enhance organisational effectiveness by producing data‑driven insights on financial and non‑financial people performance, supporting talent management (Zebua et al., 2024), and contributing to workforce planning and the development of clear, well‑communicated policies and guidance to ensure consistent adherence (Espegren and Hugosson, 2025).
There is a perception that people practitioners lack strategic influence (Adjabeng, 2025), often because they are involved too late in strategic discussions, limiting their impact (Coker, 2025). However, they add value by strengthening employee experience by valuing difference, creating a shared vision (Ngwu‑Lemchi and Amah, 2025), enabling employee voice, and supporting wellbeing (Apalowo and Nukpezah, 2025).
People practice is sometimes seen as overly bureaucratic and slow (Marchington and Wilkinson, 2008). However, shaping how employees feel about their work experience strongly influences retention, performance and organisational culture (Barends and Rousseau, 2022). This can be supported through fair, transparent recruitment, and consistent performance and reward systems.
People professionals who prioritise policies and procedures may become overly compliance‑focused, limiting flexibility (Yang and Godsil, 2026). They can also be perceived as too aligned with senior management and financial outcomes (Ribeiro and Gomes, 2021). However, research shows that when they link people support to organisational commercial goals, they create greater value. Demonstrating core behaviours helps balance fairness, employee wellbeing and organisational priorities (CIPD, 2024).
I believe I can add value at Nexxobyte by developing fair recruitment, selection, learning and development and disciplinary policies to address existing concerns about inconsistent managerial treatment. I will communicate these clearly and support line managers to apply them consistently, helping create a sense of security and professionalism. This will strengthen employee wellbeing and motivation while enhancing the organisation’s reputation through legal compliance and potentially reducing turnover and grievance‑related costs (Bhoir and Sinha, 2024).
Secondly, I will design and implement a leadership training programme for managers that aligns with company goals and the new policies, supporting employee wellbeing and inclusive leadership (Liu et al., 2024). The programme will help managers develop skills that strengthen their confidence (Day et al., 2021), motivation and sense of support. By equipping managers to lead effectively, the training can also help cultivate a positive organisational culture, with managers modelling the behaviours they want to promote (Teitelbaum, 2025).


Q2. (AC 1.2)  
Personal and ethical values are central to professionalism, supporting transparency, trust and ethical decision‑making (CIPD, 2023a). While I hold many values, integrity and empathy are those I believe will best support my role at Nexxobyte.
Integrity enables sound judgement and supports addressing difficult issues, even when uncomfortable. It underpins trust, credibility (Holmes and Lincoln, 2007) and psychological safety, as people feel more confident raising concerns (CIPD, 2024). However, acting with integrity can create friction when difficult decisions are required (Taj, 2023). Embedding integrity in decision‑making strengthens outcomes by promoting fairness and evidence‑based practice (CIPD, 2025a), though highly principled approaches may slow decisions due to consideration of moral implications (Martín Raugh et al., 2025). Some also perceive integrity as overly cautious or inflexible (Pinkrah, 2024).
By acknowledging these risks, I will demonstrate good character and professional competence aligned with the CIPD Code of Conduct (CIPD, 2023b), taking a pragmatic approach that balances diplomacy with good judgement (CIPD, 2025b). 
Integrity will support Nexxobyte during grievances, investigations and ethical dilemmas (Ateeq and Alqaidoom, 2024), helping challenge existing inconsistent management practices (CIPD, 2021a). Applying integrity throughout policy planning will promote fairness for employees and managers while strengthening organisational culture (CIPD, 2025b).
My second value, empathy, will help build trust and maintain strong relationships. Research shows people professionals with strong empathetic skills can better understand others, enabling effective support and psychological safety (Lambert et al., 2022). Demonstrating genuine empathy prevents perceptions of insincerity, which can damage trust (Lipman, 2023). CIPD (2024) highlights empathy as key to inclusive cultures, and empathetic leadership supports navigating workplace challenges (Muss, Tüxen and Fürstenau, 2026).
However, excessive empathy can lead to burnout (White, 2021), reduced objectivity and difficulty making tough decisions (Khalid and Dickert, 2022), and may cloud judgement (The Oxford Review, 2026). I will mitigate this by maintaining self‑awareness and reflective practice, supported by my value of integrity.
Within Nexxobyte, I will foster a culture of empathy to better understand and respond to employees’ experiences. By role‑modelling compassionate leadership and treating employees as people rather than tasks, managers can improve wellbeing, motivation and engagement (Pansini, Buonomo and Benevene, 2024). An empathetic approach will also support conflict resolution, grievances, and mediation, and inform flexible working, performance and wellbeing policies. Embedding empathy across the employee lifecycle, particularly in learning and development, will enhance quality, strengthen staff support and protect organisational reputation.
In conclusion, integrity and empathy will strengthen ethical decision‑making, build trust, enhance wellbeing and help managers navigate complex challenges, benefiting both employees and the organisation.



Q3. (AC 1.3)
Effective communication is an essential skill for people practitioners, the CIPD Profession Map (2013) outlines key principles around having the courage to challenge decisions, influence others and uphold ethical standards, both of which require informed, clear and confident communication.  

Communicating in an informed way uses evidence to support statements and arguments and supports professionalism and trust in what is being said.  It aids credibility to what is being communicated, therefore more influential during times of decision-making (Syrigou and Williams, 2023).

Clear communication embeds understanding of expectations and decisions, enabling action without confusion. It avoids jargon, ambiguity and complex terminology, essential in health and safety and equal opportunities guidance where employees and managers need accessible instructions. Clear messaging also promotes fairness, supports equal understanding, reduces misunderstandings and enhances transparency (Aebissa, 2023). During organisational change, clarity is crucial, as it helps reduce anxiety and uncertainty rather than heighten them (Shrivastava et al., 2022).

Communicating in a confident manner, although difficult to achieve, embeds a sense of trust and credibility which can help drive change and strengthen decision-making and strategic collaboration (Fritz, 2020).
Communication is not what you say it is how you say it, body language, tone that affects the influence of it (Aebissa, 2023). During conflict resolution and disciplinary meetings, confidence and the ability to remain calm helps to de-escalate tensions (Lavelle et al., 2024).

Effective communication by people professionals positively shapes workplace culture, supports conflict management, strengthens ethical frameworks and builds trust in leadership (Men and Bowen, 2017). If I fail to communicate in this way at Nexxobyte, important needs for change in people management, culture or ethical decision‑making may go unrecognised. This could allow poor practices to continue, harming organisational reputation and staff wellbeing. The resulting impact, lower productivity, higher turnover and increased grievances, may also create financial costs for the organisation (Arya, 2025).

The consequences for me for not communicating in this way include a negative impact on my professional credibility, ability to influence or act as an effective strategic member of the organisation.  

Within the profession map core behaviours, the associate level standard for professional courage and influence (CIPD, 2023a) identify that I should have the courage to speak up and respond confidently and communicate in a clear and engaged way and consider reactions and resistance to inform how and when I influence others.  

If I fail to achieve this standard there is a risk that I will be excluded from key decisions and discussions and I will potentially become overlooked.








Q4. (AC 1.4)
As a people professional, I have a responsibility to uphold ethical standards, respond in a way that is fair, evidence-based and challenge inappropriate behaviour to protect both the staff and the organisation (CIPD, 2023b).

Situation 1 - Unethical behaviour:
If informed of potential unfair or discriminatory behaviour, I would first remain objective and gather the facts, as evidence‑based information helps ensure fairness and minimises bias. I would speak confidentially with those involved to understand the situation, recording key points securely and avoiding any conclusions before completing the investigation. I would also review training request records to identify any patterns in how approvals or refusals were made.

Using this information, I would judge whether the issue could be resolved informally or required escalation to a formal process, seeking guidance from a senior people practitioner if necessary.

If an informal approach is appropriate, I would meet with the manager, outline the concerns calmly, and use coaching‑style questions to explore their reasoning. Research shows that clarity, empathy and composed communication support constructive dialogue (Wake, 2023). I would also identify any training gaps, such as in equality, bias or decision‑making, and agree next steps.

Afterwards, I would reflect on whether current policies are fit for purpose and being applied consistently. Finally, I would ensure clear whistleblowing mechanisms are in place so staff can report unethical behaviour promptly and safely.


Situation 2 - Illegal behaviour:
Illegal behaviour such as fraud or data breaches may constitute gross misconduct and requires a formal response. ACAS guidance states that gross misconduct includes acts like theft or fraud and may justify dismissal without notice, but only after a fair and thorough investigation and disciplinary process (ACAS, 2015).

My first step would be to gather facts and evidence, noting what I have heard and checking for breaches of policies or contractual terms. I would collect relevant documents, emails and any other available evidence.
Before speaking with the employee, I would report the situation to a senior manager to seek advice and confirm whether the issue meets the threshold for potential gross misconduct.

I would then follow the minimum standards set out in the ACAS Code of Practice. This includes issuing a written notice outlining the allegation, sharing evidence, the possible outcomes, and inviting the employee to a disciplinary meeting, where they may be accompanied by a colleague or union representative.

During the meeting, the employee would have the opportunity to respond. All discussions would be recorded, and a decision would be communicated in writing. If the behaviour constitutes gross misconduct, dismissal without notice may be appropriate, and the employee would be offered the right to appeal.

Following the case, I would review Nexxobyte’s contracts and policies to ensure they clearly set expectations and reduce the risk of similar issues arising in future.






Q5. (AC 2.1) 
Although it is positive that the company is doing well financially, in the long-term research shows that we can do even better if we can unleash the potential of our staff by meeting their needs (ref) but also can elicit business benefits such as improved performance and retention rates (CIPD, 2018).
Inclusion is about supporting individual experience and enabling everyone to work and feel part of the organisation.  It is the first step in enabling diversity to positively impact an organisation (CIPD, 2019).  This can be put into practice through people practices and policies such as recruitment, learning and development and flexible working that support difference and remove barriers to inclusion (CIPD, 2026).  
The Perceived Organizational Support (POS) theory states that employees feel valued if they believe their contribution matters, is appreciated and that the organisation cares about them.  This has been shown to elicit many benefits to both organisation and employee wellbeing (Maurya and Pandey, 2024).
The Organisational Justice framework identifies four types of fairness: distributive (fairness of outcomes such as pay), procedural (fairness of decision‑making processes), interpersonal (quality of treatment) and informational (clarity and adequacy of communication) (Wiseman & Stillwell, 2022). Fairness is subjective, as employees interpret organisational actions differently, and perceptions of unfairness are linked to reduced performance, higher turnover and increased conflict (Adamovic, 2026).
Some of the human benefits to feeling included at work are shown to be a sense of psychological safety and belonging which supports openness, learning, and wellbeing (CIPD, 2024).  Maslow’s Hierarchy of Needs highlights that belongingness is a fundamental human need; but not only that, when met, can improve productivity and retention benefiting the workplace (Wang and Xu, 2025).
The Deci & Ryan’s Self‑Determination Theory (2000) shows that feeling respected and valued satisfies core psychological needs linked to competence and motivation, this has been shown to boost engagement in the workplace.
Organisational justice research has shown that fair treatment has been shown to improve wellbeing (Colquitt, 2001) and reduce stress, anxiety and linking this with inclusion can help lower stress and improve mental health (CIPD, 2022). 
The business benefits of inclusion, feeling valued and fairness include higher performance and productivity (CIPD, 2019) and increased engagement, profitability, customer satisfaction and reduced sickness absence (Harter, Schmidt & Hayes, 2002). Perceptions of fairness and value strongly predict retention (Hausknecht et al., 2009), and CIPD labour market insights show that poor treatment and lack of inclusion are leading causes of turnover, increasing organisational costs (CIPD, 2026). Inclusive cultures also improve decision‑making speed and quality (Deloitte, 2017). Conversely, unfair treatment can lead to conflict, grievances and legal costs (Adamovic, 2026), whereas fair processes help reduce these risks and protect organisational reputation.
These values have both human and business benefits that compliment each other.  They are strategic drivers of both wellbeing and organisational success and should be a focus of the company.




[bookmark: _Hlk159579697]Q6. (AC 2.2) 
The first step in the design stage of this policy would be to gather evidence and understand employee needs.  I would consult with staff across all roles and levels and ensure under-represented staff were included.  This has been shown to support buy-in and adherence with the policy but also ensure the policy reflects the needs of employees and removes any assumptions and bias around access to training (APA, 2026).  I would use a mixed method approach to this via surveys, interviews and focus groups to gather evidence and gain a comprehensive understanding of needs and remove potential barriers to learning within the policy (ref).

I will ensure I integrate equity, diversity and inclusion principles within the policy.  This will outline clear and objective criteria for accessing training and detailing reasonable adjustments that maybe needed (Wolbring and Nguyen, 2023).  Evidence suggests that considering inclusivity in policy design can avoid inequalities in organisational practices (Grimaldi et al., 2024).   During the design I will consider mapping out staff diversity needs, testing the draft policy to support inclusion.

To check and ensure the initiative is inclusive I would conduct a similar consultation with staff across different demographic groups 3 months later to evaluate effectiveness.  I would identify if they were able to conduct learning and development activities and whether they perceived the policy as fit for purpose and meeting their needs as inclusion has been shown to heavily rely on employee perceptions (Dalessandro and Lovell, 2024).

I would talk with managers to identify any barriers or inconsistencies to implementation.  Evidence shows that line managers play a critical role in inclusive policy success and can identify areas where training or clarification is needed (Eshete and Birbirssa, 2024).

In addition to qualitative feedback, I would analyse relevant data, including budget allocation, uptake of learning activities, and participation patterns.  I would examine who is accessing learning opportunities, the types of activities being undertaken, and whether any demographic groups (e.g., by gender, ethnicity, disability, job role) are disproportionately represented or excluded (Wang et al., 2024).

Following this assessment and gathering of the data I would amend the policy to consider any gaps and learnings from the 3-month role out, ensuring these changes were communicated with clarity to all staff.  I would implement a continuous monitoring system to ensure remains inclusive over time, repeating this evaluation process and initiated feedback mechanisms as evidence shows that inclusion should be measured continuously (Nguyen et al., 2024).

Q7.  (AC 2.3) 
As part of being a professional, I regularly assess the impact of my work by seeking feedback either in person or in writing.  This occurs after programmes of work, during project sprints and following presentations to the team. I also request this on an annual basis from my line report and my line manager in the form of appreciative inquiry (Academi Wales, 2022) identifying what is going well and what can be done better, building on this rather than focusing on the negatives.
For feedback to be effective, I ensure psychological safety within these relationships and consider how I respond.  I also aim to offer the same quality of constructive feedback to others. I prioritise time for planning, delivering, discussing, receiving and reflecting upon the feedback to turn this valuable insight into tangible actions for development.
Whilst self-reflecting, I pay attention to my energy levels and mindset as these can affect how I receive the feedback.
For this exercise I asked my manager to provide feedback for each of the standards. See Table 1 below for the findings.

Table 1. 
Feedback from others and self-reflections for standards around working inclusively
	Standard

	Feedback
	My Reflection

	Inclusivity - Get to know people as individuals so you can work together more effectively

	Lou prioritises people and relationships in her daily work, she actively promotes this within the team, both by role modelling this behaviour and during facilitation of meetings but also conducting regular CPD sessions to the team.
	I do value individual contributions and aim to get to know people before working together.  I think I could do this even more outside of our team when time and need allow.  I conducted a CPD for the rest of the team on valuing relationships and difference and how to promote inclusivity.  I will continue to advocate for this.





	Valuing diversity - Actively seek and listen to diverse views and opinions

	Lou actively advocates for seeking and listening to everyone’s views in the team. She is a good listener however she could perhaps enable others to share their views before she gave hers so as to not influence the conversation to heavily. Lou regularly takes on a chair role during team and project meetings and ensures fairness in terms of voices being heard and provides evidence-based rationale to decision making.
	I have identified that I feel uncomfortable in silence and tend to fill space with opinions, rather than sitting with that uncomfortableness, enabling others to speak when they have considered what they want to say.  I have learnt to count to 10 in these situations, this is particularly tricky online.  I facilitate sessions to enable different ways that people can provide their opinions either by speaking or written.

	Building relationships = Build purposeful working relationships with and collaborate with wider colleagues

	Although Lou as technical ability her people skills are her biggest strength.  She continues to build relationships outside of our team, which can be challenging due to capacity, micro-cultures and competing priorities and ways of working.
	This is one of my strengths, I can work well with others and prioritise developing rapport and understanding others.  Again, I feel I could potentially make more time to collaborate with wider colleagues outside of our team. 

	Collaborative working- Work effectively as part of a team to achieve project and wider team goals

	Lou is working on a number of projects that require collaboration, she is continually working on building rapport and identifying ways of doing this that work both ways.
	I do prefer working on my own and it does take a lot of my energy to work with others.  I think I need to manage my time and tasks better, so I have more energy for collaborative working outside of my team. 




	Sharing knowledge - Readily share your knowledge and expertise with others to solve problems

	Lou could do more of this.  She has recently developed a mentoring scheme to facilitate others being able to support each other, however, would like to see Lou identify ways she would share more of her knowledge with the wider team, especially around the learning from her course.
	I would prefer to listen and facilitate the opinions of others rather than share my own knowledge.  I do need to consider how I will share the learning from this course with the wider team.  I think I will commit to doing a 30-minute session each month.

	Conflict resolution - Support others to resolve conflict and build trust before issues escalate

	Lou advocates for others, especially less senior members of the team. She supports her colleagues in listening and coaching them through their issues.  She is someone that the team go to for this support. She does have difficult in emotional regulation at times and can let her emotions affect how she makes a decision.  
	I do not like conflict and do not have much experience with it.  I work hard to prevent conflict before it escalates but I know that there will be times when I need to manage conflict and carry out disciplinary procedures.  This is something I need to develop.  I also do acknowledge that I feel others’ emotions and this can cloud my judgement, so objectivity is something I am keen to continue to develop.

	Psychological safety - Encourage others to recognise when they need help, to admit mistakes, and share concerns and ideas

	Lou leads by example and admits her mistakes openly which in turn enables others to feel comfortable in sharing their vulnerabilities.  
	I have learnt the importance of psychological safety and how I can promote it through sharing of my vulnerabilities.  However, it is quite easily lost through being untrustworthy. I need to make sure I am continuing to be transparent, honest and open.



To summarise, while I am meeting many standards, feedback from both my manager and my self‑reflections highlights a recurring theme: I can sometimes be led by others, which affects my judgement. I have also identified development needs in conflict resolution, knowledge‑sharing, and collaboration beyond my immediate team.
Ongoing self‑reflection helps me manage assumptions and biases, supporting ethical practice and improving emotional regulation, both essential for remaining objective during conflict. This feedback has strengthened my awareness of how my actions are perceived, helping me identify blind spots and refine my approach.
Overall, continuous feedback and reflection are core people-practice behaviours that enhance professionalism, fairness, and the quality of support I provide. I will review these standards every six months to monitor and sustain my development.






Q8. (AC 3.1)
The generalist people practitioner role is evolving in two keyways. Firstly, digital transformation, particularly the increasing use of AI and how it is reshaping people practice (CIPD, 2021b). Secondly, the profession is shifting from an administrative function to a strategic partner role, with greater emphasis on inclusivity in response to an ageing workforce. The People Profession 2030 report highlights the growing importance of diversity and inclusion policies (CIPD, 2020).
A recent People Management article (2026) notes that organisations are now focused on how AI should be used. People practitioners must consider its impact on recruitment and selection, especially fairness and skills assessment. AI may also reshape job design and should be included in employee training (Soleimani et al., 2025). While AI can improve efficiency, it also presents risks around reliability and perceived employee threat, requiring ethical frameworks, planning and training (Ullah et al., 2025).
Although I already use AI, I need to deepen my understanding of its benefits, limitations, and implications for recruitment. 
People practice is also evolving into a strategic role influencing wellbeing, hybrid working and inclusion (CIPD, 2025c; World Business Outlook, 2025). Social movements and legislation have increased pressure on organisations to prioritise inclusivity (CIPD, 2025c). People professionals are now expected to design inclusive policies and deliver leadership programmes that support diverse and inclusive cultures (Tessema et al., 2023).
To strengthen my capability in this area, I will focus learning around the Working Inclusively core behaviour within the CIPD Profession Map.  


Q9. (AC 3.2)
My current strengths include my ability to build strong relationships, enabling me to work collaboratively while demonstrating empathy and effective listening. These skills help promote psychological safety and build trust. I will continue to self‑reflect and seek feedback regularly to avoid becoming complacent and to identify further areas for growth.
While I can use AI to support my day‑to‑day role, I lack deeper expertise in how AI can be applied effectively within the wider people practice environment.
My current weaknesses include limited experience in conflict management and disciplinary procedures. This is partly because I do not work within a people practice department and partly because my role focuses on supporting colleagues before conflict develops, using coaching and empathy to understand different perspectives, promote compromise, and value difference.
I also have limited exposure to broader HR functions, including inclusion and diversity policies, due to not working directly in a people practice setting.
Based on this appraisal, the key areas I want to develop are conflict management, understanding how AI can shape people practice, and strengthening my capability in the Working Inclusively core behaviour.




Q10. (AC 3.3)
I completed the CIPD self‑assessment and identified development opportunities based on my needs. From my learning plan, I have prioritised two activities to begin within the next six months.

Based on my self‑assessment, I identified AI capability as a development need. Therefore, in April 2026, I will complete the How to Use AI Responsibly in the Workplace CIPD insight session. This 1‑hour online course will strengthen my understanding of the impacts, benefits, and challenges of AI, and how to use it responsibly in practice. I selected this course because it is accessible, aligns with my learning preferences, fits around my workload, and will support my ability to make ethical and evidence‑based decisions about AI use in people practice.

Secondly, I recognised gaps in my strategic people practice knowledge and my ability to promote an inclusive culture. To address this, in May 2026 I will begin the CIPD Working Inclusively course. This 5‑hour online programme can be completed flexibly, and I plan to work through one component each week. I chose this course because it is manageable alongside my role and will help strengthen my inclusive practice skills, which are essential for the evolving people profession.




Q11. Shifting your focus to development activities you have already undertaken within the last two years, reflect on the two activities (formal or informal) that you consider had the greatest impact on your behaviour and performance. 
Provide your reflections, attached to your assessment, as either:
· your own format CPD record, edited to include just the two selected activities, or
· a report (or reports) from the CIPD ‘My CPD Reflections’ tool. (AC 3.4)

You don't need to provide a reference or in-text citation for AC 3.4.  

The below table outlines the two learning activities that I have achieved within the last few years that I feel have had the greatest impact on my behaviour and performance.
	Date
	Activity 
	Content/Aim

	
June 2025


	
Agile Leadership and Management 

12-week course 

(online, self-directed learning)

Open University module

	
-Being an agile leader
-9 Agile principles
-Self-reflection and development plan


	Reflection

	
What new skills / knowledge did you gain?

This leadership course focused learning and self-reflection on the 9 agile principles:

1.	Actions speak louder than words
2.	Improved quality of thinking leads to improved outcomes
3.	Organisations improve through effective feedback
4.	People require meaning and purpose to make work fulfilling
5.	Emotion is a foundation to enhanced creativity and innovation
6.	Leadership lives everywhere in the organisation
7.	Leaders devolve appropriate power and authority
8.	Collaborative communities achieve more than individuals
9. 	Great ideas can come from anywhere in the organisation

I gained valuable knowledge about how I can be an effective agile leader in my team my assessing each of these principles in terms of how I role model and support these behaviours.  It taught me the importance of and how to conduct self-reflection based on my core values.

How did it impact behaviour?

This course impacted my behaviour in a positive way by providing me with valuable learning about how I can gain the trust of colleagues and facilitate psychological safety.  My behaviour in terms of how I planned out my working day changed.  I now actively create time and space for conversations which has strengthened my listening skills and ability to be present, gain clarity in understanding and strengthen my working relationships.

What did you learn about yourself?

I learnt that my values align with an advocating for others role and that I naturally align with compassionate leadership.  I am often led by my feelings and learnt that I need to take time to reflect before I react or respond to conflict or challenging situations.  I also learnt a lot around how I can neglect my own wellbeing and energy levels at times of increased workload and the signals of stress that require assessment of how I manage my time.

How did it change your performance?

This learning has given me more self-awareness and confidence me to be a better leader, manager and colleague.  It clarified effective change management processes that both enhance innovation and performance whilst supporting wellbeing and gave me confident that I can use my existing leadership skills to facilitate this.  It has also given me the knowledge and confidence to understand what is in my authority to influence and what is out of my control.  This has supported my Wellbeing and protected me from potential burnout.





	Date
	Activity
	

	
December 2024

	
Assertiveness skills 

Internal training - Public Health Wales
 
1/2 day online course

	
-What it is and isn’t
-Courage and consideration
-Persuasion without authority
-How to influence


	Reflection
	
	

	
What new skills / knowledge did you gain?

Following 360 feedback from my yearly appraisal I identified that I would benefit from gaining knowledge and skills in assertiveness.  I felt uncomfortable setting boundaries, challenging behaviours and asserting my opinions to influence others.

How did it impact behaviour?

The workshop empowered me to challenge my preconceptions around what assertiveness was and how it should be used.  The learning gave me courage to speak up with honesty and transparency during management meetings and focused my behaviour around having courage and consideration by being succinct and giving the reasons why. 

What did you learn about yourself?

I learnt that I often felt being assertive was aggressive, however that I had experienced aggression from colleagues that was under the guise of being assertive.  I learnt that I can demonstrate assertiveness without fear, which gives me the confidence as my skills of empathy and courage can come into play and make being assertive affective for influencing and supporting others.  

How did it change your performance?

This new skill has enhanced my performance as a line manager and leader within my team as it has enabled me to contribute to difficult conversations and decision-making in an informed, factual and respectful way, focusing and reframing my contributions using courage and consideration.  This skill has gained me a lead role a change management project this year (web migration) as it has improved the quality of my communication and ability to have difficult conversations and ability to set boundaries and collaborate with and support others.
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