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My Professional Background: Becoming a HR Generalist
Upon completion of my Business Management degree in 2013, a flurry of applications led me to a vacant Payroll and HR administrator role. Like many peers in the people profession, I had unintentionally fallen into my first HR role, and subsequently fallen into a career path filled with opportunities to learn and develop within the varied HR function.  
At that time, my knowledge of the HR profession was very much limited to the clichés and stereotypes portrayed in TV and media, however, after a decade of progression, I now very much feel a passionate advocacy for a function that is both immensely challenging, varied, and rewarding. 
Upon completion of my CIPD 5 I transitioned through the various aspects of the HR function. From Learning and Development, Recruitment, ER case management, and into the generalist role I find myself in today. 
In 2020 the opportunity arose at Sancta Maria Hospital, a private hospital in Swansea offering a very different working environment and sector and a personal challenge to step outside of my comfort zone in the pursuit of progression. Professing through the ‘People’ function, and on the back of some of the experiences which we’ll explore through my reflections, I was appointed into a central role as People & Culture Business Partner for the Healthcare Management Trust (HMT) the parent company to Sancta Maria in January 2024.  
Emotional care giver, problem solver, mediator, change driver, performance manager; just some of the hats that are not too infrequently worn simultaneously in navigating the generalist role. However, with a personal approach to remain approachable, act empathetically, and provide overall practical support and advice to colleagues across all levels of the organisation, the current pursuit of my Strategic People Management PGDip has already added a strategic element to my methodology. Hopeful that this will support me through the next steps of my professional journey and support my pursuit to positively change the traditional stereotype of the HR function so staff recognise the support and benefits that an integrated people function can add to an organisation. 
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Cassidy et al (2024) suggests that the behaviours and core values that people practitioners demonstrate are significantly important in fulfilling their intended roles ethically and successfully. Baczor and Zheltoukhova (2017) have suggested that the professional identity of people professionals is fundamental to championing better work and working lives. With this considered, the Chartered Institute of Personnel and Development (CIPD) core behaviours, knowledge and values seek to underpin the purpose of the people profession. 

The people profession map shown in Figure 1 demonstrates the principles and values that underpin the people profession. As an aspiring chartered member, it captures the behaviours that I would be expected to demonstrate and uphold (Taylor and Perkins, 2021). Within an evolving people profession, the core behaviours encourage evidence-based decision-making, ethical practice, and is argued by Marchington et al. (2020) to be the benchmark that people professionals such as myself should aspire to.

Figure 1, People Profession Map (CIPD, 2023c)
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As a part of the CIPD’s professional standards and code, there is the requirement for people professionals to take ownership of their professional development to develop and improve professional practices. Continuous professional development (CPD) is reported to directly sustain agile practices which can ensure resilience to strategic people challenges in rapidly changing business environments (Soares, 2023). It is therefore important that I engage in my own CPD to ensure I maintain the required knowledge, behaviours, and values set out in the CIPD profession map. 

In creating a learning culture, Green and Young (2020) encourage the use of reflective learning practices to underpin professional development and to proactively influence strategy and organisational change in the process. Undertaking the behavioural modules on the CIPD learning hub demonstrated in Appendices A-H provided me with an opportunity to reflect on my own professional practice and development since commencing my PG Diploma in Strategic People Management in October 2022. Supported by Cassidy et al. (2024), reflective practice is evidenced to vastly improve learning outcomes and support better decision making. In undertaking my own reflections, the following pages focus on my own experience in confronting each of the eight CIPD core behaviours in pursuit of continuous professional development. 
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Whilst reflections can be undertaken in various ways including informally or verbally, Bassot (2020) advocates the use of a formal reflective model to critically deconstruct an experience to maximize the learning outcome from its assessment. Research by Faller, Lundgren, and Marsick (2020) suggests that reflective models are viewed by some organisations as a misuse of time and resource and are therefore overlooked. Those same organisations are however argued to be likely to fall behind competitors in their capacity to perform in comparison to organisations who enable reflective practice to support effective learning which in turn promotes innovative practices (Wichert, 2018). 
Although there are various reflective practices, a common outcome from them all is a correlation with positive action which has been identified as especially beneficial in complex changing business environments (Allas et al. 2021). As a people practitioner it is therefore not only important to engage in reflections myself, but also embed it as part of HMT’s people strategy to improve organisational prospects. 
Despite its clear importance on a personal and organisational level, Cheese (2021) recognises that the demand of modern workplaces and the strain on employee wellbeing fosters an environment that is not conducive to reflective practice. Time constraints and a fear of criticism are both suggested to deter people practitioners and managers from engaging in the process. Thompson and Thompson (2023) also argue that the rising prevalence of evidence-based practice has displaced reflective models. This however demonstrates a significant misunderstanding of the principles of both as independent supportive tools to one’s own professional development (Cassidy et al. 2021). 
To underpin my own reflections, I will utilise Gibbs (1988) Reflective Cycle as a structured tool evidenced to foster positive holistic learning outcomes (Ezezika and Johnston, 2023). Encompassing six stages shown in Figure 2, Gibbs seminal model is credited with being an easy-to-use versatile model that encourages critical reflection and identifies learning outcomes (Markkanen et al. 2020). Some literature is critical of Gibbs model as a descriptive exercise that may not provide analytical rigour however it is generally accepted as a proficient tool for reflecting and identifying learning opportunities (Mahon and O’Neill, 2020). 
Figure 2, Gibbs Reflective Learning Cycle (University of Cumbria, 2020)
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In choosing an appropriate reflective model, consideration was given to alternative models such as Kolbs 1984 model and Schons 1983 model of reflection however the structure of Gibbs model compared to the four steps of Kolb’s model I felt offered a more practical learning opportunity. Although Gibbs model is derived from Kolb work, Gibbs model was created with the intended purpose of providing structure to learning experiences whilst Kolb’s model was intended purpose was for educators to review their teaching (Marchington et al. 2021).
My subsequent scenarios will utilise the first five stages of Gibbs model from description to conclusion with the action plan being set up in my subsequent personal development plan. 
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[bookmark: _Toc163376252]Scenario 1: An Unfair Recruitment Process
Ethical Practice & Professional Courage & Influence
Description
In May 2023, Sancta Maria’s Hospital Director introduced to me a sole application form for a candidate they wished to appoint, a candidate that transpired to be a close relation to themselves. Unusually, I was unaware of a vacant position, interview, or any formal process being undertaken with the Hospital Director attempting to justify the lack of apparent process with an authoritative stance to ensure my compliance with the processing of the applicant. 
On the spot in front of a senior reporting manager, I verbally met the news in a positive manner and confirmed I would proceed with the appropriate onboarding process despite the concerns in my mind. Despite the seniority of the request, I knew the lack of formal recruitment process was in breach of HMT’s own recruitment policy (HMT, 2021), and knew I would be unable to proceed with the request despite my initial agreement. 
Knowing I could not proceed with the request, I arranged a meeting with the Hospital director the following day to explain this. I went on to set out the organisational risks and implications of failing to consistently role-model professional principles and transparent processes (Rees and French, 2023). As an appropriate alternative route forward, I suggested we would advertise the post and follow the correct recruitment process to give a fair opportunity for all potential candidates to apply. 
Feelings 
Knowing my role is to ensure a fair and consistent approach is taken to all processes (Bond, 2021), I felt an immense sense of unease as the recruitment process appeared to have been disregarded. This was followed by a deeper feeling of disappointment in my own actions in being complicit in the process by not speaking up to challenge the request. 
Alongside this, I felt an underlying concern that my lack of courage to speak up would diminish a historically fair recruitment process. A concern heightened in the knowledge that it could promote further unethical practices in the future that would detrimentally impact organisational performance if unsuitable appointments were made (Kirya, 2020).
Whilst various red flags were raised in my mind during the initial interaction with the hospital director, I felt a significant sense of regret that I failed to demonstrate the courage to communicate my concerns at that initial point regardless of the difficulty of the conversation.
Evaluation
I was initially disappointed that the correct process had been disregarded which raised concerns that other potentially unethical practices were being considered. Whilst the concern was challenged in the end, it provided a test of my moral identity and was a learning experience in tackling unethical issues at work (Gallo, 2015).   
My subsequent discussion with the Hospital Director to discuss the corrective action was surprisingly met with an overall understanding and appreciation in my transparency and promotion of ethical practices. As a positive outcome, an alternative candidate was appointed based on a fair process in which their skills and experience we assessed as opposed to the nepotistic approach initially demonstrated (Burhan, Leeuwen, and Scheepers, 2020). 
Shortly after the incident, the Hospital Director thanked me during a one-to-one for my openness and approach taken which personally filled me with confidence that I had taken a proportionate and professional approach to challenge the decision. 
Analysis
In reviewing the incident, my concerns focused on my initial failure to implement the organisations recruitment policy. Failure to do so could be detrimental to fostering a culture of transparency and trust within our staff that we as an organisation, and myself as a HR professional act ethically with integrity (Green and Russell, 2022). 
I was all too mindful of the organisational risks created in my initial failure to speak up. Considering the Equality Act (2010), the lack of process inadequately demonstrated a fair process had been followed or that applicants were not disadvantaged because of this (ACAS, 2023b). 
Conclusion
In the future I would most certainly raise any concerns at the first possible opportunity to avoid any such circumstances potentially worsening. In considering the circumstances, it also highlighted the importance of reinforcing the practical purposes of our policies and procedures and role-modelling ethical behaviour to apply principles and values consistently across HR procedures (Clark, 2015).
The situation also made me reflect on the leadership styles encountered through the situation with the Hospital Director demonstrating an authoritarian style and how as a HR professional I will be required to tackle challenges with different style managers (Taylor and Woodhams, 2022). It was clear that in this circumstance the credibility and trust I had built with the manager helped resolve the situation, however, it will be learning outcome explored in my personal development plan on promoting ethical practice and building my professional courage. 
[bookmark: _Toc163376253]Scenario 2: Vacant Head of People Role
Passion for Learning & Situational Decision Making.
Description
In October 2022, HMT’s Head of People left the organisation. With a gap in the team, I was approached by HMT’s CEO regarding an ‘opportunity’ to oversee the people team. Alongside my existing duties, I was asked to provide temporary support to a small cohort of colleagues and act as a central point of contact for the people team. 
What transpired however was several months of the steepest learning curve of my career as any duties previously undertaken by the Head of People filtered through to myself. Within days I was being introduced to strategic issues, complex employee relations issues, and was expected to provide solutions to time-sensitive people queries that required effective and pragmatic decision making. 
In being required to offer sound HR advice on complexed employee relations issues I wanted to ensure the information I conveyed balanced of opportunity and risks of each decision (Aylott, 2022). I would therefore review the full details of each situation, look through ACAS guidance, and look at best practices to fully understand the implications of any advice given to ensure an evidence-based approach (Gordon, 2020). 
Feelings 
Whilst it was a daunting experience to be put into a high-pressure environment, it was also met with a feeling of excitement and curiosity as to the experience and insights I would gain from this rare opportunity. 
Initially I felt that I was limited in my own expertise in being able to support with such a role, but in successfully navigating the role until June 2023, it filled me with confidence that I could support at a higher level.  
Whilst I initially had doubts in my own ability, I felt that feedback and confidence expressed from the executive team demonstrated more confidence in my ability than I had credited myself with previously. Duncan (2019) suggests that positive feedback can build trust and confidence which I experienced in this circumstance. 
Following a successful tenure in the position, I felt a sense of pride and accomplishment in what I had achieved, and I have since had a feeling of better self-belief in making difficult decisions and supporting organisational development. 
Evaluation
In reflecting on the experience, I credit the successful navigation of the role with the evidence-based practice utilised throughout. In undertaking an evidence-based learning approach, each unique query and encounter was investigated to ensure appropriate advice was being shared which I believe led to well-judged decisions being made (Gifford, Barends and Young, 2023). 
Whilst it was an overall positive experience for my own personal development, I do feel that my lack of confidence in my own ability hindered my efficiency in what was an ultimately time-consuming role. Whilst it was beneficial to consider best practice, and ACAS guidance, it also made me less time efficient which added barriers to the role in being able to succinctly respond to all queries as promptly as I liked.  
Analysis
Based on positive feedback from the executive team and the recognition received throughout my tenure supporting the vacant post, I felt that I sufficiently promoted areas for organisational development including the pursuit of values, reviews of the development of staffing, and risks faced to the healthcare sector HR strategy including staffing and heightened staff turnover (CQC, 2023). 
I do however acknowledge that I could have applied the Cynefin Framework to assess situations more promptly and independently and my failure to do so would have delayed a prompt response to ‘Chaotic’ situations that required immediate action (Carmody-Bubb, 2023). 
Conclusion
Whilst the role added significant pressure to my work-life balance during this period, the role provided a fantastic opportunity to share HR insights and future trends to an executive level. 
Overall, the experience significantly developed my situational decision-making skills and confidence in my ability to support with complex queries robustly. The outcomes of the shared learning approach taken to navigate the role also justified taking the opportunity in the temporary role as it gave me the personal opportunity to learn and improve in a challenging environment. 

[bookmark: _Toc163376254]Scenario 3: Sickness Management Tool Kit
Insights Focused & Commercial Drive. 
Description
Since the Covid-19 pandemic, HMT’s sickness absence rates averaged above 5.0% compared to pre-pandemic levels of below 3.5% (HMT, 2023). With the trend getting progressively worse, sickness levels were becoming unsustainable within HMT. As experienced by other employers, sickness was having a significant detrimental effect on service provisions with substantial agency costs being incurred to bridge the gap of absence employees (King, 2023). 
Despite HMT having clear policies and wellbeing services to support sickness absences, I realised there had been a notable gap in any analysis as to why absences were increasing. Using internal data from within HMT alongside exploring industry trends, I analysed multiple sources of data to identify gaps in the sickness management process and trends of the sickness itself. 
Acknowledging the importance of sickness absence management and the commercial impact it was having (Ayling and Suff, 2024), I set about building a strong understanding of the issues before setting out an action plan and business case for intervention that aimed to reduce sickness absence. My plan comprised of two areas, the first, the creation of a toolbox talk and training session for managers on managing sickness absence. This being evidenced by other organisations in the sector using this to promote a positive change to the management of sickness (ACAS, 2023b). Based on the insights gained from reviewing sickness data, the second action was to promote HMT’s comprehensive wellbeing services given a significant proportion of absences were due to mental health and wellbeing. 
Feelings
I found an immense sense of satisfaction from an insights-based approach and thoroughly enjoyed the exercise of examining data, trends, and the organisational impact to fully understand the issue at hand. 
Whilst I was also eager to enact positive change within the organisation, I was also slightly apprehensive that my managers tool-box talk would be unsuccessful. Liu and Xiang (2020) suggest some managers are reluctant or dismissive of coaching or in some instances do not recognise they have the learning need. 
As I progressed in addressing the issue and seeing the positive reception to both my toolbox talks and the positive narrative the promotion of the wellbeing services created on sites, I felt a sense of accomplishment. I felt a further sense of pride when seeing the positive commercial impact on reducing agency usage as sickness levels declined month on month (Public Health England, 2019).  
Evaluation
It became apparent throughout that managers were in part responsible for not only failing to manage sickness, but also failing to promote a culture of positive wellbeing and support which HMT as a charity strives to achieve. In line with ACAS (2023b) practices, the toolbox talks addressed gaps in the sickness management process and promoted the benefits of return-to-work discussions, welfare discussions, and appropriate signposting.   
Following a continuous review and promotion of both steps since November 2023, the most recent sickness absence statistics have seen an initial reduction to 4.4% in the 3 months to March 2024 (HMT, 2024). This is also during what is usually the three worst months for sickness absence over the winter period which offers further encouragement that the actions have promoted a positive change (ONS, 2023).
What I also feel was especially beneficial in this exercise was the proactive promotion of wellbeing services to staff rather than only acting at the point that the member of staff has a sickness episode. With Nadin (2024) reporting sickness costs have risen by up to 50% across UK organisations since 2019, the preventative action taken should prove commercially beneficial in reducing agency and sickness absence costs. Improved wellbeing could also inadvertently improve staff engagement and performance which has a further positive effect on HMT’s strategic objectives (Reilly, 2020). 
Analysis
Exploring sickness trends across the healthcare sector, the sickness figures experienced at HMT aligned to NHS figures at the time with NHS England (2024) reporting sickness levels of 5.3% with 25.2% of their absences were due to anxiety, stress, or depression which supports the approach taken in this instance.  
Cardwell (2023) identifies that management intervention is key to tackling sickness absence. Taking an insight-based approach this issue I feel had a positive impact on the improved sickness trends as feedback from managers highlighted a lack of confidence in tackling sickness prior to the training sessions.  
Agency usage in NHS England was an estimated £3 billion in 2021 alone and has since grown (Pym and Alton, 2023) which has a significant commercial impact on healthcare organisations and justifies the need to reduce this within HMT. Whilst it has not historically been an issue at HMT, raising manager awareness of the importance of sickness absence alongside our legal duty under the Equality Act (2010) should also raise awareness of the need to make reasonable adjustments to support staff. This is evidence by Miller (2023) to promote inclusivity and more diverse working practices which in turn is evidenced to promote performance returns that can support commercial goals.  
Conclusion
On reflecting on the circumstance, I feel that the insights driven approach to understand the issues around sickness management supported the development of a positive plan that not only supported a reduction in sickness absences but also supported HMT’s commercial activity. 
In learning from this, it has encouraged me to analyse key people metrics more regularly to prevent them getting to a similar position before positive action is taken. It has also motivated me to create similar toolbox talks and training sessions to support managers on other key policies and people management practices to be more proactive in this regard.    

[bookmark: _Toc163376255]Scenario 4: Project ‘HMT Values’
Valuing People & Working inclusively.
Description
During my time supporting the vacant head of people post, it became very clear that each of HMT’s site had their own practices and values with a decentralised organisational structure. Whilst this enabled each site to remain agile and make decisions based on the local circumstances (Burns, 2022), it made it very difficult as a central people team to consistently manage people practices across each of these individual silos. 
Being personally value driven and having strong ethical beliefs, I began project of personal interest to explore the various values across all HMT sites driven by the curiosity of the cultures and behaviour assignment I had recently completed. The plan was initially to review and suggest a shared set of purposes to demonstrated HMT’s commitment to inclusivity and positive workplace practices. The exercise quickly caught traction however with interest from the executive team supporting a full review of HMT’s values. 
In recognising the need for values to be people driven as opposed to organisationally led (Azeem, et al. 2021), a collaborative approach was taken to visit each of HMT’s sites to understand what values staff were drawn to at HMT as a not-for-profit organisation. From this, working collaboratively with colleagues across diverse positions within HMT, we put forward our first iteration of the HMT Values and Behaviours seen in Figure 3.
Figure 3, HMT Proposed Values & Behaviours 
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As of March 2024, this piece of work now forms a significant part of HMT’s strategy with a proposal to drive the values roll out from May 2024 to embed them across all sites. 
Feelings
I was initially quite ignorant to the importance of the piece of work in which I was about to pursue as I very much saw it as just an exercise to align values across sites. As the exercise started to unfold however I began to feel a significant sense of importance in the work in which I was undertaking.
Despite being quite introverted, I surprisingly found myself enjoying the opportunity to engage with colleagues across HMT during the roadshows, meeting different personalities and exploring a diverse range of perspectives and views. 
An unexpected feeling that developed throughout was also a sense of connection with colleagues who were from very diverse backgrounds and professions across HMT as we began to build a picture of the values that were important to the staff across HMT. Far removed from the disconnect staff had felt just 6 months prior, I felt a sense of pride in not the values in which we had created, but a deep connect to HMT in which I hoped staff would share. 
Evaluation
Demonstrated through the positive engagement with staff during the workshops, it proactively enabled colleagues to share their experiences and perception of work in a trusted environment (Baquero, 2023). As I had not undertaken such a broad exercise before across various boundaries, both geographically and culturally, I was uncertain my approach would be suitable. However, in retrospect given the positive responses, I feel that the collaborative approach taken with staff allowed them to communicate the meaning of work for them. 
Appreciating managers play a significant role in shaping culture (Schein and Schein, 2019), I could have taken more time to engage managers along the way to help obtain buy-in from them in rolling out the HMT values. Whilst I believe the approach helped create an overall shared purpose to work, more collaboration with managers could have helped them understand the organisational benefits or shared values as much as their own personal values (Robbins and Judge, 2022).
Analysis
I think the reason the exercise went so well is underpinned by understanding the culture at HMT. Considering Hofstede’s cultural dimensions, Sermontyte-Baniule et al, (2022) recognises that workers in the UK healthcare sector align closer to caring and values driven organisations which may explain the engagement in the work undertaken. Whilst not the intended outcome, an unintended positive consequence of the implementation of values are argued by (Gleeson, 2021) to support improved communication, relationships, and overall performance. 
Green and Maxwell (2022) advocates the benefits of cross-functional collaboration, and the importance people professionals have in driving this approach which I feel was achieved on this project through my approach. I also feel that the inclusive approach to get staff contributions from all levels will overall promote an inclusive culture at HMT which is recognised by Green and Young (2019) to be essential in embedding a sense of belonging amongst staff which promotes a diverse and inclusive workplace. 
Conclusion
Over my five years at HMT, I have seen various projects and initiatives falter and fail to gain buy in from staff, so I was positively surprised to see such engagement from staff at all levels throughout the project. On reflection and comparing it to previous projects that have been devised by senior management and imposed on colleagues, the collaborative approach taken I believe had a significantly positive impact (Olson, 2023). On promoting the values that were devised, I also take true confidence that they represent the collective views and voice of a diverse staff group that will positively impact HMT in underpinning the behaviours expected of HMT colleagues.  
Although I was very much out of my comfort zone in driving a project of this scale and leading discussions and forums with large groups, I will seek to continue to develop an inclusive approach to my work that holds compassion, humanity, and fairness at the core of my professional practice. 
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	Personal Development Plan

	Name: Grahame Chapman
	Student No: 0750314
	Covering: April 2024 - May 2025

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

	Professional Courage and Influence
Build courage to communicate with impact & improve my ability to speak up.
	Complete an influencing styles questionnaire and personality test online to understand my communication style and how it can be broadened.
	Free online questionnaire and test. Personal research and reading to broaden communication skills (Laker and Patel, 2020)
	I will feel confident in challenging behaviour and will be able to skilfully influence managers when faced with opposition.
	Completion: May 2024

	Ethical Practice
Understand ethical principles to support future responsible decision making.
	Design and review ethical dilemmas relating to people management practices to understand diverse perspectives. 
	Read the CIPD’s (2024) ‘Ethics at Work employer guide’ and listen to ‘Creating ethical workplaces podcast’ (CIPD, 2019).
	I will be trusted by colleagues to role model ethical behaviour in my decision making and I will feel confident challenging actions that are unethical.
	Completed: June 2024

	Passion for Learning
Seek opportunities to continuously learn, improve, and develop innovative strategic people management practices
	Enrol onto Strategic People Management MA at UWTSD and review future trends through my dissertation. 
	Financial sponsorship from HMT. Colleagues to engage in my research dissertation. Time to complete research and dissertation.
	Completing my MA will demonstrate a commitment to continuously learn and a dissertation that goes onto benefit people practices at HMT will be a successful outcome.
	Completion: May 2025

	Situational Decision Making
Making pragmatic decisions that consider the organisational and strategic impact and risk. 
	Observe Senior Leadership & Executive meetings focusing on how decisions are made at a strategic level. 
	Mindtools.com guides on different decision-making models and permission from executive team to attend strategic meetings. 
	I will better understand the impact of my decisions and be able to make well-judged decisions based on specific circumstances. 
	Completion: October 2024

	Insights Focused
Improve the quality of my solution proposals through the evaluation of multiple sources of evidence.
	Reflect on circumstances in which I could have better supported colleagues with my decision making and assess wider evidence in relation to the issue  
	Read CIPD (2023b) evidence reviews and how to improve people measures and reporting.  
	I will feel confident in objectively analysing multiple sources of evidence to make decisions that are practically supportive. 
	Completion: September 2024

	Commercial Drive
Build a strong understanding of the financial implications of HMT’s people practices encouraging commercially sound considerations where possible. 
	Spend time with HMT finance manager to review People budgets, expenditure, and review relevant financial reports. 
	Meeting time with Finance Manager 
	I will have a strong understanding of HMT’s key finance metrics and be able to develop robust change practices considerate of the cost benefit of any proposals. 
	Completion: December 2024

	Valuing People
How to best support and upskill managers in a values-based approach to improve employee engagement
	Collaborate with managers and set up manager training sessions to support the roll-out of HMT’s values. 
	Scheduled meetings with managers, read CIPD (2023a) ‘Good work index’. 
	I will be able to sufficiently upskill managers to enable people development and wellbeing through the successful rollout of HMT’s values.  
	Completion: April 2025

	Working Inclusively
Deepen my understanding of diverse staff groups enable me to interpret diverse views and perspectives. 
	Review evidenced based reviews of inclusive practices through CIPD website and undertake ACAS training on Equality, Diversity, and Inclusion.  
	Business in the Community (2020) report on ‘Everyday Inclusion’, time to undertake ACAS training 
	I will be able to identify and role model inclusive practices that helps me build more collaborative relationship across my organisation. 
	Completion: November 2024
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