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1.0 Introduction 
 

This guidance sets out expectations for Registration and Conduct Panel Members 

representing IRCM. Its purpose is to promote public confidence in the integrity of 

IRCM’s processes and ensure that all representatives have a clear understanding of 

the organisation’s expectations of their practice.  The guidance supports IRCM’s 

overarching objective of public protection and aligns with principles of transparency, 

accountability, proportionality and consistency in decision making. 

 

This guidance applies to all panel members acting for or on behalf of IRCM within 

the fitness to practise, professional conduct, registration and renewal processes. It 

should be read in conjunction with IRCM’s policies and procedures to ensure 

alignment with broader organisational standards. It must be applied in line with 

relevant legal frameworks including The Equality Act 2010 and The Human Rights 

Act 1998 to ensure fair and proportionate decision making. This includes 

consideration of protected characteristics, reasonable adjustments, equality of 

participation and the avoidance of direct and indirect discrimination. Panel members 

are expected to apply reflective practise in their decision making and to seek 

continuous improvement. 

 

2.0 What is reflective practice? 
 

Reflective practice is an individualised but structured process of reviewing and 

learning from experience. While approaches may vary, reflective practice should be 

purposeful and capable of informing decision making. 

 

For some panel members, such as those from a regulated health or social care 

background, reflective practice will be familiar and they will likely have access to 

tools and resources to use or adapt for their panel member role. However, lay 

members and case managers from a non-regulated background may not have had 

this grounding or support, and reflective practice may be a new concept. IRCM 

expects all panel members, regardless of background to engage in reflective practice 

to a consistent and appropriate standard. Reflective practice is a skill that requires 

regular application to maintain and enhance its effectiveness in professional settings. 

 

Reflective practice involves critically evaluating one's actions and decisions. This 

includes considering the outcomes of decisions to identify areas for improvement. It 

should also include consideration of whether decisions are evidence-based, 

proportionate and consistent with IRCM standards and relevant legal frameworks. 
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Reflective practice encourages self-awareness, professional growth and better 

decision making, ultimately leading to more just and fair outcomes for all involved in 

fitness to practise, professional conduct, registration and renewal processes. It 

should also support panel members to identify and address conscious and 

unconscious bias, reflect on cultural assumptions and consider whether actions and 

outcomes are inclusive, equitable and culturally sensitive. Where appropriate panel 

members should be able to evidence reflection, particularly where learning has 

influenced their decision making. 

 

Some examples questions for reflection are: 

• How did the process go?  

• What worked? What went well? What was easy? 

• What didn’t work? What failed? What was difficult? 

• How did I feel and react to those feelings?  

• Did my feelings and reactions impact my decisions? 

• Would I do the same things again in this situation? 

• What do I need to understand better? What could I do better? 

• Are IRCM standards and legislative rights being applied fairly? 

• Could the evidence be considered in a more balanced way? 

• How does the decision impact the parties involved and the wider public? 

• Was the decision proportionate, consistent with similar cases and clearly 

reasoned? 

• Have I made any assumptions about an individual based on their background, 

communication style, culture, religion, ethnicity, gender, disability or other 

characteristic? 

• Could cultural differences or lived experiences have influenced how 

information, behaviour or responses were presented? 

• Have I considered whether any reasonable adjustments or additional support 

needs were identified and appropriately addressed? 

• Was the process accessible, inclusive and fair for everyone involved? 

• Could intersectionality or other factors have affected the individual’s 

experience of the process? 

 

For further guidance, tools, information and resources please read the IRCM 

Continuous Professional Development Policy and Guidance. 

 

3.0 Review of historic decisions 
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Panel members should routinely reflect on past IRCM decisions. The Operations 

Team will provide contextual information about past decisions, provide administrative 

support and policy context during panel discussions. The rationale behind each 

decision should be explored to ensure a fair and consistent approach to cases of a 

similar nature in the future. Panel members should consider whether previous 

decisions remain appropriate in light of evolving standards, guidance and regulatory 

expectations. Consistency does not require identical outcomes but does require 

clear justification where outcomes differ. 

 

4.0 Understanding emotional responses 
 

It is normal to have an emotional response to difficult or emotionally charged 

situations. Panel members should be mindful of their emotional responses. It is 

important to assess how these emotions may influence decision-making. Panel 

members should use structured discussion with co-panel members to identify and 

manage the potential impact of emotions on judgment. 

 

On occasion an individual may become defensive and in response panel members 

may feel frustrated. Panel members should reflect on this emotional response by 

asking themselves whether their frustration could cloud their judgment or affect 

interactions with those present. Panel members must ensure that decisions remain 

objective, evidence based and free from undue emotional influence. In such 

circumstances, the panel may choose to adjourn discussions or the hearing and 

reflect on their responses before making a decision. 

 

5.0 Awareness of bias and assumptions 
 

Panel members should reflect critically on personal biases, stereotypes, and 

assumptions that may unconsciously affect decision-making, communication, and 

interactions. Recognising and challenging these biases is essential to maintaining 

fairness and basing decisions on facts rather than preconceptions. 

 

Steps should be taken to minimise bias in practice, such as by seeking diverse 

perspectives and checking assumptions before making decisions. Panel members 

should be aware of both conscious and unconscious bias and take active steps to 

mitigate their impact. Panel members should recognise that bias can arise from 

assumptions linked to culture, ethnicity, religion or belief, disability, age, gender 

identity, sexuality, socioeconomic background, migration history or other lived 

experiences.  Reflective practise should include active consideration of whether 
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stereotypes or personal expectations may have influenced interpretation of evidence, 

communication or credibility. 

 

Biases may take different forms. Registrants, Pre-Registrants and applicants may 

have varied professional backgrounds and they may or may not be regulated in other 

areas of their practise. If a panel member notices they are assuming that case 

managers from a certain background are more prone to breach standards of 

practice, they should actively challenge this assumption by focusing on the facts 

presented rather than preconceptions. Decisions must be fair and capable of 

withstanding scrutiny. Panel members should also recognise that individuals may 

communicate, express emotion, engage with authority or respond to questioning 

differently depending on cultural norms, previous experiences and personal 

circumstances. Such differences must not automatically be interpreted negatively. 

 

6.0 Understanding cultural differences 
 

Cultural competence requires panel members to recognise and reflect on how 

culture, identity, beliefs and lived experiences may influence communication, 

behaviours, engagement and participation in IRCM processes. Cultural awareness 

should support fair and proportionate decision making while maintaining objective 

assessment of the evidence. 

 

Cultural backgrounds significantly affect values, communication styles, and needs. 

Panel members should reflect on their understanding of these factors and assess 

whether their interactions are culturally sensitive.  

 

Cultural background can affect styles of communication, and have an impact on eye 

contact, body language, and communication of remorse for actions. Panel members 

should consider how these differences may diverge from their own expectations and 

take steps to avoid misinterpretations. For example, avoidance of direct eye contact 

may seem evasive, but this could also indicate a cultural norm. Panel members 

should remain mindful that not all individuals from the same cultural, ethnic or 

religious background will share the same beliefs, behaviours or experiences. 

Individuals may define and express their identities in different ways and assumptions 

should be avoided. Behaviours should be interpreted and expectations adjusted in 

line with cultural differences.  Panel members should consider whether factors such 

as language barriers, neurodiversity, trauma, disability, religious beliefs, family 

structures, migration experiences or socioeconomic disadvantage may affect 

participation in IRCM processes, communication styles or presentation. Panel 
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members should maintain professional curiosity and, where appropriate, seek 

clarification respectfully rather than relying on assumptions. Cultural awareness 

should inform reflective practise and decision making, but should not override 

evidence-based and proportionate assessment. Cultural awareness should inform 

but not override objective assessment of evidence. 

 

7.0 Adapting processes to meet diverse needs 
 

Adaptations to processes should be made where necessary to meet the unique 

needs of individuals from diverse backgrounds in accordance with The Equality Act 

2010. This includes a duty to make reasonable adjustments and to avoid direct and 

indirect discrimination. This may involve accommodating religious practices, family 

structures, or other relevant factors. It may also include consideration of language 

and communication needs, accessibility requirements, neurodiversity, cultural or 

religious observances, caring responsibilities, trauma-informed approaches and 

barriers linked to socioeconomic disadvantage or lived experience. All parties should 

have an equal opportunity to participate fully in the process, and systemic barriers 

should be identified and addressed. 

 

Reasonable adjustments are a legal obligation under the Equality Act 2010 and can 

include changes to physical environments, the provision of auxiliary aids, or 

modifications to procedures, policies and practices. These adjustments are essential 

to prevent discrimination and ensure equitable access to participation. 

 

Panel members should be proactive in identifying needs and should ask if any 

accommodations are necessary to ensure equal participation in processes. For 

example, a panel member could arrange for translation services if a witness has 

limited proficiency in English. Any adjustments should be proportionate, recorded 

where appropriate and consistently applied. 

 

Consideration should also be given to whether information has been provided in an 

accessible and inclusive way and whether all individuals have been given an 

equitable opportunity to participate effectively in IRCM processes. For example, 

panel members may need to consider interpreters, alternative communication 

methods, additional breaks, adjusted hearing formats, accessible documentation or 

scheduling arrangements that accommodate religious observance or disability-

related needs 
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8.0 Professional development 
 

Panel members should take ownership of their own learning and development, 

continually seeking to identify any gaps in their knowledge or skills that may impact 

their performance. Engagement in continuing professional development is an 

expectation of the role and supports effective, safe and consistent decision making. 

Professional development can include:  

• Learning from peers with different cultural or professional experiences to 

better engage with diversity.  

• Focused reflection 

• Supported reflection (focused and purposeful conversations) 

• Self-directed study and reading 

• Desk research 

• Attending courses 

 

Reflective practice should be used as a tool to identify opportunities for ongoing 

education, training, and mentorship. Regular engagement in reflective practice is 

essential to develop and refine professional judgment, and support high quality, 

defensible decision-making. Panel members should actively reflect on their own 

cultural awareness, communication styles and understanding of diversity and 

inclusion as part of their continuing professional development. 

 

Version Date Amendments 

1 20/03/2025  

1.1 17/06/2026 Strengthened focus on public 

protection, accountability, and fair 

decision-making. Clarified 

expectations for reflective practice 

and its role in consistent, 

evidence-based decisions. 

Enhanced guidance on bias, 

cultural competence, and equality. 

General updates to improve 

clarity, consistency, and 

professionalism 
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