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Being a People Professional (PP) involves supporting organisations in achieving their strategic objectives by ensuring that employees are treated ethically, fairly, and with respect (Cheese, 2025). This includes designing and implementing HR policies and practices that create a positive workplace culture, where employees are engaged, supported, and empowered to perform at their best. As outlined in the CIPD Profession Map (2025), the value of the people profession lies in driving organisational success through people, fostering an environment that promotes equality, diversity, inclusion, and respect for individual rights (CIPD, 2025).

This approach leads to improved employee morale, productivity, and retention. People professionals also play a vital role in helping organisations manage workforce challenges, such as employee relations, performance management, and organisational change, while ensuring compliance with legal and ethical standards. By doing so, they contribute to the organisation's resilience and help individuals meet their personal and psychological needs (Waite et al, 2021).

PPs face the challenge of balancing the needs of individual employees with the broader demands of the organisation. While advocating for employees’ welfare, development, and fair treatment, they also need to align HR practices with the organisation’s objectives. This can create tension, as what benefits the business may not always align with employees’ needs (Waite et al., 2021).
PPs navigate this by taking on roles such as strategic partnering, advising, influencing, and people development. These functions allow them to balance business objectives and employee welfare effectively. A key responsibility is acting as strategic partners, where PPs align HR strategies with organisational goals, ensuring that talent management, learning, and development contribute to business success (CIPD, 2021). To achieve this, PPs must understand the business context, aligning employee development with company objectives.

However, as Suff (2023) notes, aligning HR strategies with business goals should not mean neglecting employee needs. PPs must make decisions with fairness, ethics, and consistency in mind. They must also guide senior management to make decisions that are pragmatic, just, and considerate of the workforce's impact (CIPD, 2021).

Moreover, PPs advocate for employees, ensuring their voices are heard in decision-making. By balancing business priorities with employee well-being, PPs create a work environment where both employees and the organisation can thrive, contributing to long-term success.
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In any workplace, decisions should be based on clear principles and values, particularly during times of change (Taylor & Woodham, 2022c). If these principles are ignored, negative consequences can follow. Even if a decision doesn't benefit everyone, it's important to handle it ethically by treating people fairly (CIPD, 2025). From a deontological perspective, we must follow moral duties and ethical rules, regardless of the outcome, to ensure fairness and respect (Green, 2025). This is achieved by focusing on three areas: Work, People, and Professionalism, with core values like fairness, transparency, respect, and ethical duty.

1. Work: A successful workplace relies on employees feeling safe, valued, and purposeful. Supporting their growth and recognising their efforts is essential. Balancing business needs with social responsibility ensures both success and employee well-being. This aligns with the deontological principle of doing what’s right, even if the results are uncertain. Our decisions must be fair and accountable.
2. People: People are central to every organisation. It’s crucial to invest in their development, care, and emotional well-being, especially for those from diverse backgrounds. I’m committed to treating all employees with fairness, respect, and dignity, protecting their rights. Creating an inclusive environment where everyone’s growth is valued ensures equal opportunities. By following a deontological approach, I aim to treat everyone fairly, regardless of the outcome.
3. Professionalism: Professionalism involves continuous development and making informed, fair decisions. All decisions should be transparent, fair, and respectful of diverse perspectives. Policies and practices, from recruitment to performance management, should reflect these values. Cultural sensitivity is key in communication and conflict resolution. By adhering to deontological principles, I work to create a workplace where everyone feels valued (CIPD, 2025).

Ethical decision-making is essential in the workplace, prioritising fairness, respect, and transparency to support both organisational success and employee well-being. Figure 1, based on the 'Ethics, Value, and People Profession Model' (March 2025), further elaborates on this approach, highlighting how these core values guide effective people management and decisions.

Figure 1, Work, People and Professions - Ethics Value and People Profession Model (March 2025)
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This model outlines how individuals perceive their value in the workplace and their journey toward success, highlighting key factors that contribute to their sense of fulfilment and achievement.
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People professionals have a crucial role in shaping the culture of an organisation and driving its strategic goals. By communicating effectively and confidently, they ensure that the voice of 'people practice' is not only heard but also aligned with broader business objectives. This alignment helps create a workplace that is both productive and positive. As highlighted by the CIPD (2025), the ability of people professionals to influence and communicate clearly is key to fostering an environment that supports both the needs of the workforce and the organisation's goals.

Below are a few key aspects of influence for people professionals, based on my own understanding and insights from the book People Practice: A Complete Guide (Waite et al, 2021).

· Strategic Communication: Effectively conveying ideas and policies necessitates a deep understanding of organisational dynamics and the ability to present information compellingly. This involves not just sharing data but also articulating how HR strategies align with and support overall business objectives, fostering stakeholder buy-in and promoting cross-departmental collaboration.​
· Building Credibility: Establishing trust is fundamental to influence. People professionals who demonstrate expertise, integrity, and consistency are more likely to be respected and listened to, enabling them to advocate effectively for policies that benefit both employees and the organisation.​
· Emotional Intelligence: Understanding and managing one's own emotions, along with empathising with others, enhances interpersonal relationships within the workplace. People professionals with high emotional intelligence can navigate complex social dynamics, resolve conflicts, and foster a supportive environment, all crucial for influencing positive change.​
· Advocacy and Representation: Serving as advocates for employees, especially those from diverse backgrounds, ensures that all voices are heard in decision-making processes. By championing inclusivity and fairness, people professionals can influence policies that promote diversity and equity, enriching organisational culture and enhancing employee satisfaction.​
· Adaptability and Continuous Learning: The ability to adapt to changing business landscapes and continuously update one's knowledge base allows people professionals to remain relevant and effective. This adaptability enables them to introduce innovative solutions and guide the organisation through transitions smoothly.​

Research indicates that high levels of employee engagement are positively associated with organisational commitment (Saks, 2006), customer satisfaction, employee loyalty, productivity, and even safety (Kanter et al., 2002). Employees who perceive themselves as engaged typically experience greater job satisfaction, irrespective of their roles (Schaufeli et al., 2008; Alfes et al., 2010). These findings underscore the importance of fostering engagement to achieve organisational success.​
Failing to speak up can lead to silence, resulting in unresolved problems, disengagement, decreased productivity, and a breakdown in trust (Taylor & Woodhams, 2022). Therefore, it is crucial for people professionals to actively contribute their perspectives to foster a culture of open communication and continuous improvement.

(AC 1.4) 
Unethical behaviour goes against widely accepted moral principles or professional standards, often involving dishonesty, unfairness, disrespect, or violations of laws and workplace policies, such as discrimination or harassment. For example, Suff (2019) describes a situation where an employee was asked by a leader to wear inappropriate clothing to impress a client. This request violated professional standards and raised potential legal concerns, such as dress code violations or anti-discrimination laws. Such behaviour undermines workplace integrity and risks legal consequences for both individuals and organisations.

A mission statement is a critical guide for decision-making in an organisation. While a vision statement outlines an ideal future, the mission statement focuses on the organisation’s core purpose, values, and goals. According to Waite et al. (2021, p. 9), a mission statement aligns decision-making with company values, ensuring actions are consistent and ethical. The CIPD (2021) also highlights the importance of ethical standards in workplace decisions, promoting better work and working lives.

When unethical behaviour arises, I would first assess whether the action conflicts with my personal ethics, organisational values, or legal standards. If it does, I would take several steps to address the issue. First, I would evaluate whether the action breaches company policies or legal regulations, considering potential discrimination or law violations.
Next, I would address the issue directly by seeking clarification and explaining why the request is unacceptable. Open communication is vital in resolving misunderstandings. If the issue remains unresolved, I would refuse the request and explain why it conflicts with professional standards. If the behaviour continues, I would escalate the matter to HR or senior leadership, following proper channels. Finally, I would reflect on the situation, learning from it to better handle future ethical challenges (Cuthbert, 2025).

To illustrate the difference between legal and illegal actions, consider the example of borrowing company property. If an employee borrows a company car, this is typically an agreed arrangement. However, if the employee refuses to return the car, this can shift from unethical to illegal behaviour. Taking the vehicle without permission and failing to return it constitutes theft, which is both unethical and illegal. The severity of this action could lead to disciplinary measures, including termination, and legal action.

To address this situation, the strategy would involve:

• Immediate Communication: Contact the employee to clarify expectations regarding the use and return of property.
 • Formal Written Request: If unresolved, issue a formal request outlining policies and consequences.
 • Assess Severity: Determine if the action constitutes gross misconduct.
 • Initiate Disciplinary Procedures: If the vehicle remains unreturned, begin formal disciplinary proceedings.
 • Consider Legal Action: Seek legal advice if internal measures fail.
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Creating a workplace where employees feel included, valued, and fairly treated is essential for both human and business benefits. A culture of inclusion boosts self-esteem, job satisfaction, and well-being, empowering employees to thrive (Taylor & Woodham, 2016). Inclusion ensures everyone contributes to the organisation, making diversity impactful (CIPD, 2019).

Self-Determination Theory (Deci & Ryan, 1985) highlights that autonomy, competence, and relatedness are key to motivation. Inclusive environments foster intrinsic motivation, leading to better engagement and productivity. Daniel Pink (2011) links motivation to autonomy, mastery, and purpose, aligning with an inclusive setting (Waite et al., 2021).

Ethical people practice like fairness and inclusion benefit both employees and organisations. Social Identity Theory suggests people are motivated by group memberships, such as job roles (Taylor & Woodhams, 2022). Social Exchange Theory shows that reciprocal exchanges, where employees feel valued, lead to positive behaviour and loyalty (Clifford & Young, 2021).

Promoting and training employees are crucial for fostering inclusion, supporting personal growth, and preventing exclusion. When employees feel valued, motivation, loyalty, and performance improve. Social Identity Theory (Taylor & Woodhams, 2022) suggests recognising roles enhances self-esteem and engagement, while Social Exchange Theory (Clifford & Young, 2021) shows how fairness strengthens motivation.
For businesses, prioritising inclusion and fairness boosts performance, retention, and satisfaction. Respecting employees fosters an engaged workforce, contributing to organisational success (Clifford & Young, 2021). Inclusive practices also improve reputation, attracting top talent and ensuring long-term growth (CIPD, 2025).

In my HR experience, promotion and training ensure employees feel supported, boosting job satisfaction and performance, aligning with inclusivity and fairness (Cuthbert, 2025).

Figure 2 below illustrates the importance of Core Knowledge, Core Behaviours, and Specialist Knowledge in fostering an inclusive work environment.


Figure 2. How to demonstrate people functions: CIPD (2025).[image: A diagram of a purpose]




















Maslow’s Hierarchy of Needs (Maslow, 1943), shown in Figure 3, is a useful model for understanding employee inclusion and motivation. It proposes that individuals must satisfy lower-level needs, such as safety and belonging, before progressing to higher needs like self-actualisation. Meeting basic needs in the workplace increases motivation and inclusion (Waite et al., 2021, p.168).

Figure 3. Maslow’s Hierarchy of Needs – Maslow suggests we fulfil basic needs starting from the bottom, progressing to higher levels. He recognised people move up and down the pyramid as their life context and expectations change (Waite et al., 2021, p. 169).


[image: A pyramid with text and a person climbing a stick]


Maslow suggests that we must first fulfill our basic needs, starting at the bottom and working our way up to the next level of needs. For example, would someone who is struggling to feed themselves be able to focus on higher-level needs? (Waite et al., 2021).


[bookmark: _Hlk159579697](AC 2.2) 

In our organisation, inclusivity is central to our culture. We focus on hiring individuals from diverse backgrounds, ensuring compliance with legal requirements while promoting diversity. To further support employees, we translate documents into relevant languages, creating an inclusive environment for all employees (Capestone Organic Poultry, 2025).
Using HR data from the London region helps us make informed decisions, with London Councils offering a network to share HR metrics and improve performance across borough councils. This collaboration supports inclusivity and fairness in HR practices (CIPD, 2025).
Our initiatives reflect our commitment to inclusivity, starting with the recruitment and onboarding process. We ensure accessibility by offering adjustments like alternative formats for application forms and unconscious bias training for interviewers. We gather feedback from candidates to evaluate the process’s effectiveness and track diversity metrics (Cuthbert, S. 2025).
For training, we create tailored programs for employees with learning needs, offering one-on-one support, engaging content, and peer networks. We evaluate the program’s impact through employee feedback, performance reviews, and retention data.
We also provide mentorship for employees with learning needs. One employee, who needed extra support, has excelled and is now training others, demonstrating the impact of our inclusive culture.
Additionally, we conduct exit interviews to gather insights into employees' experiences, which helps us assess the effectiveness of our inclusivity initiatives and identify areas for improvement (Cuthbert, S. 2025).

Key Points:
· Inclusive Recruitment: Adjustments to applications and interviewer training.
· Inclusive Training: Tailored programs for employees with learning needs.
· Employee Progression: Employees who needed extra support excelling and mentoring others.
· Post-Implementation Evaluation: Collecting feedback and tracking metrics to ensure inclusivity.
· Exit Interviews: Gathering feedback to assess the impact of inclusivity initiatives.


Below Figure 4, is a template of the exit interview form we use at Capestone Organic Poultry to gather valuable feedback from departing employees.

Figure 4, Exit interview forms used for feedback from departing employees:
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Exit interviews are an important tool that helps us assess how effective our programs are and identify areas for improvement, particularly regarding how employees felt in the workplace and whether they received the right support and training (Cuthbert, S. 2025).
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In my HR role, I work inclusively with employees from diverse backgrounds, including 12 nationalities. While language barriers present challenges, I ensure key documents like contracts and policies are translated into native languages, or I arrange for translators at meetings. I also use tools like Google Translate and collaborate with multilingual colleagues to avoid misunderstandings, fostering better communication and inclusivity.

Supporting new recruits, especially those from overseas, is a key aspect of my role. I understand the challenges of adapting to a new culture and workplace, so I focus on making them feel welcomed and supported from day one. By listening to their concerns and providing guidance on workplace norms, I help them integrate smoothly into our culture.

I also ensure that the HR department is a space where all employees, from factory operatives to senior staff, feel valued and respected. I pride myself on being approachable and maintaining an open line of communication, fostering a positive work environment and building strong relationships across all levels.

My commitment to fairness and inclusivity contributes to both employee wellbeing and the overall performance of the team. By treating everyone with respect, actively listening to their needs, and providing necessary support, I help create an inclusive, positive work environment where employees feel at home and motivated to contribute to the organisation's success.

[image: A close-up of a message]

Please refer to the table below for my reflection on the feedback provided:


	
Area Of Feedback
	
My Actions & Reflections

	Inclusivity and Positivity at Work
	I’m glad that my efforts to maintain an inclusive and positive work environment have been recognised. I strive to contribute to a welcoming work culture, and I’ll continue ensuring that every employee feels valued and included, always prioritising an open-minded approach in resolving situations.

	Managing Language Barriers
	I’m pleased that my proactive approach to overcoming language barriers has been appreciated. I will continue to ensure all documents are translated and arrange for interpreters when necessary. I also plan to look into additional translation tools to make communication even more effective in the future.

	Supportiveness and Approachability
	It’s good to hear that I’m seen as approachable and supportive. I’ll continue to offer assistance to employees, listening carefully and addressing concerns. Going forward, I will focus on refining my conflict resolution skills to provide more tailored support and guidance where needed.

	Building Relationships Across All Levels
	I appreciate the feedback on my efforts to foster positive relationships with all employees. I’ll keep building on these relationships by gathering feedback from staff at all levels and ensuring open, transparent communication to improve team dynamics and performance.

	Creating a Welcoming and Friendly Office
	I’m happy that I’ve contributed to a welcoming office environment. I will continue to foster a positive atmosphere by encouraging interactions between teams and celebrating the diversity of our workforce, helping ensure high morale and a sense of belonging for everyone.
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As the world of work continues to evolve, the role of people professionals is changing too. We’re moving away from traditional, one-size-fits-all HR practices and focusing more on inclusivity, adaptability, and employee well-being. As organisations embrace more diversity, including a wider range of cultures, backgrounds, and even flexible working arrangements, people professionals must develop a broader set of skills to manage these changes effectively.
In particular, I see empathy becoming more important than ever in the HR role. In the past, HR was often seen as a more transactional function, but today, it’s about connecting with employees on a deeper level, understanding their needs, and providing tailored support. The role requires a lot of emotional intelligence and the ability to listen, assess situations, and respond in a way that makes people feel valued, heard, and understood.
For me, this means that I’m continually learning how to adapt my approach. I know I need to develop my own empathy by improving my interpersonal communication skills and understanding the diverse experiences of the employees I work with. I’ll be taking active steps in engaging with training opportunities, workshops, and ongoing professional development to make sure I’m up to date with the latest practices and tools in the HR field. I also plan on participating in mentoring programs, where I can learn from experienced professionals and refine my judgement in making decisions that are fair, compassionate, and aligned with the company’s goals.
One thing I’ve realised is that my work in HR is very human-centric. It’s about fostering positive relationships and maintaining a balance between the needs of the organisation and the people who make it run. As I work with a highly diverse workforce (with employees from 12 different nationalities), I have to be constantly aware of their individual needs, and I recognise that this involves more than just listening to their concerns. It’s about understanding what motivates each person and how I can create an environment where everyone feels included, supported, and encouraged to succeed.
One of the challenges I face daily is ensuring that the onboarding process is smooth for all new recruits. They come from different backgrounds and cultures, which can sometimes make it hard for them to settle in. But I’ve learned to approach this with patience, empathy, and a personal touch. As the role evolves, I recognise the importance of continuing to develop my communication and leadership skills to better serve all employees, both those who have been with the company for years and those who are just starting out.
According to the Future of Jobs Report (2023), the ongoing evolution of technology, such as generative AI, is expected to significantly disrupt the labour market. However, it also presents opportunities for job creation, particularly in sectors like big data analytics, climate change and environmental management, and cybersecurity. The adoption of these technologies will require HR professionals to continuously adapt to both the challenges of job displacement and the opportunities for workforce transformation. As the future of HR will increasingly demand innovation, emotional intelligence, and adaptability, I’m committed to growing these skills. I believe the best way to adapt to these changes is by staying open to new ideas, asking for feedback, and being willing to step outside my comfort zone.
As shown in Figure 5, "Expected impact of technology adoption on jobs, 2023–2027," there is a clear indication of the shifts that are expected in job creation and displacement, emphasizing the need for HR professionals to navigate these changes effectively.
Figure 5, Expected impact of technology adoption on jobs, 2023–2027:
[image: A screenshot of a graph]

I will focus on developing my skills through practical training, particularly in areas like cultural sensitivity and diversity, and by developing processes to better integrate new recruits, applying the latest trends in HR. This way, I can help improve the employee experience and ensure the organisation thrives in this changing landscape.
Overall, the role of a people professional is not just about keeping the wheels of the organisation turning – it’s about understanding the people behind those wheels and adapting to their needs. I’m excited to continue growing in this role and to make sure I’m not just keeping up with change but actively shaping it. Please see below my CPD action plan, which outlines the areas I am focusing on for my professional development and the steps I will take to continue learning and growing in my role.

	Development Area
	Actions To Take
	Support/Resources
	Progress

	Employee Inclusion & Support
	- Attend training on cultural sensitivity and diversity. 
- Develop a process for better integration of new recruits.
	Training programs, HR resources
		



	Feedback from new recruits, HR Manager review.




	Communication Skills
	- Improve language support systems (translation tools, etc.). 
- Regular feedback from team members.
	Google Translate, colleague support
	Quality and clarity of communications.

	Leadership & Management
	- Take part in leadership training courses. 
- Build stronger working relationships with senior staff.
		



	Leadership development courses



	Peer and senior staff feedback, team performance.

	Workplace Wellbeing
	- Implement new wellbeing initiatives (e.g., mental health workshops). 
- Regular check-ins with team member
	Wellbeing programs, HR support
	Employee feedback on wellbeing initiatives, participation rates.



Below is a model taken from the CIPD website, 'Gibbs Reflective Cycle' (Figure 6). This approach reflects my ongoing development and commitment to learning, applying judgement, and adapting to the evolving nature of the people practitioner role. The actions in this CPD plan mirror the reflective process outlined in Gibbs’ Cycle by continuously assessing my strengths, identifying areas for improvement, and taking actionable steps to develop my skills further.

Figure 6: Gibbs Reflective Cycle:


[image: A diagram of a reflective cycle]
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To effectively assess my strengths, weaknesses, and development areas, I have considered both my self-assessment and feedback from my HR Manager. This process has allowed me to reflect on my performance, identify areas where I excel, and highlight areas where further development is needed. By integrating my own observations with external feedback, I am able to create a more comprehensive understanding of my professional growth and development, as well as set clear goals for the future.

[image: A close-up of a message]

Reflection on My Strengths, Weaknesses, and Development Areas Based on Self-Assessment and Feedback from My HR Manager:

Strengths:
Through self-assessment and feedback from my HR Manager, I have identified my key strengths, including reliability, organisation, and commitment to my work. I take pride in completing tasks on time and managing responsibilities effectively, especially in payroll and absence management, areas where I feel competent. My HR Manager praised my organisational skills and confidence in these tasks. I value feedback as a means of improving and refining my skills.

Weaknesses:
Feedback highlighted that, while generally organised, I sometimes overlook smaller details or fail to complete tasks fully. Although I use a task list for organisation, I recognise the need to improve my attention to detail. Additionally, while confident in my core tasks, I realise there’s room for growth in my knowledge of company policies and procedures.

Development Areas:
To address these weaknesses, I plan to enhance my attention to detail and expand my understanding of UK employment law. My HR Manager suggested I continue developing my knowledge of the broader legal framework surrounding HR, which will help me handle complex situations with more confidence. Through my CIPD studies, I aim to deepen my knowledge of employment law and HR best practices, applying these learnings to my daily work.

Action Plan:
To enhance my strengths and address weaknesses, I will:
· Use task management tools and set reminders to prioritise tasks more effectively and improve my attention to detail.
· Continue my CIPD studies, focusing on recent developments in UK employment law through courses, resources, and senior HR colleagues’ support.
· Engage with experienced professionals in the HR department to gain practical insights and apply my learning to HR practices.

(AC 3.3)
As part of my professional development within the HR field, I have identified a range of formal and informal CPD activities that will support my growth and help enhance my performance. While studying for my CIPD qualification, I am deepening my knowledge of HR best practices, people management techniques, and organisational development. Although I have not yet specifically covered employment law in my studies, I am committed to continuing my education in this area once I progress further in the course.

Recognising that development is not limited to formal education, I also see value in informal learning and reflection. In my role within HR, I continuously assess my strengths and areas for improvement, ensuring I address them with both structured learning and practical experience. I plan to further enhance my skills in areas such as communication, employee relations, and leadership, so I can become a more effective HR professional.

This CPD plan outlines the steps I am taking to improve my HR practice through a combination of ongoing CIPD studies, regular self-reflection, and peer feedback. By actively engaging in these activities, I will ensure that I continue to grow and adapt to the evolving demands of the HR profession.


Formal CPD Activities
1. CIPD Studies and Qualifications
· Activity: Continue my ongoing CIPD qualification, engaging with all associated learning materials, modules, and assessments.
· Outcome: This will improve my understanding of HR practices, including UK employment law and people management techniques, helping me to handle complex HR issues more effectively and confidently.
· Why: By continuing my CIPD studies, I am ensuring my knowledge remains relevant and up-to-date, providing a solid foundation for more complex HR matters and improving my overall competence in supporting the workforce.

2. Workshops and Training Courses
· Activity: Attend CPD-accredited HR workshops and webinars on topics such as employment law updates, performance management, and diversity and inclusion.
· Outcome: This will enable me to stay informed about the latest HR trends and legal changes, ensuring I apply best practices and maintain compliance with regulations.
· Why: Attending workshops allows me to deepen my knowledge, ensuring I bring the latest HR strategies to my role and remain compliant with evolving employment laws.
3. Support and Coaching
· Activity: Seek regular support and coaching from senior HR professionals or colleagues in the department.
· Outcome: Gain insights into best practices and more effective approaches to dealing with HR issues, improving my decision-making and judgment.
· Why: Mentoring allows me to learn from those with more experience, providing guidance and confidence in tackling complex HR matters. It also enhances my ability to make informed and balanced decisions.

Informal CPD Activities

1. Self-Reflection and Feedback
· Activity: Regularly reflect on my own performance and seek constructive feedback from my HR Manager and colleagues.
· Outcome: Continuous self-assessment will help me identify areas for improvement, particularly in areas like attention to detail, communication, and organisational skills.
· Why: Regular self-reflection and feedback enable me to monitor my progress, ensuring I address any weaknesses and continuously improve my work.
2. Reading HR Blogs and Articles
· Activity: Dedicate time each week to read HR-focused blogs, articles, and publications such as those from the CIPD website.
· Outcome: Keeping informed about the latest trends in HR and people management will ensure my knowledge is current, which in turn will improve my ability to apply this knowledge in practice.
· Why: Staying up to date with industry news allows me to adapt and bring fresh, innovative ideas into my role, enhancing my performance and the HR function's efficiency.
3. Peer Learning and Collaboration
· Activity: Participate in informal knowledge exchange with peers from other HR departments or teams within the organisation.
· Outcome: Discussing HR issues and learning from others' experiences will broaden my perspective and enhance my ability to handle different HR challenges.
· Why: Peer learning allows me to gain diverse insights and strategies, improving my adaptability and effectiveness in problem-solving within the HR function.
4. Shadowing Colleagues in Different HR Roles
· Activity: Spend time shadowing colleagues in different HR functions, such as recruitment or employee relations.
· Outcome: Gaining exposure to other HR roles will enhance my understanding of HR processes and broaden my skillset, making me more versatile in my role.
· Why: Shadowing allows me to learn how different aspects of HR operate, improving my versatility and effectiveness when handling various HR tasks and challenges.
5. Practicing Emotional Intelligence (EI)
· Activity: Engage in activities to develop emotional intelligence, including active listening and empathy during interactions with colleagues and employees.
· Outcome: Improving my emotional intelligence will enhance my interpersonal relationships and support my ability to manage conflict, resulting in a more inclusive and positive work environment.
· Why: As HR professionals, EI is critical for managing diverse personalities and emotions, ensuring I foster a healthy workplace culture and resolve conflicts effectively.

Action Plan
By integrating both formal and informal CPD activities, I will work on improving my professional behaviour and performance. My ongoing CIPD studies will deepen my understanding of key HR topics, including UK employment law, while informal activities such as self-reflection and feedback will enable me to refine my skills and continuously improve my work. I aim to create a balance between structured learning through my CIPD course and informal development through feedback, reading, and collaboration. This will ensure I grow in my role, adapt to the changing HR landscape, and ultimately perform at a higher standard.

Why This Is Important
These activities are tailored to not only enhance my technical knowledge and HR expertise but also focus on improving my own behaviour, such as communication, decision-making, and interpersonal skills. By committing to these CPD activities, I aim to be a more effective HR professional who can navigate challenges with confidence and contribute positively to the organisation's HR function.
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Reflecting on my continuing professional development (CPD) activities, I can confidently say that they have had a significant impact on both my behaviour and performance in the workplace. Through my ongoing CIPD studies, I have gained a deeper understanding of core HR principles and practices, which has positively influenced my confidence and effectiveness in my role. Tasks such as payroll management and absence tracking, which once seemed challenging, have become more manageable as I’ve developed a clearer understanding of HR functions through my studies.

A key focus of my CPD has been on communication skills, which has had a noticeable impact on how I interact with colleagues and employees from a diverse range of backgrounds. With our team comprising 12 different nationalities, including those with varying levels of English proficiency, effective communication is vital. My CPD activities have helped me develop greater empathy and cultural awareness, enabling me to engage with employees more effectively and ensure they feel heard and understood. This has contributed to stronger working relationships and a more inclusive environment within our team.

Additionally, I have been working on improving my attention to detail, an area where I identified room for growth. While I’ve always been organised, I sometimes overlooked small details, which can impact the quality of my work. Following feedback from my HR Manager, I have introduced more effective task management tools, set regular reminders, and reviewed my work more carefully. These changes have led to improved efficiency and accuracy, particularly in tasks like payroll processing and attendance management, where precision is essential.

Although I have not yet studied employment law as part of my CIPD course, I recognise its importance to my role. I have made it a priority to focus on understanding the basics of HR compliance and legal frameworks, which will be further explored in my ongoing studies. As I continue with my CIPD qualification, I aim to build on my knowledge of UK employment law to ensure I handle complex employee matters with greater confidence and legal awareness when the time comes.

Lastly, my CPD focus on emotional intelligence has significantly improved my interpersonal skills. I’ve become better at managing my emotions and responding to others with empathy, particularly in challenging or sensitive situations. This has helped me to build more positive relationships with employees and colleagues, manage conflict more effectively, and contribute to a supportive workplace culture.

Overall, my CPD activities have strengthened both my technical and interpersonal skills, making me more confident and capable in my HR role. As I continue my CIPD studies, I am committed to further enhancing my HR knowledge and applying these learnings to deliver meaningful, high-quality support to the organisation and its employees.
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Feedback from HR Manager:

Sharon works inclusively and positively with others each day at work in our busy HR department. Our
workforce is inclusive of 12 different nationalities, which often present a language barrier. Sharon proactively
ensures that contracts, letters, any documentation, and communications are translated into employees’
native language or arranges for a translator to be available at meetings to ensure understanding and
inclusivity. Sharon always has time for staff that need support and takes time to listen and explain,
approaching situations with an open mind to ensure they can be resolved. Sharon has built positive working
relationships with the whole workforce, from factory operatives to senior members of staff. She is always
helpful and makes the office a friendly, welcoming environment.
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FIGURE 2.5 | Expected impact of technology adoption on jobs, 2023-2027
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Feedback from HR Manager:

Sharon is reliable, commitment and willing to take on feedback. We work in a busy department and Sharon is
organised and actively keeps a task list but at times, certain details are forgotten or not complete in full.
Sharon demonstrates confidence in her key responsibilities such as payroll and absence management but is
working on improving her overall knowledge of company policies and UK employment law.
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