AC 1.1
Outlining the expected ethical standards, values and behaviours is the CIPD Code of Professional Conduct. It champions better working lives and better work based on key values such as professionalism, integrity and respect. As a member of the CIPD you uphold these standards, as they are designed to support and guide people professionals in areas of inclusion, trust and fairness in making responsible decisions (CIPD, 2022). 
Furthermore, the CIPD Profession map encompasses a practical framework of core competencies that impact values, behaviours and knowledge, which can be used in daily work life to advance personal development, knowledge and career. It can help in aligning HR strategies with business goals, being integrity driven with a people first approach in decision making. At whatever level of specialism, it emphasises the key principles of conduct, understanding and behaviours to drive meaningful change, enhance lives and enrich a more positive working environment (CIPD, 2024). 
[image: diagram of the Profession Map]
The core of a people professional lies in your purpose, to advocate improved working conditions and fulfil meaningful working lives, in behaviours that uphold integrity and fairness in making principled decisions within organisations (Bradfield Group, 2023).
Considering three values in areas of 
Principles - Led – Not merely following procedures and policies but doing what’s right and acting with integrity.
Evidence - Based – To guide decisions, draw on expert knowledge, data and insights.
Outcomes - Driven - To support individuals and organisations, prioritising work that creates value (CIPD, 2024). 
The profession map emphasises  
People professionals need awareness and understanding of Core Knowledge, in areas of analytics, culture and behaviour, change management, people practice and business acumen. Emphasising Core Behaviours that are professional and ethical based on valuing people, commercial awareness, inclusivity, courage and decision-making to drive impact. 
To support the needs of the organisation, Specialist Knowledge is required for employee relations, talent management, reward and well-being initiatives (CIPD, 2022). 
The main strengths of the CIPD People Profession Map are based on facilitating People Professionals in promoting fairness and integrity in the workplace by emphasising inclusivity and ethics. Also supporting HR professionals in a fast-moving environment by encouraging adaptability and continuous learning. Developing competencies in line with best practice by offering clear effective guidance. 
However, where companies who do not see HR development as a priority, the practical application and general framework can be challenging. Without robust assessment methods in place, measuring behaviours effectively in practice can prove challenging. Furthermore, in considering the balance between employee well-being and business needs, this can sometimes be difficult to achieve bearing in mind the work environment as HR professionals must adapt and appraise the model (SHRM, 2022).   
In today’s world where the working environment can rapidly change, people professionals are being challenged in areas of hybrid working, employee expectations and technology transformation. Beardwell and Thompson (2017) argue that People Professionals must have commercial awareness by using evidence – based practice and information to contribute to performance and influence decision – making. 
AC 1.2
Personal and ethical values are core beliefs that guide individuals to recognise what is important in life and influence behaviours and choices. These beliefs shape how we deal with situations in personal relationships, work and in the community. Enabling one to navigate change and contemplate decisions and actions by our ethical conduct and sense of purpose (Karl, 2021). Shalom H. Schwartz, a social psychologist created The Theory of Basic Human Values, which outlines ten universal values that shape human behaviour and are grouped into four key areas (Schwartz, 1992).
Four of these values explored in more depth include Universalism – the supporting of human rights, social justice and equality. Benevolence – being helpful, kind, supportive, loyal and demonstrating forgiveness. Security – recognising well-being, safety, law, health and social harmony. Conformity – Following rules, authority, social expectations and avoiding actions that may upset (Schwartz, 1992). 
Personal Values vs Ethical Values 
In comparison a Personal Value is based on your individual character, what you believe in, your own moral beliefs, which impact how you behave in different situations. Whereas an Ethical Value relates to a standard of professional conduct within an environment or organisation. This is very evident in People Practice where trust, responsibility and confidentiality are essential (CIPD, 2022). 
My Personal Value
Throughout my experience as a People Professional, Fairness remains one of my own personal values, playing a critical role in my recruitment and selection process. From initially creating an advertisement to reviewing and selecting candidates for interview to meeting each one. I remain focused purely on skills, suitability and experience, each candidate is given equal opportunity ensuring there is no favouritism or bias. By applying structured selection and interview methods, decisions are made purely on evidence and not personal preferences. Remaining transparent in communication and open-minded when reflecting on different perspectives, treating people equitably whilst adhering to the same standards and rules for all. 
Furthermore, the value of fairness is shaped by the principles within the CIPD Code of Professional Conduct and Ethics, a framework which guides People Professionals with clear expectations for moral and inclusive practice (CIPD, 2022). As a chartered body, members are expected to comply with legal requirements and take responsibility for their behaviour and decisions. 
Ethical Value
Respect and inclusion is a core ethical value that resonates with my own personal values, it supports and shapes the workplace culture by ensuring it is free from bullying and discrimination. Embedding this Ethical Value into areas of training, policies, procedures and culture protects employees and embeds the principles of the Equality Act 2010.
As a People Professional I have worked closely with employees addressing the allegations of racism, demonstrating an impartial and fair investigation in line with company policy and the Equality Act 2010.  A complaint was made by an employee who reported racially discriminating remarks and bullying from a colleague. The investigation was conducted and in line with people practice, all parties were treated equally and without bias. In line with the CIPD Code of Professional Conduct and Ethics, transparency and trust were emphasised, particularly when dealing with sensitive information. In line with organisational policy action was taken and additional diversity training was implemented for employees. Reinforcing the company’s commitment to and inclusive and respectful working environment (CIPD,2022)
AC 1.3
People Professionals maintain a strategic and operational role and it is essential when dealing with matters that delivery is clear, informed and in a confident manner to enable the influencing of others. By providing guidance whilst supporting decision making, demonstrating integrity, knowledge and the building of trust which gains credibility (Chartered Management Institute, 2020). Influencing can be in many areas including the resolving of conflict, embedding organisational change, strategic planning and recruitment etc. 
Establishing Credibility, Trust, Promoting Ethical Practice & Driving Organisational Change During a time of change in an organisation, anxiety and uncertainty are common amongst the workforce. People Professionals play a central role in maintaining trust and more importantly managing communication to support a smooth transition (CIPD, 2022). Playing a pivotal role in influencing senior management through fair treatment of employees and transparent communication. By presenting an understanding into change management and employee engagement through evidence-based insight, People Professionals can be instrumental in changing decisions, morale, reduce turnover, employee rights and legal compliance with TUPE regulations, thus preventing significant disruption to the workforce (Ulrich et al, 2017).
As a People Professional an example of influence in Ethical Practice includes the balancing of business needs and employee welfare, ensuring ethical decisions are made in a fair, clear and informed manner. Diversity and Inclusion can significantly damage a company’s workforce and its reputation. Not speaking up or taking action with senior management to invest in areas of unconscious bias training can impact employee engagement, training, recruitment, with a lack of representation and progression (CIPD, 2021). 
In comparison a lack of these behaviours and skills could have a detrimental effect on the business in areas of trust and the ability to influence.  Thus, reducing credibility and inhibiting positive change and the safeguarding of employee wellbeing. With misinformed decisions and a non-compliance of legal obligations will create a decline in organisational culture, increasing staff turnover and a lack of confidence (CIPD,2022).
AC 1.4
Upholding professional standards and acting with integrity is an integral part of the CIPD Code of Professional Conduct and will uphold trust in the HR function. When responding to Unethical and Illegal situations it is important to recognise the differences and respond appropriately. 
Reacting to an unethical matter in the workplace can significantly damage the organisation and its workforce as it is based on decisions, behaviours and operations. Not essentially illegal, these actions can impact company culture, morale, fairness, trust and respect in areas of bullying, discrimination, nepotism, dishonesty and misconduct (CIPD, 2022). An example would include a situation of favouritism, where a manager would make exception and accommodate a certain member of staff with their hours, holidays etc or promotion based on a personal relationship. 
In the first instance I would remain fair and objective with an investigation, gathering information impartially, reviewing performance, hours worked and promotion etc, this will enable validity. Also engaging with impacted individuals with open communication, providing reassurance and observing workplace dynamics, whilst remaining confidential (CIPD,2021). 
By also reviewing the organisations policies will confirm the nature of the matter in areas of performance management, equal opportunities, code of conduct, ethics and equality, diversity and inclusion etc. Once confirmed, appropriate action may include a mediated discussion, a performance improvement plan, training or formal procedures like a warning (CIPD, 2019). 
Reacting to an Illegal matter in the workplace is serious and breaching legal obligations or statutory regulations in areas of behaviours, actions or decisions could lead to legal consequences for the organisation or an individual. Key areas consist of health and safety, employment law, finance and tax, data protection, immigration and discrimination (CIPD, 2022). 
A health and safety breach could be an illegal matter particularly when the employee has been injured due to faulty equipment and a lack of training. We have a duty as a People Professional to maintain professional standards and legal obligations when dealing with these matters (CIPD, 2022). Employers are legally required under the Health and Safety at Work Act 1974 to ensure the welfare and safety of employers while at work (Legislation.gov.uk,1974).  
Following the organisations reporting procedures, a breach should be highlighted and documented with the inclusion of the health and safety officers, senior management and line managers. Initiating a formal investigation which is well documented, remaining confidential, acting with integrity and ensuring everyone is treated fairly. Remaining compliant with company policies and procedures, although a serious breach would escalate to include the Health and Safety Executive (HSE). Following the breach, to protect employee wellbeing, it is important to recognise any additional requirements to support senior leaders, these could include policy reviews, training and disciplinary action. By responding effectively to health and safety breaches, HR practitioners demonstrate their responsibility to promote ethical practice, legal compliance, and a safe working environment, which are all fundamental to the people profession (CIPD, 2021).
AC 2.1
In the workplace, everyone should feel included, valued and respected, by creating an environment that is inclusive ensures that a person from any background or identity can contribute with a sense of belonging. Creating this workplace culture ensures notable benefits for both businesses and its people, supported by a number of principles and theories including wellbeing, increased motivation, engagement and ethical practices. Employees are more likely to be productive, engaged and committed, by removing barriers and providing the freedom for anyone from any background, identity or circumstance it ensures everyone has equal access to opportunities whilst encouraging collaboration and mutual respect (Forbes, 2023).  
From a business perspective, diversity and inclusion drive innovation, collaboration, and performance. The CIPD (2022b) notes that inclusive organisations benefit from improved decision-making, better customer insight, and stronger employee engagement. According to McKinsey & Company (2023), organisations with inclusive cultures are more likely to outperform competitors financially and attract top talent especially in competitive markets. Moreover, fairness and inclusion are essential components of ethical leadership and responsible business practice. According to Armstrong and Taylor (2020), ethical employers create transparent systems, provide equal access to opportunity, and embed values into workplace culture. This not only supports compliance with legal standards (e.g., the Equality Act 2010), but also strengthens the organisation’s reputation.
From a human perspective, people feel included, valued, and fairly treated at work, they experience higher levels of wellbeing, motivation, and job satisfaction. Inclusion fosters a sense of belonging and psychological safety, allowing individuals to express themselves freely and contribute meaningfully. According to the CIPD (2022), inclusive workplaces lead to greater employee engagement and reduce stress, while promoting stronger working relationships. Feeling fairly treated also supports mental health and builds trust.
The Good Work Index (CIPD, 2023) highlights the importance of fairness, voice, and purpose in the workplace. Employees who perceive their work as meaningful and feel they are treated fairly report higher levels of job satisfaction, lower stress levels, and better overall wellbeing.
In my own experience supporting the cultural integration following Garmin’s acquisition of a Swansea-based company, I’ve seen first-hand how promoting open communication, respecting different working practices, and ensuring consistent policy application help to build trust and engagement across both legacy and new teams. When people feel seen and heard, collaboration improves and resistance to change decreases.
In conclusion, both theory and practice highlight the profound benefits of fostering inclusion and fairness at work. By meeting the psychological needs of employees, encouraging ethical behaviour, and leveraging diverse perspectives, organisations create stronger, more sustainable business outcomes while supporting the wellbeing and growth of their people.
AC 2.2
The process includes consultation, planning, delivery and evaluation stages. With activities and policies recognising all employees regardless of age, disability, gender, race or background. Promoting a culture where all employees feel valued, fairly treated, respected and a sense of belonging (CIPD, 2023).
As a People Professional my role has involved implementing a flexible working policy following the acquisition of a company. Recognising the cultural and operational differences between the two organisations, I would firstly evaluate inclusivity by analysing uptake across demographic groups by conducting anonymous surveys to identify any perceived barriers or disparities, also including focus groups to gather insights from employees across both entities. This approach ensured that the policy addressed various needs, including hybrid working options, compressed hours, and flexible start and finish times This data-led approach allows for continuous improvement and ensures no group is unintentionally disadvantaged (Thomas, 2020).
Furthermore, providing line managers with training on inclusive leadership and unconscious bias, ensured a fair implementation. The training aimed to provide the skills to support their teams effectively and fairly. Post-implementation, we monitored the policy's inclusivity through surveys and analysed uptake data across different departments, genders, and job levels. This analysis revealed that uptake was initially lower among frontline production staff, prompting us to explore rota-based flexibility to improve access.
According to Ryan and Deci's (2000) Self-Determination Theory, individuals are most motivated when their needs for autonomy, competence, and relatedness are met. Inclusive practices that promote fairness and respect are more likely to fulfil these needs, leading to increased motivation and better performance. McKinsey & Company (2020) found that organisations with diverse and inclusive cultures are more likely to outperform competitors financially and attract top talent.
In conclusion, designing inclusive initiatives involves proactive engagement with employees, continuous evaluation, and a willingness to adapt policies to meet the evolving needs of the workforce. I would also consider using the CIPD Inclusion Health Check Tool to benchmark inclusion maturity levels and regularly review key people metrics such as employee engagement, retention, and promotion rates by diversity areas to evaluate the long-term impact of people initiatives (CIPD, 2023).
[bookmark: _Hlk165445609]AC 2.3
As a HR Business Partner, I worked in a complex specialist care facility where I was involved in a complex and sensitive case involving an African carer who reported experiencing bullying and racist comments from colleagues. A difficult situation which significantly tested and developed my ability to work inclusively and positively with others. Firstly, I ensured the carer was treated with empathy and dignity by creating a safe, confidential space where they could share their experiences without fear of retaliation. I recognised the cultural and emotional weight of the situation and prioritised open, respectful dialogue that acknowledged the impact of racism in the workplace.
I collaborated closely with managers and senior leaders to ensure a fair; thorough investigation took place. This involved reviewing statements, conducting interviews, and helping establish clearer policies to address discriminatory behaviours. Feedback from both the carer and my line manager highlighted my impartiality, calm communication style, caring approach and ability to create a sense of psychological safety for all involved. The carer expressed appreciation for the support, stating that it was the first time they had felt genuinely listened to by management.
This experience reaffirmed the importance of inclusive working practices. It was a clear reminder that working positively with others means not only being respectful and collaborative but also having the courage to challenge injustice and support those in vulnerable positions. I also supported the implementation of anti-racism training and facilitated team discussions to raise awareness of unconscious bias. Reflecting on this, I’ve grown more confident in addressing difficult conversations and creating inclusive practices that go beyond compliance. It strengthened my belief that inclusivity must be intentional and consistently reinforced through both policy and everyday behaviour.
AC 3.2
Evaluating evidence is one of the core behaviours in the CIPD Profession Map, a vital element for making well-informed, ethical and objective decisions. At Associate level, it requires the ability to gather relevant data, assess its quality and reliability, and apply it thoughtfully to inform people practices. Rationally evaluating the quality of evidence, considering its source, credibility, and limitations is a crucial key part of this behaviour.
Strengths 
I have strong experience of gathering evidence from a range of internal sources to support people-related decisions. For example, when reviewing the success of a flexible working policy, I analysed engagement survey feedback, HR data on flexible working uptake, and team performance outcomes.
I can demonstrate the ability to avoid making decisions on my personal opinions alone and so question assumptions. Whist drawing conclusions by identifying consistency from various data sources to ensure an objective mindset. 
I have experience in building business cases by using internal evidence which has influenced management decisions, this was evident in a whistleblowing situation. 

Weaknesses 
While I can interpret basic HR metrics, I do rely on others for more advanced data analysis, especially when using Excel or other system generated dashboards. I do find it challenging when collecting data and don’t always question if it is appropriate for the situation and where the information was collected. 

Development
To improve my analytical confidence, I plan to work more closely with my HR Director, identify online learning opportunities and workshops. I am also keen to explore data interpretation and how technology and systems support evidence-based decisions. 
I am keen to focus on my critical appraisal skills by developing my ability to assess the quality and relevance of both internal and external evidence. This includes understanding research methods, recognising bias, and evaluating reliability.

Feedback from my HR Manager highlighted my growing confidence in using evidence to support conversations with stakeholders. She noted that I "approach information with fairness and care, often asking relevant questions to ensure the source is credible," and that I’m “developing a balanced approach to evidence that helps strengthen our people decisions.”
However, I would benefit from further improving my data analysis tools, such as Excel and HR systems, to engage more deeply with statistical trends and reporting.

Influencing Approach is a further core behaviour in the CIPD Profession Map. It involves the ability to build trust, communicate clearly, and adapt your style to positively influence others. It requires people professionals to understand different viewpoints, present evidence effectively, and gain buy-in for people-related initiatives. This skill is key in supporting change, managing stakeholders, and aligning people practices with organisational goals.
Strengths
Adapting my communication style is a key strength I have, from many years of dealing with a wide variety of people I can build positive relationships and feel confident in my ability.  
When I supported the rollout of a flexible working policy, I successfully gained buy-in from both frontline staff and management by tailoring the message to reflect their individual concerns. I emphasised employee wellbeing with staff, while highlighting operational benefits to managers.

Weaknesses 
While I am confident influencing at peer or line manager level, I find it more difficult to challenge senior stakeholders or present alternative views when there is resistance. I sometimes hesitate to assert my position when faced with conflicting priorities, particularly in unfamiliar or high-pressure situations. Additionally, I would benefit from refining how I use data or evidence to strengthen my persuasive communication.
Development 
To make improvements in these areas I plan to shadow my HR Director during strategic meetings to observe how they influence high-level decisions.
By practicing how to structure and present persuasive arguments using data and evidence will develop my confidence.
To build techniques for managing resistance and handling difficult conversations I will attend influencing workshops and online training events.

My HR Manager confirmed that I “show empathy and professionalism in difficult conversations” and “present ideas in a clear, calm way that helps others feel included in the process.” This feedback reassured me that I am becoming more effective in influencing through collaboration and trust rather than authority.
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This record sheet is for your guidance only – you may present your development plan in any other format.
Planned outcome
Where do I want to be by the end of this period? What do I want to be doing? (This may be evolutionary or “more of the same”.)

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

	Strengthen my knowledge of Human Resources and Employment Law and become a member of CIPD. 

	Enrol in CIPD Level 5 and become a member of the CIPD. 
	Time off from work
Support so I have time to study and do research in library etc. 
	Complete the qualification and receive the certificate. Have a greater understanding of HR. 
	April 2026
CIPD membership Sept 2024

	Understand People Analytics and Metrics by using data to support decisions and provide insight





	Research the topic, attend workshops or partner with HR Director to support her in this area. How systems support the process 
	Opportunity to work alongside my HR Director, time off for workshops, Excel experience 
	Confidence in this area and a greater understanding of how this can impact my role and the company. Benefit of using systems. Influence senior management and support the decision-making process  
	December 2025

	Greater understanding of Evidence Based Practice to support decisions 





	Explore learning opportunities and workshops. Continue utilising EBP in my current role and shadow HR Director if possible
	More experience 
Identify workshops or training opportunities. Discuss and gain knowledge and further experience from HR Director 
	Confidence in making decisions, explaining my outcome with no hesitation. Sharing my knowledge with my colleagues.
	April 2026

	Opportunity to lead a project 





	Shadow HR Director and explore opportunities to learn and gain experience. Support a project. 
	Support from HR Director and Senior Management. Online courses, networking and workshops. Time allocation
	Project delivery, measurable outcomes. Confidence in my ability and how it can benefit the business and its employees
	April 2026



AC 3.1
The role of the people practitioner is evolving rapidly due to changes in the world of work, advancements in technology, increasing emphasis on diversity and inclusion, and the strategic role HR now plays in business success. Modern people practitioners are expected to be more than just policy enforcers; they must act as strategic partners, data analysts, change agents, and advocates for employee experience and organisational culture (CIPD, 2023).
To respond to these changes, I am actively investing in my professional development. One key area is strengthening my knowledge of Human Resources and Employment Law. I enrolled in CIPD Level 5 and become a CIPD member, which has provided me with the theoretical and practical grounding to support employees and the business more effectively. Gaining this qualification by April 2026 will enhance my understanding and give me the credibility and confidence to operate as a trusted HR partner.
Another evolving area is the increasing use of people analytics and metrics to drive data-informed decisions. To develop in this area, I plan to research the topic, attend workshops, and work alongside my HR Director, building my confidence and skills in interpreting data using systems and Excel. This development, targeted for completion by December 2025, will enable me to influence decisions at a senior level by providing meaningful insights.
Additionally, I aim to deepen my understanding of evidence-based practice (EBP) and how it supports ethical and effective decision-making. By engaging in learning opportunities and shadowing the HR Director, I hope to gain hands-on experience and share insights with colleagues by April 2026. Finally, in my current position I plan to lead a project by April 2026, with support from senior management. This will allow me to apply my learning in practice, develop leadership skills, and demonstrate the value HR can add to the business.

AC 3.3
[bookmark: _Hlk195531103]Formal Development Activities – CPD Plan 
Following my self-assessment against the CIPD Profession Map at Associate level and also considering the feedback from my HR Manager/Director, senior management and colleagues. It has become apparent to support my continuing development I have identified a variety of formal development activities. Arising from my workplace experiences, these areas included complex relationship cases, difficult investigations and disciplinaries with the rollout of policies and cross-functional collaboration.
Although I demonstrated strengths in adapting my communication style and building trust, it did reveal areas for growth which included influencing senior management, strategic planning and data interpretation. Encouraging me to develop more confidence in using evidence and data to support business decisions. 
From evaluating and reflecting I have highlighted a range of formal development areas that will help me build a deeper understanding of technical knowledge and enhance my analytical skills. Adding these activities to my CPD plan ensures they link to the knowledge and behaviours that are most relevant.
CIPD Level 5 Enrolment – Associate Diploma in People Management 
Enrolling with the CIPD for the Level 5 Associate Diploma is a key step in my professional development as a people professional. This formal qualification will provide an in-depth structure of HR topics, including employment law, organisational behaviour, talent management, and evidence-based practice. Based on my experience the self – assessment highlighted the need to strengthen my practical experience but also give me the academic knowledge to ensure best practice which directly aligned with the CIPD Profession Map. Enabling me to approach complex HR challenges in the areas of Culture, Behaviour, People Practice and Evidence Based Practice with confidence and understanding. Completing my CIPD diploma will support my professional credibility in progressing my career and give me the opportunity to contribute more meaningfully to organisational change, policy development and evidence informed people practice. 
Allowing me to access a range of networking opportunities, research and professional resources, enabling me to make fair, well informed decisions that positively impact the business and its employees. 
Data Visualisation to Influence Decision – Making
Throughout my career I have remained confident in interpreting basic HR data, but I am aware when translating data into visuals it strengthens communication and drives strategic impact as it supports persuasive and effective decision making. The ability to Evaluate Evidence and Influence Approach became evident within the CIPD Profession Map and by delivering these key findings in a concise, persuasive, and practical format will make it easier for stakeholders to act upon and understand. When creating visual formats such as dashboards, charts, graphs, timelines and project trackers it can deliver a multitude of data in areas of demographics, diversity, turnover trends, policy rollout, learning and development. 
This development directly addresses feedback from my HR Manager, who emphasised the use of data to communicate a narrative and drive business cases, project updates, and policy reviews. Using this data will support me in communicating confidently and more clearly by using tools such as Excel, Oracle, Google Data Studio, Survey Monkey and Sisense. Strengthening my delivery and explaining the evidence in more clearly, making it easier for stakeholders to understand and act upon. Therefore, supporting my growing involvement in people analytics, enabling me to influence more effectively by making data accessible, engaging, and relevant to different audiences. I aim to be more confident in creating and using visual data tools that not only inform but also influence, supporting better and more informed people decisions within the organisation by the end of this development.
Informal Development Activities – CPD Plan 
The decision to pursue informal development activities in the areas of dispute resolution, leading a project and strategic workforce planning was prompted by both my self-assessment and feedback received from senior stakeholders, including my HR Director, HR Manager and managers. These sources identified key areas of growth related to my ability to contribute strategically, influence others effectively, and take greater ownership of high-impact initiatives.
I recognised that while my foundational HR knowledge is solid and supported by my formal study. I needed more practical, real-time experience to develop leadership confidence and deepen my understanding of how HR initiatives align with broader business goals. In a world where organisations face ongoing change, especially from digital transformation to skills shortages, HR professionals are increasingly expected to align workforce capabilities with long-term business goals. Shadowing my HR Director provides a valuable opportunity to observe leadership behaviours, stakeholder engagement, and decision-making in action. It also offers insight into how data and evidence-based thinking are applied at a strategic level.
The opportunity to lead a project complements this learning by giving me a platform to apply what I’ve observed and studied in a real-world context. It enables me to develop core behaviours such as collaboration, situational decision-making, and delivering measurable outcomes. Similarly, focusing on strategic workforce planning allows me to connect HR processes with long-term organisational needs—something that has been emphasised in recent conversations with senior leadership. Together, these activities allow me to blend observation, self-guided learning, and hands-on experience in a way that supports my CPD goals and prepares me for the next stage in my HR career. I hope to gain a clearer understanding of how workforce planning contributes to organisational success, improve my ability to contribute to future planning conversations, and eventually take the lead on workforce projects. It will also help me align HR activities more closely with long-term business strategy
Dispute Resolution (Disputes, Observation, Shadowing, Reflective Practice)
As part of my ongoing development and based on previous involvement in sensitive workplace matters, including cases involving bullying and discrimination it has enabled me to identify the need to further strengthen my informal dispute resolution skills. As dispute resolution is a key part of the HR role, particularly in employee relations, and it requires strong interpersonal skills, legal understanding, and the ability to remain neutral and professional in emotionally charged situations. While I have some experience managing formal grievance and disciplinary processes, I would like to develop greater confidence and skill in resolving conflicts informally, before they escalate. This includes improving how I mediate conversations between employees, listen actively, and encourage constructive outcomes that maintain working relationships.
This informal development activity will involve shadowing my HR Manager or Director during informal resolution meetings, attending employee check-ins, and reflecting on how experienced practitioners manage tone, empathy, and neutrality. I also plan to engage in independent learning, including reading CIPD guidance on conflict management, and exploring tools such as mediation techniques and interest-based negotiation.
By undertaking this activity, I aim to develop my ability to recognise early signs of workplace conflict and to intervene effectively and fairly. This will support both employee wellbeing and organisational culture, aligning with the CIPD core behaviours of Ethical Practice, Working Inclusively, and Valuing People. It will also allow me to contribute more meaningfully to resolving disputes without relying solely on formal procedures, which can be time-consuming and potentially damaging to morale. Ultimately, this development will increase my confidence, credibility, and capability in managing sensitive situations and help me build a more proactive approach to employee relations.
Opportunity to Lead a Project (Shadowing, Hands-On Experience, and Self-Directed Learning)
Furthermore, I am keen to develop my skills and experience to lead or support a project as a key informal activity that will enhance my skills in project planning, stakeholder management, and delivering measurable business outcomes. Leading a project allows me to apply a wide range of HR knowledge and behaviours from the CIPD Profession Map, particularly in areas such as Situational Decision-Making, Collaboration, and Evidence-Based Practice.
This activity will involve shadowing my HR Director, observing how she scopes, manages, and evaluates project progress, while also exploring opportunities to take ownership of a smaller project or workstream. I will be supported by both the HR Director and senior management, who have offered guidance and allocated time to allow me to participate meaningfully. To complement the hands-on learning, I will engage in independent learning through online courses, webinars, and HR-focused networking events. These resources will help me build foundational knowledge in areas such as project management methodologies, risk planning, and communication strategies.
The expected outcomes of this development activity include the successful delivery of a project with measurable results, such as improved engagement, streamlined HR processes, or policy implementation. More importantly, it will enhance my confidence in leading initiatives, making decisions, and influencing outcomes that benefit both the business and its employees. This experience will also provide practical insight into how HR initiatives align with organisational goals, helping to prepare me for more strategic responsibilities in the future.
AC 3.4Gaining Confidence and Experience in Handling Complex Racial and Bullying Cases
Working on complex cases involving racism and bullying has been both challenging and transformational. Being thrown in at the deep end, these experiences taught me the importance of drawing on multiple sources of evidence—including witness statements, policies, legal guidance, and feedback from affected parties—before reaching conclusions or advising on next steps. I applied evidence-based practice by ensuring all available data was considered objectively and fairly, helping to build robust and ethical responses. Handling these situations has improved my confidence, strengthened my understanding of EDI (equality, diversity, and inclusion), and reinforced the value of using reliable, factual evidence when managing sensitive employee relations issues. It also emphasised the need to remain impartial and grounded in policy and facts, especially when emotions are high, an area I can relate as a Magistrate for the past 8 years.
Gathering Feedback from My HR Manager, HR Director and Colleagues
As a person who thrives on knowledge, actively seeking and receiving feedback from my HR Manager, HR Director, and colleagues has been a valuable informal development activity that has significantly improved my self-awareness and work performance. The feedback provided insight into how I am perceived in terms of communication, professionalism, and approachability. My HR Manager noted that I handle difficult conversations calmly and with empathy, which boosted my confidence in managing sensitive HR issues. Feedback from the HR Director highlighted areas for growth, particularly in how I use data and influence senior stakeholders—prompting me to explore people analytics and strategic communication. This process has encouraged me to reflect more regularly, and to adapt my approach in line with professional expectations and business needs. It has also improved my relationships with key stakeholders and made me more receptive to constructive input, but I am aware I have more to learn.
Enrolling in My CIPD Qualification (Associate Diploma Level 5)
Coming from humble beginnings and in my late 50’s enrolling in my CIPD qualification has been a significant formal development milestone. A big learning curve and with many obstacles in the way, the structured learning has deepened my understanding of key HR topics such as employment law, evidence-based practice, and strategic workforce planning. Although I still have much to learn, applying these insights in real time has improved the quality of my work and helped me operate with greater confidence and credibility. It has also encouraged me to think more critically, question assumptions, and consider the wider impact of HR decisions, an area I never really considered. This development has influenced my ability to approach people practices more strategically and has reinforced my commitment to continuous professional growth. It also demonstrated to my employer my dedication to progressing in the profession, helping to open up further opportunities for involvement in more complex work.
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