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Hannah Ashton – Area HR Manager
My name is Hannah Ashton and I am a 22 year old Human Resources (HR) professional. I currently live with my parents whilst my partner and I are going through renovations at our bungalow.
My Professional Background
In 2019 I started by career as a HR Higher Apprentice at Tata Steel UK (TSUK), my apprenticeship consisted of a period working within the Reporting team in Shared Services and a generalist support role in Business HR. Following my 2 year apprenticeship I was hired as a HR Assistant within the company, before progressing to a HR Case Advisor nearly a year later. In August 2024 I was seconded to my current role of Area HR Manager, supporting functions including Legal, Research & Development and HR to name a few. 
As part of my higher apprenticeship I completed the CIPD Level 5 at Coleg Y Cymoedd and after seeing the value of the course progressed onto my current studies, CIPD Level 7 and Master of Arts in Strategic People Management based at University of Wales Trinity Saint David. 
Introducing the CIPD Core Behaviours 
The CIPD Professional Map consists of the purpose, values, core knowledge, behaviours and specialist knowledge required to be a successful HR professional, these are the foundations of the international standard for the people profession (CIPD, no date-a)
[image: ]The eight core behaviours are:
· Ethical Practice
· Professional courage and influence
· Valuing People
· Working Inclusively 
· Commercial Drive
· Passion for Learning
· Insights Focused
· Situational Decision-Making
(CIPD, no date-a)				(CIPD, no date-b)

Gibb’s Reflective Model 
Reflective practice is a key element in engaging in continuous learning, there are many models which take slightly different approaches but can guide reflective practice so it remains effective and relevant (University of Cambridge, 2023). After researching a number of reflective models including: the Kolb Reflective Cycle; ERA Cycle and Driscoll’s model of reflection (Robinson, 2022), I decided to complete the following reflections using Gibbs’ Reflective Model, developed in 1988 by Graham Gibbs (The University of Edinburgh, 2020). The Gibb’s Reflective Model is an iterative model based on a cycle of six stages: Description; Feelings; Evaluation; Analysis; Conclusion; and Action Plan (Thompson, 2021). While Gibbs Reflective Model and Kolb’s Reflective Cycle are fairly similar in terms of ‘what’ is reflected upon, Gibb’s model has six stages of reflection as opposed to Kolb’s four (Making Business Matter, 2022). Therefore, Gibb’s reflective model can be time consuming due to the need to go through six stages of reflection which is difficult if you are particularly busy and look to reflect regularly (Greenwalty, 2023). However, by going through the series of stages and engaging with the reflection, you get a much deeper understanding of your experiences using Gibb’s model (Channell, 2023). 
Similarly to Jasper’s 2013 model, The ERA Cycle, Gibb’s model encourages emotional intelligence by prompting the exploration of positive and negative emotions to allow the individual to recognise where there is a requirement to improve relationships, practice stress management techniques and reflect on their own resilience (Main, 2023 and Moussa, 2023) 
The main limitation of Gibb’s Reflective Model is that it does not push the individual to critically think and analyse the situations, without critical reflection there is a risk of oversimplifying scenarios and not considering other perspectives (The Open University, no date; Jacoby, 2010). However, Gibb’s model is more adaptable than other models making it versatile and flexible for use in both professional and personal development (Channell, 2023).
In summary, I have chosen to use Gibb’s Reflective Model in order to reflect on the following scenarios as not only is it detailed and structured but is particularly useful for ongoing reflection which will support me in my continuous professional development (MindTools, no date).
Scenario 1 – A Complex Disciplinary Case
Description
In May 2023 I was assigned to a gross misconduct disciplinary case for a non-negative due cause test as a result of the individual being under the influence of a Class B drug. Following an incident an individual tested positive for a Class B drug following a due-cause test taken as per guidance by the Information Commissioner’s Office (Information Commissioner’s Office, 2023) and in accordance with the Tata Steel UK Alcohol & Substance Misuse Policy (Tata Steel UK, no date). The Port Talbot Workplace Rules state testing positive for substances is considered gross misconduct (Tata Steel UK, 2023). The individual facing disciplinary was a trade union representatives son. My role in the process was to guide the manager and advice on best practice and any precedent set across the organisation.  Myself and the disciplinary manager followed the standard disciplinary process and adjourned to consider the facts of the case and determine an appropriate outcome (Acas, 2015). The day prior to the disciplinary outcome meeting, myself and the disciplinary manager were requested to attend a meeting with two members of the UK Management Team. They highlighted that the individual was not on company premises, despite evidence showing otherwise and informed we would not dismiss him. I initially didn’t respond as I tried to make sense of the advice and then failed to make much contribution to the discussion.
Following this meeting I discussed with the line manager potential implications of not dismissing the individual in terms of culture, with a trade union representatives son having a lighter warning that others and for the precedent the decision would set for future cases. I wanted to ensure that the line manager was fully aware before making the final decision. 


Feelings 
Prior to attending the meeting with members of the management team I felt confident in the decision that the manager had reached with my support and that we had obtained detailed evidence to support our outcome. 
The situation made me feel extremely frustrated due to the last minute discussion and the influence of the Management Team which is outside of usual practice due to the outcome being the disciplinary managers choice as per Tata Steel UK’s disciplinary procedure (Tata Steel UK, 2023; CIPD, 2023a). 
Evaluation 
I have taken some positives away from this situation, the main being that I feel I advised and supported a well-judged ethical decision (CIPD, 2023b). In reviewing the TSUK Fair and Just Culture Code of Practice (Tata Steel UK, 2021) and the evidence gathered at the investigation, on reflection I still believe my initial advice and guidance to the manager was correct. In making an ethical decision it was necessary to review the individual influence on the overall work environment (Kingfisher, 2024), the company has a duty under the Health and Safety at Work Act to ensure the Health and Safety of all employees, and the actions by this individual raised serious concerns for their future competence in their safety critical role and the impact that could have on others in the workplace (Health and Safety Executive, no date). 
I feel I role modelled my own personal professional integrity by maintaining the same advice to the line manager and giving him all information required to weigh up the decision. However, in failing to challenge back to the members of the management team I do feel I compromised by own values in order to appease others. I recognise that this is a challenge for many in maintaining leadership however one that must be overcome in order to be authentic and true to myself (Todorovic, 2022).  
Analysis
On reflection, I feel the main factor causing this situation to be a negative experience was my lack of confidence in challenging the members of the UK management team. I was able to draw the conclusion that the decision made was not one personal to myself and I had to be able to remove my personal feelings from the situation in order to meet the outcome determined by the organisation (Weaver, 2023). 
In making sense of the situation I have been able to understand that this particular scenario had additional layers of complexity that must be taken into consideration (Mitra, 2018). I feel I am able to appreciate that some decisions can have a larger impact on the wider organisation and key relationships (Faster Capital, 2024). 
Conclusions 
The most important learning I took from this scenario was to always seek clarity and ask questions from those who have advised me or influenced a decision I am associated with. I recognise that this also may not always be instant but can happen after a period of reflection on the facts and personal emotions (Moss, 2020).   
In my opinion, this situation could have been made easier for all those involved if the members of the UK Management Team were more transparent with their perspectives earlier in the process and were more open with the information considered to inform this (Stutzman, 2023).

Scenario 2 – International Women’s Day
Description
Friday 8th March 2024 marked International Women’s Day, a day that recognises women and the commitment required in order to achieve gender equality (Wazed, 2024). As a committee member of Tata Steel UK’s Steel Women Network, I spent the prior weeks working alongside my fellow committee members to create content in order to celebrate the day. 
Along with other aspects, a key purpose of International Women’s Day is to celebrate women’s achievements (International Women’s Day, 2024) and as such we debated as a committee on whether hosting events on a Friday would be the most inclusive options for women in the business. Further analysis showed that 14.5% of female employees are part time compared to only 0.9% of male employees (Tata Steel UK, 2024), on a whole 39% of part time workers have4 a Friday as a non-working day (Tata Steel UK, 2024). Therefore, we decided to host events throughout the week, with the main sessions taking place on Wednesday 6th March 2024 to make the session more inclusive for everyone to attend. 
My main role in International Women’s Day was to organise two allyship webinars. As allyship is the support and advocacy of minority or marginalised groups, in which the ally does not identify with (Dias and Hammill, 2024). I knew this session would be a great opportunity to influence a diverse audience as anyone can act as any ally (Axner, no date). 
Due to our connections we were able to invite an external speaker to the panel discussion which brought a level of credibility and expertise to the session and also provided a workplace view outside of Tata Steel UK (Hubilo, 2023). These relationships meant I was able to reach out directly to passionate individuals in the organisation, specifically some male voices to promote the role of male allies and their importance in achieving equity, diversity and inclusion (Grant Thornton, 2022). 
We ran two sessions on the Wednesday to try and allow as many people to join and include varied panels to allow for different and unique conversation, they were very successful with a total of 151 attendees. The feedback and engagement also suggested that the session were well received and impactful. 
Feelings 
Prior to the session I was feeling nervous as many panel discussions result in some speakers having little time to give their views and the conversation can sometimes go off track (Grant, 2018). However, I was really excited to hear the different viewpoints and experiences of all the attendees and how the audience would engage. 
Following the sessions I felt really proud with the number of attendees and their engagement in the conversation. The sessions created a sense of community and belonging which, from feedback and comments made individuals feel really included. 
Evaluation 
One benefit of the experience is that we had panellists who would not usually be visible in the organisation and giving them the opportunity to have a voice on a wider stage and speak for the organisation, which is a great development opportunity for the panellists (Arnold, 2022). 
The Microsoft Teams chat for the sessions were really active with people sharing their own experiences and asking sensitive questions of the panellists which shows that we created an environment where attendees felt psychologically safe to contribute. 
The sessions went well as they promoted inclusivity in sports and how this can be mirrored in the workplace. This was a good opportunity for managers and peers to learn how their comments and treatment may affect an individual in both the short and long term. 
Analysis
The main reason that the sessions went well was due to the diverse panel which resulted from the different backgrounds and experiences of the committee and in turn their contacts (Chartier, 2022). As a member of the committee I am continuously looking to build collaborative relationships both internally and externally to the organisation, this drive for network and engagement has allowed the committee to gain insights from experts to validate the discussions and attract an audience. 
The sessions were well planned and I worked directly with the communications team to prepare questions ahead of the panel discussions to give the speakers time to reflect and think of their response (Law, 2022).
What did not go so well was that while there were 2 sessions over the day there would have been many who missed the opportunity to join due to shift patterns. While we did record the sessions and upload them to SharePoint for all to access, it has not had much traction, this is likely due to the lack of the engagement element a live panel discussion would have (Lubag, 2021).
Conclusions 
It was really interesting to hear how those indirectly or directly impacted by the key issues in women’s sport have changed their perspective in the workplace, this enables managers and peers to support their colleagues to be their best selves at work. The panel discussions allowed individuals to proactively share their knowledge and experiences to demonstrate how we can be more compassionate and fair. 
The main skill I developed was making very quick connections with new people to try and determine whether they would be suitable for the panel discussion. In particular, this included actively listening and asking well thought-through questions to obtain information without the discussion feeling daunting (Raypole, 2019).   

Scenario 3 - Insights Focused & Commercial Drive
Description 
Despite an increase in females being recruited in the organisation I was not seeing any significant change in TSUK’s gender split. As at 22nd April 2024, TSUK’s workforce consisted of only 818 females compared to 7179 males, a decrease from 852 females in March 2023 (Tata Steel UK, 2024a; Tata Steel UK, 2024b). There is extensive research that shows workplace culture has a critical impact on women’s’ experiences in the workplace especially in a male-dominated environment (Koeszegi, Zedlacher and Hudribusch, 2014). 
Having a diverse organisation is not only important in creating and maintaining strong employee engagement, it is also critical in fostering an innovative workforce, enabling the delivery of business objectives to drive commercial success (Harrington, 2023). In reviewing why TSUK was struggling to retain women, it was identified through multiple discussions and time spent on site that there was very low awareness and understanding of EDI (Equity, Diversity and Inclusion) and how this impacts employees’ experiences in the workplace (CIPD, 2022). 
Therefore, I supported a pilot programme of EDI training across the organisation. After developing the 3 hour training session, we targeted training session to include a range of departments, from Procurement to the Heavy End and also ran sessions in a number of locations including Port Talbot and Sheffield. By having a mixed group of attendees in the pilot sessions we were able to see how the content was received and if it was pitched at the right level for all to engage with, it also helped in identifying any hot spots for culture concerns (Burns, 2019). With these insights we would be able to develop and improve the training sessions to ensure it was effective in addressing the business need.     
Feelings
Delivering the training was quite frustrating with some teams due to the clear lack of understanding of EDI and unwillingness to change their views, this was often evident from managers in the room, which set the tone for the rest of the attendees. However, I was able to turn this frustration into a challenge of driving a shift in mindset through reinforcing the impacts that the lack of inclusion can cause (Debusk, 2023). 
As this was a pilot training programme, there was not a great deal of involvement and sponsorship from the UK Management Team. This was slightly disappointing as having a member of the UK Management Team to lead the implementation could have gone a long way in conveying the need for the change across TSUK and resulted in greater by in from the attendees (CIPD, no date-c). 
On a whole, I felt proud to be part of a initiative to drive value for people in our organisation which resonates with my core values as a people professional.

Evaluation 
One positive of the training was that the pilot reached a number of individuals over a range of departments and locations. However, due to the size of the workforce there is still a large proportion of the workforce that have not received the training. In addition to this, there has been some really positive feedback from the sessions, most of the attendees were engaged with the content and were willing to learn.
In terms of what did not go so well, there were a number of individuals who were resistant to take on board the information and engage with the activities due to their own opinions on the value of EDI in the workplace. It was especially worrying to see some fairly senior managers in the business making inappropriate comments and statements throughout some of the training sessions. 
Analysis 
Some of the attendees already had prior knowledge and understanding of the role EDI plays in the workplace, it was clear that individuals had engaged with sessions arranged through our TSUK networks e.g. Steel Women’s Network, Menopause Network and TSUK Pride. These networks keep the conversation going year round to ensure that EDI is always on the agenda.  
Following the pilot programme, the training has not been run due to a lack of resource, therefore there is still a large population across TSUK yet to receive the training. In order for the pilot programme to be of value, it is essential that TSUK invests time and resource into the initiative (Seah, 2024). 
Conclusions
In order to maximise the impact that the EDI training has on the whole of the TSUK population, I believe that it is imperative for the UK Management Team to put EDI to the top of the organisational strategy and give clear direction and organisational goals to drive a change in culture (Ahmad, 2022). 
My key learning from this experience was that changing culture is not something that can be done overnight. Change takes time and commitment from several people, it requires the implementation of robust training and policies (Paquet, 2022). For change to be successful there must be a continued message and drive from those who are passionate and influential. 
In conclusion, there is still a long way to go in creating and inclusive workforce and improving the gender split. However, there is going to be a great opportunity with the upcoming organisational change to run a culture change programme to address these concerns. 

Scenario 4 - Professional Courage and Influence & Passion for Learning
Description 
Magnet UK is TSUK’s young professionals network, I was invited to join the committee and asked what capacity I thought I could be of support. I could see that the main focus of the committee was for the Port Talbot site and there was a lack of engagement with the rest of the TSUK sites. On reflection of best practice within the organisation and how other networks have been successful in having a TSUK wide impact, I proposed that I join the committee as a TSUK Liaison Officer. Ahead of speaking to the board I drafted a proposal of the scope of the role and made clear what benefits it could bring the network. I was initially met with a lot of apprehension from members of the board due to the additional workload and difficulties with arranging events outside of South Wales however was able to challenge back constructively which showed I was confident in the proposal and allowed me to get buy in from the board members. An important starting point for this role to be successful was to develop a group of TSUK Representatives, my role in HR has allowed me to develop and sustain relationships with individuals across the business and I was able to draw on these connections to approach relevant young professionals and influence them to join Magnet as a TSUK representative. 
Magnet UK is beneficial for my own, as well as the TSUK representatives and any Magnet members, learning and development (Pataraia et al., 2014). Once established I was able to work with the TSUK representatives to plan and run professional internal events which are beneficial to my own as well as the attendees continuing professional development. Our most recent development initiative gives opportunities for young professionals to present any recent work or projects to the Magnet group as well as some invited leaders, this has not only allowed young professionals to grow their presentation and confidence skills but gives other members insights into the rest of the organisation. 
As the TSUK Liaison Officer I try to anticipate what events would be helpful and relevant for young professionals. However, I must be acutely aware that I don’t have the knowledge and expertise to address all needs and know when I need to seek help and support from my network both internally and externally. 
Feelings
I often find my role on the Magnet UK committee challenging as I am a newer member and often see things through a different lens due to my HR background. The committee is made up individuals with varying personalities and so I have had to adapt my way of challenging the way things are done to effectively influence each member (Lukas and Lukas, 2009). 
While the events are often be daunting as there can be a large audience of young professionals attending in order to progress their own development, there is a feeling of achievement when an event runs well and both myself and the attendees have taken away something beneficial from the session. 
Evaluation 
My experience as TSUK Liaison Officer has been great in terms of the amount of engagement I have seen from young professionals and support from leaders across the organisation. Our events have reached a large number of people and in turn supporting many young professionals in their learning. Personally, I have learnt a lot about areas of the organisation I wouldn’t usually get an insight into, such as Recycling, Public Relations, and Information Technology.
There are still areas for improvement as me and the TSUK Representatives have been struggling to get a good balance between in-person and online events, we want to ensure that all attendees feel included and that our events bring a sense of professional networking which has proved difficult with the online and in person mix.  
Analysis 
The reason that my time as TSUK Liaison Officer has been successful is mainly down to my experience across the business and the relationships I have made, this allowed me to pull together a diverse group of TSUK Representatives. With representatives at each site in TSUK we are able to draw on their networks as well to increase the learning offering to our members. 
Although this activity is outside of the remit of my usual HR role, I am able to reflect on my learnings through my CIPD Level 5 and CIPD Level 7 in order to influence people and ensure I have made consideration for all needs e.g. prayer rooms and use CIPD best practice. 
There have been difficulties and setbacks in my time on the Magnet Board and Committee, mainly due to the resistance to change from other committee members, in order to address this, I developed and implemented a set of values for the Magnet Board and Committee to influence behaviours and encourage more openness. 
Conclusions
My main takeaway from being TSUK Liaison Officer is that often when individuals are resistant to change, it is useful to break this down into a series of smaller, less daunting changes (Kavanaugh and Tarafdar, 2021).
These events could be made even more impactful and positive for all involved if we are able to engage a wider audience, there are still occasions where some sites are forgotten from events or less effort is made due to fewer attendees. On reflection, this does highlight the need for an individual from a TSUK site outside of South Wales, to join the Magnet Board (Ali, 2023). 

Personal Development Plan – (538 words)
	Action
	What will I do to achieve this?
	What resources or support will I need?
	What are the success criteria for this action?
	Target date for Completion 


	How to build my confidence in the workplace. 
	Sign up to the CPD’s online Confidence Building Course (CPD Online, no date).
	The resources are provided through the online course with documents / templates available (CPD Online, no date).
	· Learn some ways to build confidence. 
· Understand the importance of self-esteem in the workplace and how this can impact mental wellbeing. 
	August 2024 

	Pick up more complex Disciplinary and Grievance cases. 
	Put myself forward to support areas outside of those I am responsible for to support Disciplinary and Grievance cases. 
	Support from my colleagues to allow me to pick up cases within their areas of responsibility. 
	· Pick up a number of higher complexity cases where there is a high risk of a tribunal claim. 

	Ongoing

Review: October 2024 

	Keep up to date on EDI best practice and any current ‘themes’. 
	Look to join and follow external networks and social pages promoting EDI.
	Advice from internal and external individuals as well as my own research on successful professional networks.  
	· Be confident to join an external network.
· Draw on ideas for events and information we could share to TSUK employees. 
	Ongoing 

Join an external network by September 2024 

	To build my own confidence and promote the need for shared responsibility in driving inclusion.
	Look for an opportunity to speak to a wider audience e.g., a panel discussion
	Resources, real life examples and differing opinions in line with the theme of the discussion. This will be dependent on the agenda of the TSUK Networks. 
	· Engage leaders and colleagues in creating and sustaining a culture of wellbeing. 
· Build personal confidence in speaking to a wider, unfamiliar audience 
	December 2024

	Promote the importance of EDI in the workplace and ensure EDI is taken into consideration in Business HR’s processes.
	Act as an EDI representative on behalf of TSUK’s Business HR team. 
	Support from the EDI Network to keep me updated with changes in legislation, ongoing events etc. and support from my colleagues within Business HR to relay best practice with their areas. 
	· Review our HR processes to ensure they are all inclusive
· Ensure that line managers carrying out HR processes are aware of the importance of EDI. 
	Ongoing



	Drive the awareness of EDI across TSUK 
	Deploy EDI training within the areas of my responsibility and encourage the same of others. 
	All required resources for the training sessions are available from the pilot programme. 

	· Increase awareness of EDI across TSUK 
· Drive the increase of diversity within the workforce 
	February 2025

	Reflect on Magnet Events to continuously improve the network.
	Dedicate time following Magnet Events to reflect on each stage of Gibb’s Model.
	Support from other Magnet members to get feedback on how others felt the event went. 
	· Improve sessions and events for Magnet members.
· Make events relevant to the market/organisation’s current climate. 
	July 2024

	Understand what young professional networks do in other organisations. 
	Establish a network with young professionals from organisations across the UK. 
	Information on other companies’ young professional networks. 
	· Learn from others.
· Expand network externally. 
· Utilise the knowledge and expertise of others within the network and their contacts
	August 2024
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