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Figure 1 - CIPD Profession Map (CIPD, 2024)
The Chartered Institute of Personnel and Development (CIPD) sets the international benchmark for people practice as a profession. To help better understand the competencies of people practice professionals, the CIPD devised a Profession Map which outlines the purpose and values of people practice, together with the necessary knowledge and behaviours (CIPD, 2024). 

Figure 1 is the current CIPD profession map, which helps professionals better understand what it takes to make a positive contribution to people practice (CIPD, 2024).

· What does it mean to be a people professional.
· The role of the CIPD profession map  why does it exist?
· The role of people practices in organisations  different areas, activities and behaviours.
· 6 areas of knowledge that are required to help facilitate change and create value 
· 8 core behaviours with a focus on ethical and evidence-based decision-making 
· 9 areas of specialist knowledge
· CIPD code of conduct is an obligation of all CIPD members. At the heart of the code of conduct, is virtues including having a positive impact on working lives and good character.
· The role of people practice is increasingly becoming a strategic activity (Taylor and Woodhams, 2022)
· HR are now integral to the delivery of an organisation’s strategic objectives and therefore have an active involvement in the management of structural and cultural change.
· Another contemporary development for people practice professionals is the expectation to help define, embed and promote organisational values.
· The requirements of people practice professionals have become well-structured and integral to organisational success. It’s almost ironic that these expectations have come around during a time where the global business environment is increasingly volatile, unpredictable and competitive. 
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In a personal and professional context, values play a crucial role in guiding one’s actions, whether it’s advising, decision-making or regular interactions. Personal values relate to our core beliefs, whereas ethical values are fundamental principles that help decipher right from wrong (Clark, 2015). Both personal and ethical values are deeply important to me, therefore it’s integral that I do not lose sight of these values within my work.

One of my core personal values is empathy.

· Personal value is empathy – define, how is it evident & how do I apply it
· Ethical value is equity – define, how is it evident & how do I apply it

Ultimately, empathy and equity are integral to the core behaviours contained within the CIPD profession map, such as valuing people and working inclusively (CIPD, 2024). I believe it’s vital to not sacrifice one’s personal and ethical values. If neglected, it could be argued that one is not practicing with honesty and integrity. In fact, the CIPD support recognising and understanding personal values, as this demonstrates professional courage (CIPD, 2024).
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· Why is contributing important?  crucial as the influence of people practice professionals helps shape strategy, facilitates change, impacts credibility and trust.
· What are the consequences of not speaking up?  ineffective implementation of strategy, lack of trust and credibility, poor employee relations due to inferior policies, procedures and management. 
· Consequences far outweigh the risks of speaking up  consequences could be detrimental to the organisation in the form of employment tribunals or settlements which puts the reputation of the organisation on the line.
· One of the core behaviours outlined in the CIPD profession map is professional courage and influence.
· It’s vital to recognise that the area of people practice is extremely broad and will often require a level of core and specialist knowledge. Could be personified as an iceberg, may look manageable on the surface but beneath the service is the depth of complexity that people professionals have to deal with and fix.
· People professionals have an understanding and insight that other senior members of an organisation will likely lack. People professionals are able to foreshadow and raise awareness to mitigate future problems prior to implementing a structural change or a new policy.
· Tim Coburn’s podcast on critical thinking (Lamb, 2019)
· Critical thinking allows professionals to apply evidence-based decision making
· Multiple perspectives must be considered  collective intelligence outperforms individual intelligence in solving problems.
· Key aspect of people practice is being able to engage and persuade others by using critical thinking to help structure conversations and guide teams towards robust decisions.
· The ability to ask the right questions and challenge assumptions helps to enhance the role of people practice in driving the agenda of an organisation.
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· Why is it critical to raise both unethical and illegal matters?
· Important to recognise when escalation is needed
· Unethical scenario example  how would I react, what would I do
· Illegal scenario example  how would I react, what would I do
· Young, 2024a
· CIPD 8 ethical lenses to consider when making workplace decisions
· Fairness, Merit, Markets, Democracy, Wellbeing, Rights and Duties, Character and Handing Down
· ‘Say/do gap’ is harmful to credibility and leaves workers cynical and disengaged
· Organisations need a designated ethics programme to support and bring its values to life  could be formal or informal processes. 
· If values are a compass to guide behaviour at work, code of ethics is the map that helps people navigate ethical dilemmas in the workplace.
· When done well, a code articulates expected behaviours and brings the organisations values to life  isn’t just seen as a compliance-driven initiative
· Ethics – Gifford et al., 2019
· Consistently enforce code of conduct  allows concrete examples to help reduce ambiguity of what’s acceptable and what’s not
· Ethical climate is important as it’s influenced by tangible factors such as practices and procedures 
· Passive states of minds (frustration) linked to unethical behaviour
· Managerial training and awareness  different personalities more prone to unethical behaviour
· Manage risk factors in job design  job design with little thought can make a person enter autopilot, unethical behaviour increased
· Unethical workplace behaviour has been described as ‘any organisational member action that violates widely accepted moral norms.
· One important form of unethical conduct is labelled counter-productive work behaviour (CWB). CWB are actions that go against the legitimate interests of the organisation and its employees  deceiving customers, lateness, absenteeism, not complying with rules
· Unethical pro-organisational behaviour (UPB)  account fraud. Moral aspects often overlooked for organisational gain.
· Overall, research suggests that social influence, personality traits, exposure to others’ dishonesty, challenging goals and time pressure increase unethical behaviour. In contrast, providing moral reminders decreases unethical conduct.
· Organisational culture most important influence on ethics
· Clark, 2015
· Ethics are not just for private lives
· CIPD lenses do not provide a template for the right or wrong way to deal with an organisation situation, instead created to help people professionals better understand the differences and demonstrate sensitivity to the ones that matter in context.
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· What are the benefits to feeling included, valued and fairly treated?  increased organisational performance, improved engagement, job satisfaction, greater attraction and selection of talent, improved retention rates.
· Ethically is the right thing to do, but also a sound business strategy.
· Young, 2024b
· Employees who have good quality jobs and are managed well are happier, healthier and more likely to drive productivity and innovation.
· Employee engagement is seen as a psychological state experienced by employees
· CIPD recommend viewing employee engagement as:
· Employees showing vigour, dedication and absorption
· Approach is narrow but aligns with the best research on engagement therefore likely to lead to effective decision making
· There is a lack of consensus on what engagement is  vague or broad definitions tarnish this
· Research shows correlation between engagement and higher performance but not causation 
· Two theoretical perspectives:
· Rock, 2009
· SCARF theory – psychological theory to motivation inspired by neuroscience, as the brain is programmed to minimise danger and maximise reward
· Threat response is more intense and longer lasting than the reward response  mentally taxing which impairs analytical thinking and problem solving
· The impact of this neural response is visible in organisations
· 5 qualities that enable employees and organisations alike to minimise the threat response and instead trigger the reward response:
· Status
· Certainty
· Autonomy
· Relatedness
· Fairness
· Top-down strategic planning is often inimical to the implications on these qualities
· SCARF theory allows people professionals to help managers better understand employee engagement
· Helps expand the definition of reward. Extrinsic motivation is not solely going to improve performance and engagement 
· Highlights the cruciality of good leadership and management  when a leader is self-aware it gives others a sense of safety


· Herzberg (Nickerson, 2025)
· Considered a pioneer to motivation theory
· Two-factor motivation theory, identifies separate workplace elements that exclusive cause either job satisfaction or dissatisfaction
· Divides job factors into hygiene (preventing dissatisfaction, e.g. salary) and motivators (creating satisfaction, e.g. achievement)
· Hygiene factors don’t motivate but their absence cause unhappiness
· Motivators drive job satisfaction and performance
· Argues that job satisfaction and dissatisfaction exist in two different ways each with it’s own set of factors
· Contradicts traditional view which is that satisfaction and dissatisfaction are interdependent
· Contrasting theory to Rock
· Hygiene factors (salary, company policy, supervision) must meet a certain standard to prevent dissatisfaction
· Extrinsic to the job – relate to the context or environment in which the job is performance
· Essential for preventing dissatisfaction but do not create satisfaction themselves
· Improving these does not lead to satisfaction
· Motivation factors (recognition, autonomy, growth opportunities) drive true engagement and fulfilment
· Intrinsic to job
· Essential for creating job satisfaction and motivation
· Encourage job enrichment
· Absence does not lead to dissatisfaction necessarily, but it does result in lack of satisfaction
· Four outcomes / four quadrants
· Comfortable but unfulfilling job (Low motivation, high hygiene)
· Miserable job (low motivation, low hygiene)
· Hard but meaningful job (high motivation, low hygiene)
· Fun and exciting job (high motivation, high hygiene)
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· Acknowledge and explain the importance of EDI
· How would I design initiatives to be inclusive?
· Consultation or co-design, considering all people that are affected  for example, developing a policy surrounding hybrid working
· Utilising metrics and data  gender pay gaps are expected to be better monitored and lessened by larger organisations. Developing leadership programmes or career pathways to help lessen the gap
· How would I check the level of inclusivity after implementation?
· Employee feedback
· Analyse relevant data, such as participation, utilisation or retention rates

· Plan do check act (PDCA cycle) – British Assessment Bureau, 2023
· Robust methodology for continuous improvement
· Structured problem solving approach
· Benefits of utilising this framework  continuous improvement, identify and address issues as they arise & refine processes to achieve greater efficiency
· Risk mitigation
· Increased satisfaction
· Four stages:
· Plan – define the problem, gather data and info, identify solutions, develop a plan of action
· Do – execute the plan, collect data on results, document any issues
· Check – comparing results to the objectives in plan phase, identify any discrepancies, determine root cause of any problems
· Act – Develop and implement a plan to address any issues that were identified, monitoring results, making further adjustments when needed
· This triggers the cycle to repeat therefore continuous

Clark, 2015 
· To see what a universal agreement requires, ask yourself how would I design this if I knew I was going to be in the worst position my design creates.

· Ali, 2024
· Inclusion in the workplace
· Inclusion is the practice of including people in a way that is fair for all, values everyone’s differences and empowers and enables each person to be themselves, and chieve their full potential and thrive at work.
· Moral case for building fairer and more inclusive workplaces is indisputable
· We all have a right to develop our skills and talents to our full potential, work in a safe, supportive and inclusive environment, be fairly rewarded and recognised for our work
· With rights comes responsibilities to not discriminate and treat others with fairness and dignity
· Discrimination can impact wellbeing, performance and work, intention to stay, opportunities  significant legal costs, compensation and settlements 
· Growing area is neurodiversity

· Hayden, 2024
· Guidelines for reviewing HR policies
· Establish working groups
· Pilot draft policies
· Include policies as part of the induction process
· Continuous review process
· Ensure policies are complementary, flexible, practical and enforceable
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Working inclusively with others is crucial within people practice, particularly as it helps employees feel empowered and valued. In my current role and department in Pembrokeshire County Council, we work cohesively to deliver the best service possible. This cohesion is built by everyone. Therefore, it’s vital to understand my ability to work inclusively and positively with others, to help myself grow in both a personal and professional context. 

To assist with this personal reflection, I took feedback from my line manager, Emma Ferris. This is displayed within Table 1.

Table 1 - Personal Reflection & Line Manager's Feedback: My Ability to Work Inclusively and Positively with Others
	Feedback from Emma Ferris (line manager)
	Personal Reflections
	Areas of Growth

	Ffion exceeds expectations when it comes to service and customer focus. She takes the time to actively listen to both internal and external service users, ensuring their needs and concerns are fully addressed. Ffion keeps customers well informed throughout the process by providing regular updates, ensuring they feel valued and supported. Ffion continuously delivers on service commitments, consistently meeting or exceeding deadlines without compromising on quality of work. Ffion is able to build and nurtures strong, supportive relationships with service users across all levels, always going the extra mile to ensure their satisfaction. She is proactive in identifying ways to improve processes, outcomes, or customer interactions, continuously striving to enhance the overall service experience.

	I feel that I have established myself as a trustworthy colleague both within the team and within the department. Additionally, external stakeholders such as line managers and Head Teachers will contact me directly to help assist with their queries or concerns, which strengthens my credibility as a valued HR contact.

However, whilst this does give me a confidence boost, it means I have an added expectation/pressure that others in the team may not have. Additionally, I find that some managers can become too dependent on me doing things for them, such as holiday calculations when this is an aspect of their role, not mine.
	I am often contacted directly by external stakeholders, sometimes with issues that are beyond my remit. Whilst I don’t overstep my boundaries, I will go above and beyond to assist that stakeholder in a timely manner. This can sometimes put additional pressure and stress on myself as this is in additional to my regular workload within the team. 

I need to respect my boundaries a bit more and become comfortable with directing queries to other members in the team, if I am unable to take it on at that time. Also, I need to have the confidence to direct managers to relevant guidance documents that will assist them with their queries, rather than them expecting me to do it for them.



	Ffion consistently exceeds expectations in collaboration. She treats everyone with the utmost dignity and respect, maintaining a fair and consistent approach in all her interactions. Ffion excels in resolving interpersonal issues constructively and is always willing to seek help when needed to ensure positive outcomes for the team. Her willingness to spend time with others, offering guidance and support, demonstrates her commitment to helping her colleagues succeed. Ffion supports senior management within the organisation with disciplinary, investigation, and absence meetings, and frequently receives emails of acknowledgment for going above and beyond in the support she provides. Ffion shows a deep respect for cultural and individual values, fostering an inclusive and welcoming environment for all team members. She actively listens to and considers ideas from others, regardless of whether they align with her own perspective, and values diverse viewpoints to enrich the team’s decision making process. 	I believe I work extremely well in a team, which is evident through my work. My skillset differs to others in the team, specifically because I have an interest in progression and advancing my HR knowledge. In turn, this helps me better understand our role and changes we’re having to implement, which I can pass to the team to provide context and background. For example, when a policy changes and how this will impact our work.

I am a quick learner, I’m able to adapt quickly and I can retain information accurately. Due to this, I can multitask and assist others when needed in areas where they may not be most comfortable. For example, I am extremely confident in our iTrent system when others in the team are not as confident. Often, I will take the time to sit with team members if they would like me to and show them how to process something, rather than offering to do it for them. 

I have the utmost respect for others and compassion for everyone within our team, and often I will do whatever I can to help alleviate pressure from others. However, this can often lead to additional expectations and pressures put onto myself. Things are often not done because it's known that I will eventually do it.

I have proven my ability to communicate and work inclusively with stakeholders at all levels whether it’s employees, Head Teachers, line managers or senior management.
	As I am seen as a stronger member in the team, I am often depended. This means I am often left to deal with anything that is seen to be complicated or not straightforward. This can be frustrating but due to a lack of confidence and assertion, I am often unable to push it back and I will end up completing the work for the sake of ease. I need to develop my confidence and assertiveness to a level that allows me to tell people to get involved and try the difficult work.
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· HR is everchanging
· It’s evolving currently due to the greater expectations put on HR as a function, particularly since the COVID-19 pandemic
· Strategic HRM is now the standard expectation of HR as a function  aligning people with business goals.
· Strengthens the need and requirement for people analytics  metrics are becoming increasingly more important within SLT meetings and decision making
· Change in technology and AI
· Table 3 CPD plan – workshops and webinars related to upcoming changes to legislation
· Emphasis on wellbeing  sickness absence highest it’s been in a decade (Young, 2023)
· Wellbeing initiatives are shaping the world of work from 2024 and beyond (McRae et al., 2024)
· How am I going to ensure that I am fit for practice?
· Paramaguru, 2024
· Outsourcing does not absolve the organisation of good people management practices
· ‘don’t outsource what you don’t understand’
· Increased efficiency
· Increased flexibility and speed of response to HR problems
· Allows for capacity for HR to operate more strategically
· Sage, 2025
· 91% of workloads have increased
· 77% think AI will revolutionise the way that they work
· Leaders are feeling change now more than ever
· Change is the only constant for HR
· 95% taken on more responsibilities, 96% expect the role to change
· Top challenges expected for the future is uncertainty  in the world, working environment, economy
· Currently 3 in 4 feel they’re focusing more on admin than they should be  implementation if AI could help
· Intensity of a changing world politically and financially putting greater pressures on everyone
· Future of HR looking focused on strategic planning and data driven decision making
· Leveraging technology to help gain HR analytics
· Technology allows them to be more strategic
· 44% of teams using automation
· Automation allows more time to be used on value-added tasks  not about establishing what automation can be used for but rather what HR bits it shouldn’t be used for
· Successful leaders prioritising AI knowledge to get ahead 

· Tingsager and Smith, 2022
· In recent years, HR related matters globally have risen to the top of CEOs agenda  particularly talent shortages and EDI.
· Pace of change in the eternal environment and the changes this could bring to organisations and their structures, strategies, working practices etc  means that HR must be very connected to the organisation and consulting skills/being able to adopt a consulting role = more and more critical.
· HR function has become more central to leading transformation
· CIPD research recently highlighted the importance of HR takes a collaborative and consultative approach  through building a shared understanding and purpose, working with transparency and openness, shared specialist expertise, collaborating across boundaries to achieve cross-organisation working.
· Core CIPD behaviours contribute to this 
· HR consultation of internal customers can take place as an ongoing practice (as the role of HRBP) or in relation to a particular initiative or change such as those brought about by organisation strategies (not incl. redundancies as v specific approach)

· Rana, 2019
· Organisations should focus on implementing AI as a tool to support the function, rather than overrule the role of the function completely.
· Collaboration of IT and HR not a new phenomenon  HRIS
· Worry is that AI will hamper the humanistic approach towards HR tasks
· AI will result in reclassification and redesign of jobs rather than replacing them. Implementation of HR for data processing allows professionals to be more free to deal with the tasks that require humanistic skills such as ER matters, problem solving etc. AI has proven to help create better job descriptions and align job descriptions/person specifications/applications cohesively
· Recruitment gains most assistance from AI
· AI more of a facilitator to HR than an overrule
· Some researchers believe that AI cannot mitigate the valuable input of HR skills while others opine that AI is soon going to was away the critical role of HR as it has an edge over HR in terms of mistake free and speedy responses. 
· At this juncture where AI and HR are amalgamated the onus lies on HR mangers to decide the extent of indulgence of AI in the HR functions
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I chose to assess myself against two core behaviours outlined in the CIPD Profession Map: Passion for Learning and Professional Courage and Influence. I utilised feedback from my line manager, Emma Ferris, to better understand my strengths, weaknesses and development opportunities. This assessment is displayed in Table 2, where I utilised a SWOT analysis method. 

Based on both my line manager’s and my own feedback, I have found that whilst I am strong in my current role, my lack of confidence in my ability and assertiveness will limit my chances of progression if I do not control them. Whilst this was something I was aware of, hearing it from another perspective highlighted to me that it was noticeable which I wish to control. Therefore, it’s understandable that these weaknesses influenced my areas of development.


Table 2 - SWOT analysis including personal and external feedback
	Strengths
	Weaknesses

	Manager’s Reflection
	Personal Reflection
	Manager’s Reflection
	Personal Reflection

	Ffion far exceeds expectations in all areas of her role. She not only delivers outstanding results for every task and goal assigned to her but also ensures that her work is of the highest quality and completed on time. Her focus and dedication to her assignments are evident in her ability to stay on track and efficiently manage her time, allowing her to consistently meet deadlines and exceed targets. Ffion actively maintains and enhances her job knowledge and skills, staying current with industry trends and best practices. Her commitment to continuous learning is matched by her openness to feedback, and she consistently implements suggestions for improvement, further enhancing her performance. Ffion's ability to integrate feedback and adapt is a key factor in her success, and she continuously demonstrates growth and development in her role.


Ffion wholeheartedly commits to providing her best effort and willingly undertakes any task necessary to ensure her work is completed to the highest standards. Ffion approaches every workload with full engagement and unwavering commitment. She will persistently work towards her goals, regardless of other influencing factors.  	I am a reliable member of the team and department which means I am often called upon for additional responsibilities, tasks or advice. I am extremely driven and hard working with a constant desire to learn. I have established myself as a trustworthy, honest colleague and I have no issue with taking accountability for my work. Honesty and integrity are extremely important values to me, both personally and professionally.

I have outstanding attention to detail and excellent communication skills, therefore I can challenge stakeholders or colleagues if something doesn’t seem right.



	Although Ffion is confident within her ability, she will sometimes allow others to overpower her which can cause some self-doubt within her role. Ffion can also worry about any complications from raising a mistake or problem, which can cause her to overthink. I do want to note that I have noticed Ffion trying to work on this, she is gaining more confidence by the day, and I am positive that she can overcome this and become more self-assured. 

Ffion has become a lot more confident with challenging instruction received from stakeholders and senior managers, however Ffion still needs to work on her confidence with questioning colleagues if needed. This is something we have discussed at length, and I will continue to support Ffion in strengthening her assertiveness and confidence.
	My biggest weaknesses are confidence, assertiveness and worrying about things beyond my control.

I struggle hugely with being assertive within our team. I am the newest member and with that, I struggle with having the confidence to challenge someone that is more established in team. Also, we have strong characters in the team that I worry how I would be perceived if I was to question something they had done. This has improved the longer I’ve been in the team, however I still struggle with taking on the workload of others and will often do this instead of challenging it to avoid conflict. In turn, this puts additional pressure on me which can be difficult, especially given our current situation in the team where we are short staffed and stretched. 

I struggle with confidence in my ability to advice correctly, whether that’s to colleagues or stakeholders. Often, I worry about the repercussions of advising incorrectly which causes me to doubt myself and my ability. I am my toughest critic, therefore whilst I am very open to feedback and criticism, I tend to be hard on myself when I’ve made a mistake. This can create further anxiety, which can cause me further to doubt my ability, and the cycle seems to continue. As I have become more established in the role, the frequency of this has lessened but it’s a personal characteristic that I struggle to counteract, which naturally is going to impact work.



	[Development] Opportunities
	Threats

	Manager’s Reflection
	Personal Reflection
	Manager’s Reflection
	Personal Reflection

	Ffion is extremely driven which has been evident since she joined the team. Ffion has always been very clear about her goals, and I am glad to see her pursuing her CIPD diploma with success so far. I have no doubt that Ffion will go far in her HR career.

Ffion was recently recognised by SLT for a secondment opportunity within the department relating to job evaluation. Ffion was highlighted as a candidate for this opportunity because of her strong skillset and contribution to the department. Whilst opportunities in Ffion’s direct areas of interest can be limited, there are other relevant HR opportunities that Ffion can utilise to strengthen her overall knowledge.

Pembrokeshire County Council naturally is a large organisation and therefore the variety of work is vast. Ffion has been involved in lots of project work previously, however Ffion can engage in other projects with more senior members within the department.
	Working within Pembrokeshire County Council means that the exposure to different cases can be huge, however it’s limited due to confidentiality and the little relevance to my current role. I recently had a conversation with the Chief HR Officer and advised them of my ambitions to be placed in employee relations. Since this conversation, I have had greater involvement in conversations about certain case studies which have helped strengthen my knowledge.





	Budget constraints have been an issue for everyone within the public sector for a long time. This has meant that most training opportunities must be sought internally. I have completed DiSC training myself and I have shared my resources with Ffion. Whilst we are unable to facilitate the accredited training for Ffion currently, I have given her resources that have proved beneficial to her, and the wider team.

Ffion’s desire for greater responsibility is respected and understood. Where possible, Ffion has been given additional responsibilities or project work to help keep her engaged and satisfied with her role. Progression is almost impossible to predict in our department, however we are constantly looking at how we can expose Ffion to as much as possible.
	My current role can be quite monotonous at times which can result in me feeling dissatisfied for disengaged. Budget pressures has meant that resources are more limited, and greater expectations have been placed on us as a team. As a result, there are times where I am unable to be released for development opportunities due to our workload.

Pembrokeshire County Council’s HR department is well-established and therefore, retention is high, and attrition is low. Due to budget pressures, there isn’t a capacity to create additional roles at higher levels, which means that progression opportunities are extremely limited. This is a threat as unfortunately, I feel that I must look externally for progression opportunities as Pembrokeshire County Council aren’t able to facilitate this currently.
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Table 3 is my personal Continued Professional Development Plan which was developed in January 2024 following a meeting with my line manager to help better understand my personal and professional goals. Within Table 3, I have outlined what areas I wish to grow in a professional context and how I intend to facilitate these opportunities for myself.

Table 3 - Personal Continue Professional Development Plan
	Name: Ffion Angharad Morgan
	Covering The Period From: 01/01/2024 to 31/03/2025

	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/completion

	Strengthen my knowledge in HR/people practice. My ideal career path within HR is in the realm of employee relations. Most senior HR roles will require or desire a CIPD qualification. Whilst I have my MSc degree, it wasn’t accredited by the CIPD as it wasn’t a stand-alone HR masters degree. Therefore, I feel there is still a lot of theory that I’m not aware of and how to apply this into practice.
	Study the CIPD Level 5 Associate Diploma in People Management.
	I will need the support of my employer and line manager to facilitate study days to attend in-person workshops and complete assignments where necessary.

Additionally, I may need access to additional training opportunities to help with modules surrounding development, both in a personal and professional context. 
	Passing all of the modules and attaining the qualification within the time frame.

Feeling more confident in my application of knowledge and utilising it in my current role.

Gaining specialist HR knowledge around topics such as employment law, employee relations, organisational strategy and culture.
	Commence in September 2024 with an expected completion in January 2026

	Improve my understanding and knowledge of employee relations to help facilitate my own progression.
	Access training and shadowing opportunities where possible within the department and through outside workshops/webinars where possible.

Specifically, I would like more exposure and experience with sickness absence, mediation and the grievance process.
	I will require support from my line manager to release me to attend workshops, webinars and training opportunities where possible. 

Additionally, I will require support from the wider department to help facilitate these development and shadowing opportunities for myself and others.
	Ensuring that the opportunities are available and I’m able to take them where possible.

Measuring my own confidence in my knowledge surrounding employee relations matters so that I can attain more information and assist the employee relations advisers where possible when handing over queries or concerns.

Having a better understanding will help improve my chances of other opportunities that present themselves, including specialist training or secondment opportunities.

Ideally, I would like to be in an employee relations role by the end of 2025.
	Continuous development, review in September 2024 and January 2025

	I am interested in different learning styles and personalities and the way this can impact employees at an individual level, within a team dynamic and even as a department.

From my time within university and now within HR, I have noticed that learning styles are crucial for effective working and management. More awareness about how different people work and why they work the way they do, will help avoid workplace conflict and issues such as grievances or sickness absence.
	Specialist training in different learning styles would be key to help better understand. My knowledge currently is based on my own experience and limited research, therefore a form of specialist training such as DISC would be beneficial.

Also, if I were to use this information to help advise an employee or a manager, then I would want to ensure that what I’m sharing is correct to avoid any complications further down the line.
	Support from my line manager to complete this training.

Funding to pay for the accredited training required.
	Completing the training successfully and understanding my own personality and how this impacts the way I work individually and with others.

Understanding the different personalities and styles which can be identified within a team. This can help facilitate better management which can ease pressure on both a manager and employees. Often, open and honest communication is what resolves most problems.
	January 2025

	I want to improve my personal confidence and assertion to help better establish myself in the team and in the department.

The employee relations role is usually lone working with sole responsibility for a particular service area. To succeed in this role, I’m aware I need to be more confident in my ability and trust the advice I give. Particularly, if I’m questioned, I want to be able to stand up for myself, rather than assuming that I’m incorrect.
	Expose myself to more ‘uncomfortable’ situations and speak up when there’s an opportunity to do so.

Liaise with employee relations advisers and HR/OD business partners to discuss any queries or concerns I have raised and follow through with them, ensuring that I have presented my understanding/feeling towards the situation (where appropriate).
	I will require support and encouragement from my line manager to help improve my confidence and assertion in my role. 

Also, I will require support from the wider department/colleagues to follow up on ongoing queries or concerns that I had raised previously to either improve my confidence in my understanding or learn from the situation for future reference.
	I want to feel more confident in my current role and feel ready to step to the next role, when the opportunity presents itself.

I want to feel more assertive and be able to question things without worrying about a possible repercussion, e.g. upsetting someone or feeling embarrassed.
	January 2025

	I want to better understand any upcoming changes to legislation that will affect HR. Whilst it may not be essential for my current assistant role, I enjoy having the knowledge and being able to advise where necessary. Also, having an understanding helps answer initial employee queries as well as support the team. 
	I am signed up to relevant newsletters such as CIPD, CIPD-HR Inform, Platform-Wellbeing and ACAS. These organisations often hold free online workshops and webinars to help provide any updates to legislation and how this will impact different areas of HR, including policy.
	I will require support from my line manager to release me for any online workshop/webinar that I wish to attend.
	Ensuring that I attend relevant webinars and attend any relevant updates/follow ups. 

Discussing my understanding with colleagues to gain a new perspective and ensure that I’m understanding correctly.

Create notes to ensure a point of reference.
	Continuous development. 

Review in September 2024 and again in January 2025.
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Table 4 is my personal Continued Professional Development Record. In January 2024, my line manager introduced personal development plans for each member of our team to better understand our individual goals, both personal and professional. Since then, I have attended several webinars and online workshops surrounding topics relevant to employee relations, which is the direction of People Practice I wish to pursue. In addition to this, my line manager has helped facilitate shadowing and support from the Employee Relations Advisers within our department through the means of attending Sickness Absence meetings and Disciplinary hearings.

Unfortunately, due to budget constraints, I have not been able to attend any training which incurs a financial cost, such as ACAS mediation training or DiSC training which are outlined on my plan. Furthermore, as I am not working within the Employee Relations team, there is a weak business case for me to attend this training as it’s not imperative to my current role. I hope that in the future, I will have the opportunity to attend scheduled training either through learning and development or designated organisations such as ACAS, which will improve my professional skills and knowledge.

Nevertheless, I have developed hugely in both a personal and professional context, mainly my self-confidence in my ability and knowledge. This has allowed me to be more involved in decision making and discussions surrounding any queries or concerns that I have previously raised. I have become more involved in the department and have actively sought opportunities myself, rather than relying on my line manager to facilitate these opportunities for me. Ultimately, I feel as though I have grown greatly as a People Practice professional. This growth has been recognised, as I was recently offered a promotion within our HR department, as well as an external role within employee relations which has always been my career goal. Without attending the activities/events listed in Table 4, I wouldn’t have had the confidence or level of experience to attend and interview and be successful.














Table 4 - Personal Continued Professional Development Record
	Name: Ffion Angharad Morgan
	Covering The Period From: 01/01/2024 to 31/03/2025

	Key Dates
	What did I do?
	Why?
	What did I learn?
	How have I/will I use this going forward?

	26th November 2024 


	Sickness Absence Review Stage 3 with Employee Relations Adviser 
	As I mentioned in my CPD plan, employee relations are where I’d like to be based within the world of HR. To facilitate this, I volunteer myself for any involvement in meetings where appropriate, mainly as a note taker. Not only am I helping colleagues which provides me with satisfaction, it’s exposure to the work I eventually want to be doing myself.

Sickness absence was an area that I had little contextual experience in, everything I knew was based on theory and policies. Therefore, I was extremely keen to gain contextual understanding of the process and the role of an employee relations adviser in the process to better understand how I could perform the role successfully.
	I was able to better understand the policy and how it applies to context. This review enabled me to understand that within HR, policies are often malleable depending on circumstances and context has to be accounted for when applying them.

Additionally, I was able to put myself into the employee relations advisers’ shoes and better understand how to carry out these meetings with both the manager and employee. I was able to consider how I would respond to certain questions and how I would conduct the role professionally with empathy.
	Being involved in this process allowed me to better understand the sickness absence procedure/policy which has in turn allowed me to answer queries and concerns from employees more successfully. 

Additionally, this has boosted my confidence in my knowledge and ability to carry out the employee relations adviser role.

	27th January 2025 

	Employment Rights Bill: An Update for 2025 – CIPD-HR Inform Webinar
	HR is an ever-changing profession and since Labour came into government in 2024, several changes to employment law and workers’ rights were proposed. Therefore, it’s vital to follow any upcoming change(s) to ensure we are compliant as an organisation, and ensure we are advising employees correctly.

	Within the webinar we discussed the definitive changes confirmed for 2025 and other changes that are expected to be implemented either late 2025 or in the coming years.
 
The biggest takeaway for me was the implementation of statutory neonatal leave as this will likely be the most impactful in my current role, considering the number of queries we deal with regarding employees’ rights and entitlements to leave.
	I feel well informed and prepared for the upcoming changes in April 2025. Our policies are currently still being reviewed, once they are published, I will familiarise myself with them to ensure my understanding of policy is aligned with my understanding of any legislation.

	24th February 2025

5th March 2025

7th March 2025

21st March 2025
	Internal Disciplinary Investigation
	Out of all employee relations matters, I have sat in disciplinary investigations the most, however my role within this investigation was slightly different as I was able to be involved from the start to the finish as an assistant to the investigating officer, to help facilitate my development.
	Being involved from the beginning to the end allowed me to piece together the disciplinary process with context, which I haven’t been able to do previously. I was able to meet with the investigating officer and look through the relevant documentation and evidence provided to help decipher what questions were required for the interviews. The investigating officer was a colleague from the HR department, therefore she coached me through what happens when she is asked to assist in an investigation. This included talking me through the terms of reference.

Once the questions were decided, we met with each employee and interviewed them accordingly. This is the element of the process which I have been involved with previously, however, the structure of interviews varies greatly depending on the situation and the individual, therefore more exposure is greatly appreciated.

We are currently waiting an outcome to be decided from the individual that sanctioned the report, once this outcome has been determined, if necessary, I will be able to attend the hearing which will be the first disciplinary I’ve seen from start to finish. More importantly, I was able to better understand the process of an investigation being sanctioned, how terms of reference(s) are determined and how a report should be structured.
	This enabled me to apply context to the disciplinary policy and see a disciplinary procedure from start to finish. It was incredibly insightful to better understand how terms of references are determined and how investigations are sanctioned. This will prove beneficial to my future in employee relations.

Most importantly, it gave me the opportunity to put myself in the employee relations adviser’s shoes and picture what I would advise, how I would conduct the investigation and complete the report, etcetera. 



	20th March 2025

	Compassion in HR: Supporting Yourself While Supporting Others – Platfform Wellbeing Webinar 
	Compassion and empathy are very strong values of mine, both in a personal and professional context. Whilst my aim is to progress within the world of people practice and ensure this is with compassion at the forefront, my compassion and empathy can sometimes be a weakness as I am not good at respecting my own boundaries. Often, I will take on too much work to help others, which results in overwhelming myself and eventually burning out. Ironically, this means I have significant compassion and empathy for others, but not for myself. 

Also, I have no experience in my desired role which sits within employee relations. Whilst I have had exposure to this role, it’s incredibly personal and each person makes the role their own. Therefore, I wanted better insight into where the boundaries fall and what is deemed an appropriate level of compassion and empathy within particular settings.
	The webinar highlighted the importance of relationship building as a skill, in a world where toxic culture and passive aggressiveness is on the rise. The pressures we face as a function were discussed, particularly as they have altered since the pandemic. With growing global pressures, particularly financial, jobs are becoming more complex whilst resources are becoming more strained.

The biggest takeaway for me was the importance of self-compassion. The hosts discussed that self-care is the first thing to be dropped when we get busy. Compassion within HR is through the means of vulnerability – often when we identify a situation and own it, it helps the employee feel listened to and most importantly like a human. This highlighted that communicating to employees throughout difficult situations will help strengthen trust and value in HR as a function.

Additionally, how to embed compassion into an organisation was discussed, which was incredibly useful as I suspect I will use this information in the future. Compassion is multifaceted and it was highlighted that individual attempts at wellbeing initiatives are not as successful as organisational initiatives. Therefore, it was deemed that for optimum success it needs to be implemented from the top down.
	This webinar was incredibly insightful and has provided me with a better understanding of why compassion and empathy are so important, especially on a personal level.

The webinar made me realise that I need to improve respecting my own boundaries and learn that saying no to additional work won’t have repercussions.

Additionally, it highlighted that as a department, we don’t seem to operate with compassion and empathy at our forefront in times when it should be considered. This helped me realise that compassion is definitely a value that will dictate whether I want to work within an organisation and I will endeavour to practice my role and future career with compassion and empathy.

Already, I have been incredibly mindful of this and have made a greater effort to take regular breaks, finish work on time and respect my boundaries and acknowledge when I am taking on too much. With this, I have noticed feeling lighter in myself and have felt more positive about work.
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