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People professionals support organisations and employees in building effective, ethical and positive workplaces. To achieve this, they need to be responsible and act with integrity, be objective and fair, and be accountable for their actions; always striving to role-model good behaviours. The work of a people professional is essential in driving performance by considering employee well-being and ensuring fair and inclusive practices. For this to be achieved, a people professional should be culturally sensitive and have a respect for diversity; be approachable, emotionally intelligent and be able to act respectfully, with diplomacy and discretion.

The CIPD Profession Map, alongside the CIPD code of Conduct and Ethics, provides a framework and identifies core behaviours, knowledge and values required of people professionals to meet the personal and professional values listed above. 
The CIPD (2025) describes ‘The Profession Map’ as the international standard for the people profession which can be used effectively by Human Resource (HR) professionals, specialists within the field, for organisational development (OD) and can also be used and applied by individuals and teams without CIPD membership as a benchmarking tool. People professionals can use this as tool to exercise their skill in strategic workforce planning and social capital to recognise and develop talent and to work closely and effectively with leaders across teams by continually measuring performance. 
The Profession Map is broken down into key competencies, required within the people profession, and describes those competencies at 4 different levels: Foundation, Associate, Chartered Member, and Chartered Fellow. It is imperative for people professionals to continually develop their own knowledge and skills to help them stay relevant; By establishing where we currently sit on the map, we can identify continual professional development (CPD) milestones required to reach each consecutive level. 
HR standards compliment the Profession Map as good practice guidance which influence policies and demonstrate an organisation’s commitment to quality and compliance. People management processes specifically challenge leaders to foster a good working culture and support evidence-based decision-making through metrics (CIPD, 2025a). 
By applying the competencies set out in the Profession Map, at any level, people professionals add value to organisations by contributing to: Enhanced employee engagement and productivity, supporting leadership to make ethical, strategic and values-driven workforce decisions, ensuring compliance with employment laws and ethical HR practices.

As people professionals we need to be committed to change and continuous improvement.
“HR also needs actively to build a culture that embraces change and expects it.” (Taylor and Woodhams, 2022, pg. 34). 
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Ethical values are pertaining to morals or individual's moral compass, knowing the difference between right and wrong, and guiding their actions and behaviours accordingly. One is typically drawn toward ethics that are set by their community, upbringing, and culture.

As an INFP (Introverted, Intuitive, Feeling, Perceiving) personality type, my values are deeply rooted in integrity, compassion, and a strong sense of purpose.

Integrity is the quality of being honest and having strong moral principles. 
Fairness ensures that individuals are treated equitably, with impartiality and justice.
In people practice, these values foster an environment where people feel psychologically safe, valued, and empowered to express themselves openly.

Whilst working in a Health and Social Care setting, there is always an increased ethical responsibility to act with fairness and integrity, within the public’s trust and to comply with various codes of conduct and legislation. 
Some personal examples include:

· Reporting safeguarding concerns, regarding close friends.

· Under the Mental Capacity Act you are supporting an individual in making a decision in their best interest rather than letting your own judgements and decisions have an impact, you focus on what you know of the individual and their representatives to assist in making the decision. When putting risk management plans in place with regards to that decision, you are thinking about the least restrictive course of action for the individual rather that for the wishes of oneself or others. 

As people practitioners, how can we help others to act ethically?

The CIPD recommends actions we can promote to encourage others to act in accordance with ethical behaviours and values in their employer’s guide to ethics at work. They suggest that whilst a code of conduct and a supporting disciplinary procedure is good, this alone can be only ‘compliance focussed’. However, by choosing to embed a code of ethics in addition, setting out values or principles, can assist in making ethical decisions. A code of ethics must be consistently reinforced and used by everyone in the organisation to remain relevant. Barriers can include:
· Cultural norms and behaviours may pose a risk to disengagement with the code of ethics so contextual training and consistent, clear communication is required.
· Ultimately difficult to measure with metrics so making measurement metrics clear is important.

The CIPD also observe that job role design is also integral to an ethical workplace. If a role is not rewarding and repetitive it could lead to complacency.  Too high a pressure in a role could lead to cutting corners. 

Safe systems raising concerns need to be well established and well known, like ‘whistleblowing’ policies or ‘speak-up’ services, ensuring the safeguarding of whistleblowers.

Organisations need to maintain their duty of candour and be accountable when things go wrong (CIPD 2024a). 

Listening to Michael Schur in a Ted Talk, he poses the question: “How would you prepare for a moral dilemma?” and answers: “By reading theories of ethics and understanding what they say and what they mean, how they purport to help us to make better decisions and become better people.” Understanding ethical theories does not mean that there is a guarantee that you will make the right decision but, with preparation, you will increase your chances (Schur 2022).
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We generally have confidence in people that portray competence. Confidence, backed-up with clear and accurate information, helps us to build relationships based on trust in-order-to achieve positive outcomes. As people professionals, it is important to be able to deliver a message with courage and to challenge undesirable or off-brand behaviour to maintain consistency, promote ethical practice and to influence others. The inability or unwillingness to exert influence can lead to undesirable and even detrimental outcomes, e.g. misaligned organisational strategy, diminished employee engagement and resistance, lack of trust and brand clarity.

Courage can also be demonstrated when we take responsibility by admitting that we have done something wrong ourselves and taking steps with continual professional development to improve (CIPD 2025b).

In the podcast hosted by Steven Bartlett, Vinh Giang, Renowned Communication Coach, explains the key rules to influential communication and emphasises the importance of finessing interaction and of ‘vocal image’. This is an important skill to master as a people professional as messages must be informed, clear, and delivered with confidence to resonate with stakeholders. He refers to work conducted by Virginia Satir, Clinical Social Worker and Psychotherapist and Mark Bowden, Body Language Expert, to explain techniques used to influence others and to deliver information for better understanding. In this podcast Giang explains that it is not just what we communicate but how we communicate, and the perception others have of us based on our speech. He explains that lots of people spend more time on how they look (their visual image) but not much time at all on how they sound (their vocal image). “When people see you for the first time, people make assumptions about you immediately; When you open your mouth to speak, they turn these assumptions into beliefs”. 
We can express confidence by learning a series of behaviours; Larger gestures and making such gestures between the belly button and your eyes (‘ the power sphere’), using a stronger volume and trying to be more melodic with your voice will portray confidence and an “executive presence”. During the podcast, Giang demonstrates that the melody of your voices evokes emotions, much like a piece of music. 
Giang explains that there are 5 key hand gestures that can be used that were identified by Virginia Satir, known as The Satir Communication Model (Giang 2025). 

The greatest influence within the business comes from connections and bridging social capital. HR professionals are best placed to develop relationships within teams and groups (bonding social capital) and bridge gaps across the organisation.
HR professionals can increase their influence by clarifying the links between people and the organisation’s performance (Brower, 2023).
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We need to first consider the difference between unethical behaviour and illegal behaviour. Unethical practice are the behaviours that are governed and standardised by people, and that are considered moral rights and wrongs. 
Illegal is when a behaviour breaks the law, and the standards are enforced by official bodies and carries a legal consequence. 

Table 1 demonstrates my reflections on how to deal with behaviours in the workplace alongside some examples of unethical and illegal behaviours. 

	
	Unethical
	Illegal

	
Examples within a professional setting:
	
Favouritism without a fair basis.

Selfishness.

Don’t see the harm in their actions. 

Misleading communication.

Lying to colleagues.

Conflicts of interest.

Taking credit for others work.

	
Discriminatory or harassment in the workplace (based on protected characteristics).

Breach of working time regulations.

Abuse of power. 

Fraud and theft.

Ignoring legislative requirements. 


	
How to address:
	
Observe and gather evidence to address internally.

Discuss it with the individuals involved or report it to the HR department. 

Enforce a Code of Conduct.
	
Document thoroughly.

Report internally as per internal reporting policies – e.g. whistle blowing or grievance policies.

Report externally if it hasn’t been dealt with internally. 


	
Consequences for not addressing:
	
Lack of awareness.

Poor company culture. 

Lack of employee engagement inc. high employee turnover. 

Reputational damage.

	
Legal actions.

Financial and reputational repercussions.


Table 1: How to deal with behaviours in the workplace. 

The CIPD (2019), alongside CEBMa and Australian National University, discovered that individual mood (e.g. frustration), organisational behaviours and job specifics (e.g. isolated decision making or time pressure) had a great impact employees’ likelihood to behave unethically.  They noted that in-order-to reduce unethical behaviours, positive management practices with moral leadership and ethical social norms, company accountability and checks for unethical practice should be adopted. In Simon Seneks (2022) own podcast he suggests that “it almost always starts and ends with leadership”.

It is important that employees are aware of organisational policies and legal protections, like ‘whistleblowing’ under The Public Interest Disclosure Act 1998, when tackling unethical or illegal issues. People practitioners should act as an advocate for best practice and support leaders to work legally and ethically whilst actively support employee engagement and raise awareness of internal systems of support. We should also use AI wisely and check data generated to reduce potential bias.

In addition, we must also be aware of biases and inaccurate data generation when using Artificial Intelligence (AI) as a workplace tool, particularly within in people practice processes. Both Kundu (2018) and Kakabadse (2024) note that with the evolving nature of AI decision-making included in people practice it is important not to inherently trust AI solutions and to keep a check on ethics as a critical role in the decision making process. “The features and metrics used in all AI models are chosen by their designers, which means the underlying biases of developers can be unintentionally embedded within these systems” (Kakabadse and Kakabadse, 2024).  They explain that AI tools form generalisations and have proven to be problematic, biassed and to consistently regenerate biases time after time.  If data and statistics are floored or if we solely act on generated statistics alone, this can have a dangerous impact with irreparable damage. Kundu argues that the heuristics have been passed down through people for years and years and that there is a reason that these remain relevant. She explains that, historically, humans have developed decision making skills to reduce harm through the power of observation and the ability to detect patterns. Currently only humans can truly consider ethics and complex litigation matters and serve the individuals and not just the masses. 
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A Harvard Business Review contains evidence taken from survey and review with and aim to identify whether social belonging and a sense of value had an impact on business productivity. They found that companies yielded substantial benefits from workers feeling like they belong. They found that this increased job performance by 56%, turnover was reduced by 50% and they saw 75% reduction in sick days taken. They also noted that belonging increased statistics for recommending the company to others by 167%. Employees in those workplaces also “received double the raises, and 18 times more promotions” (Carr, E. et al (2019). 
Maslow’s Hierarchy of Needs: Maslow suggests that contributing to an employees’ emotional and esteem needs, for example, interpersonal relationships, connectivity and being part of a group should enhance employee satisfaction in the workplace (McLeod, 2025).

McClelland’s Motivation Theory: Building on the work of Maslow, McClelland identifies 3 ‘needs’ for motivation; The need for achievement, affiliation (membership), and power which drives workplace satisfaction and therefore performance. By identifying and meeting these needs, we can add value to the employee experience and therefore lead to enhanced commitment to the business (Mindtools, 2025). 
On reflection of my own personality traits and needs, I personally value the following extremely important for the workplace:
· Validation from pleasing others and thrive after positive feedback.
· Opportunities to speak up and make changes.
· A preference for environment where all feel valued and is encouraged to have an input.
These workplace values, amongst others, increase my own ability to be efficient and effective at work, contribute to my wellbeing and ultimately keep me in a workplace for longer.
By applying the above theory and perspectives we can builds a fair workplace culture that maximises employee understanding, celebrates inclusive practice and facilitates collaboration will ultimately minimise employee dissatisfaction, leading to reduce grievances, and maintain consistency in the workforce. 



























(AC 2.2)

The CIPD (2024) sets out a 5 step approach to assist in fostering and embedding inclusive practice into the workplace. I have summarised each point and recommendation and considered what I can personally do as a Learning and Development professional and how data on efficacy can be measured. 

Table 2 uses the examples set out in the CIPDs 5 step approach to inclusive practice and alongside their suggestions, I have included suggested actions on how I, as a Learning and Development professional, could action and test those recommendations. 
 
	CIPD recommendations
	L&D action
	Method of testing

	Involve all employees in inclusion.

	All employees need to understand their role in building inclusive workplaces.

Employers:
set clear standards of behaviour for inclusion. 

Treat all colleagues with dignity and respect.

Empower employees to challenge exclusionary behaviour.
	Make inclusion relevant to all; what does inclusion mean in their job role and how can they achieve this?

Work with employee resource groups to highlight employees’ roles in inclusion, promoting alliance.  

	Inclusion workshops during induction, probationary period and ongoing training.

Promote and identify inclusion champions during training sessions and support meetings.

Plan inclusion topics into 1:1 and group supervision templates.
	Anonymous surveys to entire team bi-annually.

Establish and promote a ‘speak up’ service – where employees can anonymously report behaviour that doesn’t fit with an inclusive culture.

Analyse and review data. Provide feedback throughout the business and identify further action.

	Develop people manager capability.

	Managers are key to inclusion:

Relationships with team, how they carry out PM practices.

Treating staff with respect, supporting development, giving employee voice.

Support equality and individual needs.
Be aware of bias.
	Examine progression and hiring data to ensure that there's a level playing field and address any bias. Ensure that managers are supporting an inclusive recruitment process.

Embed inclusion in line manager training and development – for example, raise awareness of issues relating to inclusion and empower managers to speak up if they feel there are issues.

	Diversity and Inclusion leadership training specifically around how to support a culture of inclusion.

Awareness briefings, workshops and meetings focussed on bias, valuing people and employees voice. 

Facilitate ‘personality type indicator’ workshops to understand oneself.

Facilitate managing conflict training and workshops.

Encourage Social Capital over competition
(Heffernan, 2015).
	Training follow-up focus groups from diversity champion groups.

Debriefing meetings. 

Employees feedback and survey analysis. 

Review of policy and procedures.

Review of concerns and complaints.

360 degree peer review.

Direct observation of team practice.

	Build senior commitment to inclusion

	Many senior leaders are managers; set the tone for the behaviour that’s expected:

Consider corporate responsibility for diversity. 

How inclusive is the boardroom?

PPs to assist to embed inclusion into the organisation’s general practice, highlighting the importance of advocacy.
	Actively champion inclusion activities.

Develop self-awareness and understand own biases.

Role-model inclusive behaviour.

	Setting KPI targets around diversity and inclusion. 
Leadership training around diversity and inclusion. 

Facilitate review of own practices.

Raise awareness of candour around diversity and inclusion.

Encouraging collaboration
(Heffernan, 2015).

	As above.

360 degree peer review.

	Evaluate policies and practices.

	Two-step approach  required to establish  PM practices and policies supporting inclusion:

1.Consider the formal and informal mechanisms - to enhance inclusion for all. E.g. ensure mechanisms are clear for feedback -  allow employees to feel like they have a 'say'.

2.Create specific policies and practices supporting particular groups or individual needs. E.g. ensure clear policies to support individual needs; must be implemented by managers and reinforced by supportive workplace.

	Embed inclusion into management practices.

Communicate policies supporting inclusion.

Use data to review policies and practices.

	Monthly monitoring (and as required) based on the suggestions mentioned above.

Review of wider reaching policy and procedure (legislative and official frameworks and guidance).

Review internal policy and procedures.

Embed policy awareness into Induction, ongoing training, supervision and team meetings.

Gather insights from employees across different demographics to understand unique needs.

	Review concerns and complaints statistics. 

Direct observation of team practice.

Amend policy and procedures as required.

	Examine organisational culture, climate and values

	Creating an inclusive climate and culture requires fair policies and practices, recognising and valuing difference, and including all employees in decision-making processes:

Senior commitment to ‘real advocacy’ is essential to creating a truly inclusive organisation. Sometimes organisations may require review of their own norms and values.

	Work with employees throughout the business to understand current norms and values; do employees understand their role in inclusion?

Evaluate people practices through an inclusion 'lens' - do practices and policies align with inclusion?

Ensure that senior leaders support inclusion, and, importantly, role-model inclusive behaviour and value difference.  

	Speak to team members. 

Facilitate workshops and anonymous outlets for reporting.

Support a safe culture for ‘speaking up’, reporting concerns and asking questions around diversity and inclusion (Heffernan, 2015).


Facilitate debriefing sessions with inclusions champions.

Engage diverse stakeholders.

Promote teamwork over individual competition (Heffernan, 2015).

	Internal and external review of policies, procedures, observations, compliance metrics. 

Debriefing sessions with inclusions champions.

External benchmarking to understand diverse needs.

Collect and analyse diversity related metrics - participation rates, retention data, promotion outcomes etc.
(Heffernan, 2015).



Table 2:  What could I do as a Learning and Development professional? 
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I have a preference for meaningful collaboration and for building inclusive relationships and struggle when others don’t have the same sense of willing to do the same.  My ability to be accepting of diverse viewpoints and strive to create an environment where everyone feels valued and understood has caused friction with colleagues in the past, much to my upset and frustration.
My most satisfying role was as the Learning & Development Lead for Wales – my own role working with autonomy within a senior leadership team. Where the teams goals have the same collaborative vision, I have been my most effective and happiest in my role as a result.
I understand the need for time alone. Roles in the past have been mostly outward facing and mentoring, advisory or coaching roles. I work best surrounded by people of the same values who can recognise potential in others, have a passion for learning from others and value diversity.

While I value autonomy and prefer to work independently, I am known to be an empath with active listening skills which allows me to appreciate diverse perspectives. I value having time to get to know others and their motivations and time to reflect on collaborative sessions. This helps me to engage in meaningful discussions with others and to establish mutual connections. I have a skill for building social capital.

I hate conflict so I am known as a peacekeeper but also known not to compromise on my own values to please others - my personal values are based on ethical and fairness. However, when it comes to fighting for myself, I will prioritise the needs of others. 

I have been described as down-to-earth and consider the views of others before offering my thoughts. I have been encouraged to offer opinions more openly in groups which have an extroverted dominance as I often prefer to seek the views of all others and take their views into consideration and bring a thought through opinion at the end. However, when I am particularly passionate or knowledgeable about the subject of something compromises my personal values, I will speak up without hesitation. 

I have passion for authenticity and a genuine interest in people. I generally seek roles which allow me to influence how people perceive a situation and to challenge narrow minded and limited opinions. I love to share knowledge and expertise to solve problems. 



(AC 3.1)

Modern day people practice requires more complex, creative and refined methods toward managing performance, which aim to more positively increase productivity in ways that seek out a mutual benefit to employee and employer. With a generally higher turnover in most companies, management development programmes are required to train people to a standard faster, employees require a more effective onboarding journey than ever before – requiring engagement and slick communication to fit with company expectations (Taylor and Woodhams, 2022).

CEOs reported their top focus areas for growth were in identifying and realising ‘top talent’ and fostering employee collaboration and relationships (Brower, 2023). “Central here is the development of a generation of leaders who are emotionally intelligent, politically savvy, flexible, good at communication of all kinds, and very well informed about wider developments in the business environment.” (Taylor and Woodhams, 2022, pg. 33).

Brower also reports that HR skill will constantly be required for working with advances in technology. Proficiency in online communications, collaboration and how peoples’ roles will change or cease to exist with emerging technologies will be key. The role of a people practitioner will continue to require that people’s skill will develop and to assist in performance management but will need to both embrace and leverage technology in-order-to do so (Brower, 2023).

Skills in ‘change management’ and ‘conflict management’ have become increasingly more important for the people practitioner. Taylor and Woodhams (2022) explains that HRM strategic planning in the past would more traditionally have a focus on 10 or 20 years ahead, however market volatility, an increase in market competition and advances in technology have meant that strategic planning must increasingly become more flexible and, now more commonly, plan only 3 or 4 years in advance, sometimes less. In some markets it means that organisations are less able to offer stable and long-term employment. As a result, contracts often require flexibility to be written into contractual agreements and roles may change significantly, increasing the need for employee upskilling and retraining. 
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Table 3 explores my personal SWOT analysis and identifies personal development areas to focus on. 

	Core Behaviour - Passion for learning


	Associate level
	STRENGTHS
	WEAKNESSES
	DEVELOPMENT AREAS

	The wider people profession
	Keep up-to-date with external trends and developments and consider how they will impact on your work
	Proactive mindset.

Supports strategic thinking and alignment with industry best practices.

	A risk of becoming too focused on trends and losing sight of current operational priorities.

	Enhance critical evaluation skills with regards to relevance and impact.


	New approaches
	Seek opportunities to test new ways of doing things to make improvements
	Promotes innovation and continuous improvement.

Flexible attitude to change – supportive of others.

	Sometimes worry about trying new approaches without sufficient testing.

Don’t like change for the sake of change.
	Discover structured methods for testing and evaluating new ideas (e.g., pilots, feedback loops).


	CPD
	Demonstrate a proactive approach to developing your professional knowledge, skills and experience
	Commitment to self-development – re. industry credibility and capability.


	Risk of focusing on areas of interest rather than needs.

Time constraints or lack of prioritisation may limit effectiveness.

	Set and maintain specific, measurable learning goals aligned with career objectives – CPD log.


	Learning from feedback
	Regularly ask for and act on feedback to learn and develop
	Builds trust and fosters strong working relationships – gaining honest feedback.

	Rely too heavily on external validation.

Can become discouraged by critical feedback.

	Develop skills in interpreting feedback in a more balanced way.


	Self- awareness
	Demonstrate awareness of your own strengths and development areas, and the limits of your expertise
	Seek collaboration and help when needed.

	Find self-assessment a challenge.

	Practice development plans based on honest self-assessment - Practice setting boundaries.


	Core behaviour - Commercial drive


	Associate level
	STRENGTHS
	WEAKNESSES
	DEVELOPMENT AREAS

	Commercial focus
	Identify and focus your attention on people issues that impact on business performance
	Supports HR strategic plan, promoting L&D opportunities – working closely with HRBP.
	Distance between regional representatives.
	Develop storytelling skills to articulate business data.

Obtain broader business knowledge to understand commercial drivers.


	Customer focus
	Engage with customers to understand their needs and improve their experiences
	Builds trust and credibility with internal/external stakeholders - encourages collaboration.

Uses data regularly to improve customer satisfaction.
	Risk of bending too much to meet individual needs.


	Work on setting boundaries and expectation-setting skills.

	Financial acumen
	Carefully consider the financial and operational implications of your choices
	Justifies investments clearly.

	Not always able to access up-to-date financial reports.

	Practice – interpretation of budgets, forecasts, and business cases.


	Delivery focus
	Take responsibility to provide pragmatic and timely advice and deliver solutions that meet business needs
	Demonstrates reliability & accountability.

Builds trust with practical support.

Focus on realistic outcomes.

	Risk of prioritising quality when more speed is required.

	Improve prioritisation skills.

Balance being pragmatic with being strategic.


	Personal resilience
	Maintain motivation and resilience through self- care and personal responsibility
	Works well under pressure.

Encourages role modelling of healthy behaviours boundary setting for others.

	Not enough role-modelling for healthy boundary setting.

Risk of burnout. 

	Regularly reflect on and adjust workload – consider wellbeing.

Develop time management & stress-reduction practices.

Continue to see support rather than self-reliance without seeking support.


Table 3: Personal SWOT analysis. 
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Time management and boundary setting is a common theme for areas of development and is applicable to all areas assessed. Working on this should assist to prevent burnout. Delegating and streamlining administrative tasks should help to be more efficient – investigate AI tools to assist with this.

Table 4 explores areas for personal development and actions identified to achieve desired outcomes. 
	Topic of focus.
	Learning and development needs
	What do I need to do?
	What resources do I need?
	Who can help me?
	What is my timescale?

	Understanding ‘Change Management’
	Gain a solid understanding of change management theories and practices in the context of HR.
· How to support employees through change
· Communication strategies
· Resistance to change
· HR’s role in organisational transitions.
	Study key models (e.g. Kotter’s 8-Step Model, Lewin’s Change Model).

Learn how HR supports strategic change initiatives.

Explore real-life case studies on organisational change.

Practice developing a simple change management plan.
	CIPD resources and articles

Online courses (LinkedIn Learning, CIPD Learning Hub)

Books - "Leading Change" by John Kotter

Webinars / industry conferences

Internal documents or case studies.
	Line manager & HR mentor

L&D team

Experienced colleagues who’ve been involved in change projects

External trainers / course facilitators
	Foundation: 2-3 weeks

In-depth knowledge and application: 1-2 months

Ongoing learning as changes occur in the organisation

	Understanding ‘TUPE’
	· Understand the legal framework
· HR’s responsibilities
· Best practices related to TUPE transfers
· Employee rights
· Consultation processes 
· Due diligence.
	Learn the key legal principles of TUPE.

Understand the roles of HR before, during, and after a transfer.

Explore case law examples and implications.

Study guidance from UK Gov, ACAS, or CIPD.
	ACAS and Gov.uk TUPE guidance

CIPD’s TUPE factsheets and toolkits

HR legal update webinars or CPD sessions

Legal and compliance documents from your workplace
	HR legal advisor or employment lawyer

HRBP (Business Partner) or ER (Employee Relations) specialist

External trainers or legal compliance experts

Peers who’ve managed TUPE transfers
	Basic understanding: 1-2 weeks

Practical application and confident handling: 1 month or more depending on opportunities to apply learning


	
Building a Learning Culture Across the Organisation
	· Understand how to embed a continuous learning mindset throughout the organisation. 
· Explore strategies to influence leadership
· Measure learning impact
· Drive engagement.
	Research best practices for learning culture.

Conduct internal diagnostics or learning audits.

Benchmark against high-performing learning organisations.

Create a strategy to influence senior stakeholders.
	CIPD and Towards Maturity reports

Harvard Business Review articles on learning culture

Learning culture self-assessment tools

Podcasts (e.g. L&D Disruptors, Mindtools, L&D Podcast)
	CEO or executive sponsor

Senior leaders

External consultants

L&D team
	Research & strategy development: 1-2 months

Implementation planning: 1 month

Ongoing cultural shift: 6–12+ months

	Digital Transformation of L&D
	· Learn how to lead the digitalisation of learning
· Include implementing new platforms
· Promoting self-directed learning
· Blending tech with human interaction.
	Explore emerging digital learning tools and trends.

Understand learner preferences and data analytics.

Audit existing tech and assess needs.

Create a digital L&D journey.
	Vendor demos and white papers

Industry reports (e.g. CIPD Tech research)

Networks or case studies

Learning platform testing.
	IT and digital transformation teams

Learning platform providers

Digital L&D specialists

External consultants
	Discovery phase: 1 month

Business case and selection: 1–2 months

3–6 months depending on scale

	Leadership Development Strategy
	· Develop a strategy to identify, develop, and retain current and future leaders. 
· Understand modern leadership competencies and how to align development with business goals.
	Conduct a leadership capability gap analysis.

Identify future leadership needs.

Design a development pathway (e.g. mentoring, coaching, blended learning).

Align with succession planning and talent strategy.
	360 tools and leadership assessments

Internal performance data and feedback

Coaching and mentoring frameworks

Leadership models (e.g. Situational, Authentic Leadership)
	Senior leadership and HRBP team

External executive coaches

Talent acquisition and succession leads

Experienced mentors in the business
	Needs analysis: 4–6 weeks

Program design and alignment: 1–2 months

Launch and iterate: 3–6 months or longer depending on scope

	Strengths and weaknesses task
	Develop the ability to set healthy boundaries at work to avoid burnout, maintain focus, and improve work-life balance. 

Learn communication techniques for assertiveness.

	Reflect on current boundary-setting habits.

Learn assertive communication techniques.

Practice saying “no” and prioritising effectively.

Observe and model healthy boundaries.

	Books like 'Boundaries' by Dr. Henry Cloud & Dr. John Townsend.

Online courses on assertiveness and communication.

Webinars or coaching on work-life balance.

TED Talks or podcasts on mental well-being and boundaries.

	Manager or mentor for feedback and support.

HR or wellbeing champions.

Coaches or counsellors.

Seek advice from peers with good boundary-setting practices.

	Reflection and learning: 2–3 weeks 

Long-term habit development: Ongoing.

	Time management skills.
	Improve prioritising, planning, and productivity.

Learn how to manage workload effectively, reduce procrastination, and use time wisely.

	Audit current time use and identify time-wasting activity.

Learn time management methods (e.g., Eisenhower Matrix, Pomodoro Technique).

Use planning tools like digital calendars or to-do lists.

Set SMART goals and review progress regularly.

	Time management books - 'Eat That Frog!' by Brian Tracy.

Apps/tools (e.g., To-do list, Trello, Motion)

Time tracking tools.

Online training or productivity webinars.

	Line manager for support with workload prioritisation.

Mentors or productivity coaches.

Colleagues with strong time management habits.

L&D team (delegation) or online course providers.

	Develop new habits: 1 month.

Ongoing improvement and review: Continuous.


	Reflective task:

CIPD qualification
	I enrolled on the CIPD level 5 course to gain a deeper knowledge of how L&D fits within the wider HR function, how it contributes to business goals, and how to collaborate effectively with other HR specialisms. The qualification will support me in the application process for higher paid roles and support career progression. 
I have learnt a lot so far and feel that this has been hugely beneficial to my CPD.


	Time management tools
	Last year I invested in a few AI tools to improve efficiency and productivity through structured task management. Finding the right tool without spending a vast amount of money and learning how to use each tool has been a challenge. Some processes have helped however so I have incorporated some techniques into family routine. Further time and investment into alternative tools are in my continuing task list.


	First Aid training and refreshers.
	I have kept my first aid training qualification current and refreshed to stay compliant, confident, and be prepared in emergency situations. This has complimented other self-employed income and allowed me to continue my studies by freeing up lecture time. This is on ongoing action however I have recently developed the paediatrics course to add to my more regular repertoire.



	Table 4: Personal Development plan. 
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Reflective practice is a methodical way of thinking critically about an experience with a view to improve learning and professional development. 
The CIPD Code of Conduct and Ethics requires practitioners to apply reflective practice.
“4.i. Develop your professional knowledge, skills and competence through curiosity, seeking feedback, reflection, continuing professional development, mentorship and exposure to growth opportunities. Identify and address any gaps; demonstrate your adherence to the CIPD’s continuing professional development policy (CIPD, 2023,  p. 9).
Please refer to ‘Table 4: Personal Development plan’ for plans already undertaken and the impact that it has had on my development. 
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