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The definitions for ‘professional’ can be simplified as relating to work that needs special training or education (Collins, 2025).  An individual will use their knowledge and skills in practice to perform tasks and duties in a particular field of work.  
Becoming a ‘people professional’ is much more than a dictionary definition.  Essentially, they act to integrate ethics into an organisation and their practice will take many forms when challenged by organisational pressures.  To act as a role model, or be a moral lead, for ethical standards and practice will support organisations to foster an inclusive environment within the workplace.  Young (2024) supports this compromising position and how people professionals should remain clear about their role and scope in employment related matters.   
CIPD (2024) created and developed a framework to guide people professionals in their roles. Known as the Profession Map, it is divided into three key areas: knowledge, behaviours, and specialist knowledge, which are vital to performing the profession successfully. 
As a Local Government Officer for Monmouthshire County Council (MCC), exhibiting commitment to public service is of paramount importance.  The People Strategy, MCC (2024) recognises the importance of their people and practices need to align with the strategy to maximise all potential.   
Based on the CIPD (2024) Profession Map, people practices should be led by principles, driven by outcomes, and based on evidence.  Underpinning the core behaviours listed within the CIPD Profession Map against the business context and values will help to guide appropriate actions.   There are 8 core behaviours relevant across the profession.  For example, valuing people is a behaviour to embed in all practices.  Applying the skill of active listening helps to demonstrate empathy, thus, leading to a positive a culture of respect and appreciation.  The people professional should always be fair and consistent whilst encouraging people to grow and flourish in area of practice in order to fulfil the needs of the business.   
	(AC1.2)



People professionals lead the way in creating an ethical culture and, Young (2024), expresses how building trust, by role-modelling ethical behaviour and applying principles and values, is critical to supporting consistent decision-making.
MCC (2024) reports as a ‘values-led’ organisation where they encourage their people to be accountable, innovate and courageous. This is further underpinned by its core values noted as:  Teamwork, openness, fairness, flexibility and kindness. I always strive to apply these values to my own work.  
Perry (2023) lists a range of essential ethical values, including honesty, which I would highlight as one of my personal values, both professionally and in my personal life.  I feel the ability to transfer this value adds validity and authenticity to my ethical practice.  Applying this value allows me to pose appropriate challenge to any critical-thinking concepts before any active decision or behaviour becomes evident, thus, possibly reducing any impact on employees’ wellbeing.  This widely contributes to effective communication, including building trusted working relationships.  There is also consideration for when things don’t go well and being honest in that part of the process is equally as important.  To create a culture allowing for effective self-reflection will encourage ongoing learning and development.  
Respect is also a key, ethical principle that underpins and guides my professional behaviour.   Respect can be both gained and demonstrated within my practice.  There are several skills I can call upon such as actively listen to my peers, leaders or other colleagues, which demonstrates my understanding of the employee voice throughout an effective equality, diversity and inclusion (EDI) strategy, as captured by Ali (2024).  This contributes to building an inclusive culture where differences are respected and appreciated. When diverse viewpoints are communicated effectively, they can be considered a real strength of an organisation so those who may hold different opinions can still feel valued and heard. 
Different ethical frameworks can be adopted to form judgements surrounding what is right or wrong in the workplace. Taylor and Woodhams (2022a), state deontology as a sense of duty with an emphasis on behaviour not consequences.  This approach focusses my adherence to my own values and those of MCC.  
	(AC1.3)



Taylor and Woodhams (2022b) define ‘influence’ as having an effect or make an impact on another, which can be positive or negative.  Positively influencing others would include focusing on inclusive and ethical methods.  To complement this, CIPD’s Profession Map (CIPD 2024), outlines professional courage and influence as a core behaviour within which sets the expectations of the people professional.  Within my current role as HR Business Partner, I advise and support the appointment of new school Headteachers.  This is a very collaborative and detailed recruitment process, as supported by the Education Achievement Service’s (EAS, 2023) guide. The 12-step approach supports school governing bodies to follow a fair and transparent recruitment process, with a people professional providing a confident and contributing voice throughout.  This can be demonstrated as well-informed, clear and confidently engaging in a variety of different ways:
Informative 
The recruitment process should be legally compliant. During discussions I remind governors of relevant legislation and guidance, particularly the Staffing of Maintained Schools Regulations (Legislation.gov.uk, 2025).  Such information includes the appropriate salary scales for headteachers and the requirement for a national advert to be placed, setting out clear expectations for essential criteria to be met.  
Clear, confident communication 
As Governors’ skillsets can be wide ranging, sharing such knowledge, using appropriate communication methods is imperative for their decision-making processes to be relevant and compliant.  Governors will often present their own views and expectations for what they hope to achieve, sometimes using unrealistic targets. However, I am confident I can influence governors to make safe and appropriate decisions.  This will include clear references to appropriate legislative evidence during timely meetings so the delivery of key messages, at the relevant step of the recruitment process, can be achieved.    
Consequences can be avoided if the people professional is confident to provide informative and structured guidance during discussions and sometimes demonstrate assertiveness to ensure compliance.  Due to the step-by-step process there is opportunity for the people professional to build trust within that working relationship.  If Governors are not guided effectively, it can result in many failings such as inadequate shortlisting leading to a poor selection pool or possible unfair or discriminatory practices leading to legal challenges, where there has been a lack of diversity and fair access to opportunities considerations (Taylor and Woodhams, 2022b). 
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Unethical refers to something as morally wrong, whilst something illegal means it is against the law.  It can take tremendous courage to address unethical and illegal matters but in doing so it will help prevent further harm to either an individual, or the workplace culture.
Taylor and Woodhams (2022b, p.153), present this diagram highlighting four forces which can lead to unethical or illegal practice.
Figure 1:








An example of unethical conduct is a form of perceived nepotism, particularly in the context of recruitment and career progression.  This undoubtedly impacts on trust and culture in an organisation; with feelings of unfair treatment and resentment, leading to low morale.  As a people professional I need to consider the forms of evidence available, through informal comments and possibly formal grievances matters.  With the input of service area leaders, consideration will be given to the appropriate steps to be taken. Understanding the evidence presented is key to determine potential training needs of the recruiting managers, policy amendment for better compliance or, possibly, disciplinary action for failing to adhere to policies.  
An example of illegal practice would be an allegation of sexual harassment. This can be a one-off incident or an ongoing pattern of behaviour (ACAS, 2024).  In a recent case, involving multiple colleagues including senior leaders, I became integral to supporting the procedural steps that unfolded.  Initially, the reporting structures had presented a barrier, so a steady and careful approach was considered as a form of risk and control management.  In line with Global Ethics Day, CIPD (2023) outline the importance for employees to feel safe in their workplace and how organisations benefit from a culture that encourages employees to raise concerns of any level, via effective grievance or resolution processes or whistleblowing disclosures.  Being part of such a process required a high level of empathy, sensitive and confidential discussions with appropriate colleagues.  Safeguarding reporting lines were followed and multi-agency meetings convened.  Collectively, as a group of professionals, effective methods of support were outlined for the alleged victims to encourage colleagues to speak up in a safe place.  When employees are faced with such difficult circumstances, I deploy my empathy skills to recognise the need for relevant welfare support.  
Beyond any casework, there should be a reflection process for any organisation to be followed, and as the people professional, collectively with leaders, we should work towards eradicating workplace inefficiencies through effective policy development and relevant training programmes with clear communication.  This approach shows consideration for my own values and professionalism whilst abiding with CIPD Code of Conduct and its core values.      
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CIPD (2019) defines ‘inclusion’ as drawing upon individual experience and allowing everyone at work to contribute and feel a part of an organisation.  
According to Suff, (2024) and employee wellbeing, creating a work environment to actively seek contentment is a factor strongly favouring both employees and employers.  Many factors influence wellbeing at work and the impact it can have on employee productivity and engagement.  This is further explored through seven domains that contribute to this: Health; Good Work; Values/Principles; Collective/Social; Personal Growth; Good Lifestyle Choices; and Financial Wellbeing.   
Expanding on the good work concept, and in line with the CIPD’s (2024b) report, an organisation should ensure these seven dimensions of job quality are accessible to all.  For example, all employees should instil positive values that underpin the sense of a positive and inclusive culture leading to better employee engagement and productivity, within an environment they feel safe. 
Within CIPD’s (2021) review, the social identity and social exchange theories are explored.  The first suggests two levels of identity: personal and social.  They relate to preferences and values along with groups and categories they are associated with. People are more inclined to achieve goals that align with their identity.  The latter refers to a reciprocal exchange approach. Therefore, when employees feel valued and fairly treated, they are more likely to respond with similar kindness, loyalty and higher performing outputs 
A further theory is the SCARF model by David Rock and looks at emotive need and influences on human behaviours.  NeuroLeadership Institute (2022) captures Rock’s definition of the five key elements: status, certainty, autonomy, relatedness and fairness.   Taylor and Woodhams (2022a) further highlight the benefits of ethical people practices and selects this model as an example of embedding effective communications and interactions at work.  This recognises the need for a sense of safety and reduce danger whilst encouraging positive social interactions and how this approach can enhance employee relationships.  
Recognsiing all theories helps leaders and people professionals to understand, respect, and communicate effectively with people from different backgrounds, perspectives, and values will help to promote a culture of inclusion and belonging.   With enhanced employee engagement, an organisation will build trusted working relationships thus, retaining its workforce and attracting high quality talent.  
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Equality Act 2010 provides legal protection for nine characteristics (age, disability, gender reassignment, marriage and civil partnership, pregnancy and maternity, race, religion or belief, sex and sexual orientation). For equality, diversity and inclusion (EDI) to be effective in the workplace it should go beyond that legal compliance to consider all identities, personal characteristics and experiences (Ali, 2024)  
CIPD (2024a) state true inclusion is achieved when embedding inclusive practices and values into the way things are done.  People professionals should guide leaders to ensure all employees are equally respected to encourage engagement that will enhance and foster an inclusive culture across an organisation.
To design MCC’s People Strategy (2024) it was crucial to consult with stakeholders and gather relevant research and organisational data.  Consideration for diverse needs using inclusive language and accessibility is a must when deploying a range of activities, such as colleague surveys and focus groups.  This provides an opportunity to listen to the views of important stakeholders and present areas of best practice for sharing organisation wide.  
It also identifies flexibility as a strength and the application of flexible working policies helps to accommodate unique and wide-ranging needs across the organisation.  This supports work-life balance of employees with flexible hours or agile working arrangements to support employees with carer duties or those with illnesses. Other examples include job sharing options to increase accessibility to roles and increase retention.  
All people practices should undergo a cycle of review to measure for effectiveness. This can be achieved in a variety of ways, for example, anonymised surveys, suggestion boxes or focus groups to identify any impact and if there is a sense of fostered inclusion.  Organisation data supports the use of the policy by monitoring applications and identifying patterns by demographics. This can highlight need for equal empowerment across the organisation and presents the opportunity for review and evaluation to make identified improvements i.e. manager training. 
These steps are captured as five actions to foster inclusion by CIPD (2024a) and demonstrates the need for listening, adapting and reviewing to improve, for example, removing barriers presented by unconscious bias (British Council, 2023).   
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Demonstrating behaviours that foster inclusiveness through strong and effective working relationships is essential for a respectful, positive and supportive culture that leads to an organisation’s effective service delivery. I have outlined this using both personal reflection and colleague feedback.  
I recognise working with such a wide range of stakeholders, people will process information differently and my communication approach will reflect this. For example, I will generally be more concise in my delivery with Governors to set appropriate expectations for their role in statutory committees.  As volunteers, they’re not always aware of procedural guidance and regulations impacting on employment related cases.  A more structured approach is prepared offering an open forum for discussion and questioning to aide their learning and understanding.  I also apply a degree of flexibility and may need to consider timings of such meetings and delivery method i.e. daytime or evenings and in person or via an online forum.  Yet, when communicating with Headteachers or MCC Officers, I take a less formal, but still guided, approach depending on experience.  It is important to understand the needs of those stakeholders I’m supporting to ensure their needs are met but also considering the safeguarding of the sensitive processes in hand.  There are multiple factors to be considered to preserve confidentiality and ensure the process is not flawed in anyway. For example, a lack of understanding could result in confidential information being shared amongst unauthorised people and thus, tainting the process.    
Will McLean, Strategic Director for Learning, Skills and Economy (MCC) provided feedback for a long-standing process within a cross-functional setting (appendix 1).  He noted that I was able to engage with a variety of stakeholders despite conflicting issues.  The length of time was impacted by several developments and Will confirmed my communication style provided clarity and understanding throughout.  I was pleased to hear my supportive and considerate approach showed respect for all involved, despite the difficult nature of the process concerned.  
Will adds reference my wellbeing and a more assertive approach to be taken.  This is something I recognise and provides an area to focus on. Whilst I strive to include others in all aspects of my work, there are times accountability ensures all actions taken are appropriate and stakeholders fulfil their roles correctly. This can impact wellbeing and limit personal growth opportunities. 
	(AC3.1)



The people practitioner is evolving rapidly due to the pace of change with legislative shifts, advances in technology and subsequent colleague expectations (CIPD, 2024c). I have captured some of the areas of transformation and how this is impacts my own CPD:
	Areas evolving 
	Considerations for my CPD (see appendix 2)

	The more strategic partnering approach has seen the model is moving further and further away from the administrative, transactional approaches and is much more defined by the contributions to developing organisation goals, strategies and culture (Cassidy, 2024a). 
	Following a programme of accredited learning through CIPD provides access areas within Profession Map (CIPD, 2024) enhancing my knowledge and define behaviours to enable me to be an effective practitioner. The framework is developed with the latest research to remain relevant.     
Staying current requires ongoing self-review and ongoing training, networking and mentorship for growth. 

	People professionals should be role models of ethical practice supporting leadership.  They will guide and support organisations to demonstrate fair and equal practice to comply with regulations. For example, there is a growing focus on employee wellbeing to effectively support mental health, provide work-life balance, and create inclusive workplaces (Suff, 2024).
	To meet these demands, an organisation must understand the impacts of physical and emotional health. Engaging in wellbeing training sessions provides will help to underpin my knowledge and understanding for essential competencies.

	Technology and digital automation, particularly AI, is already enhancing the impacting on the HR function. People professionals must be able to analytically review data to ensure decision-making is positively impacted by evidence-based practice (CIPD, nd).
	Keeping abreast of digital HR and communication tools and data analytics, and emerging workplace practices is becoming vital.  Proficiency in new software will be obtained through training and working across teams in the organisation to ensure cross-functional approaches support emerging initiatives. 
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Whilst reflecting on two core behaviours within the Profession Map: Ethical Practice and Situational Decision-making, I’ve used feedback from, Will McLean (Appendix 1) to compare and assess my strengths and improvement areas.  
Ethical practice - steers my behaviour, both personally and professionally.  Going beyond legislation, it’s the application of fairness whilst gaining trust and respect of others. This is integral when undertaking matters of employee conduct and discipline ensure I work within both legal and ethical parameters.  
In Will’s feedback, he references updates to processes including a new termination letter. This was devised to ensure the requirements of Welsh Government guidance were more precisely met.  The letter was unable to be prepared the same day as the hearing, so it was agreed the termination date would be applied the next working day. However, due to imminent half-term, school holidays, this did result in continued service/salary during that extended period.  Ethically, it was the appropriate action to take to allow appropriate notification to the employee.  
In my supportive approach, I can sometimes want to help too much and can get drawn into additional duties.  Will, notes this similarly, in line with my confidence and ability to be more assertive.   My CPD plan reflects this development by adding assertiveness training, available through the eLearning portal. 
Situational Decision-making – is an ongoing requirement but before achieving a final decision, there are several steps that should be mused.  These include, understanding the context of the situation, what are the possible actions/solutions, any associated risks, etc.  In Will's feedback, he outlines various challenges resulting in the identification of conflicts of interest addressed, and how they did not hinder the progress of the case.  Whilst I was not the main decision maker when new allegations were revealed, I was able to discuss and guide matters with the Chair of Governors, who then determined the appropriate next steps.   
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Appendix 2 captures a range of CPD activities to enhance my learning experience.  I have identified improvement areas and how I plan to achieve this.  I have considered the resources I need and target dates for review or completion.   
An overarching activity is the completion of the CIPD Level 5 qualification which covers a wide range of HR topics; I’m particularly interested in the employment law module to better understand legal frameworks and regulations affecting HR practices.  I am growing in confidence with completion of each assignment and continue to review process for effectiveness.  Relating to the CIPD Profession Map is particularly insightful. 
School governance plays a significant role in our people practices.  As a people professional, working collaboratively with all stakeholders is crucial for achieving compliance with legal and ethical standards. My own proactive approach in volunteering and representing my Governing Body demonstrates a strong commitment to continuous improvement and effective stakeholder engagement.
During the latter part of 2024 I supported a mentoring programme for two new members of staff, this has further developed into leading an established mentor role for a new apprentice programme we are commencing in May 2025.  
	(AC3.4)



Within my plan, appendix 2, I have further expanded on three activities to reflect and document the impact on my own performance.  The three focussed areas are: 
Mentor/Induction development (June 2024 – March 2025)
The introduction of new team members led to an exciting development process.  I was able to feedback to enhance the induction program which, later, allowed me to lead a mentor programme for a new apprentice.  
Wellbeing Gwent Connect (January 2025 – March 2025)
Undertaking a three-part training course provided a wider look at mental health and how to engage confidently with appropriate knowledge, skills and resources to have effective conversations with others about their mental wellbeing.  
Sexual harassment training (January 2025 – March 2025) 
Completion of a timely, eLearning module prepared me for a significant allegation of sexual harassment in the workplace.  Despite having some knowledge, it has not been an incident I have had to deal with professionally before.  
Whilst activities have been completed the review cycle should remain open to review effectiveness in application.  
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Appendix 2: CPD and development record 
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 Continuing Professional Development Plan 





	NAME:
	Emma Lawrence
	START:
	June 2024




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

	Jun 2024 – Aug  2025
	Contribute to development of induction/mentor programme for new team members 
(Knowledge area – People Practice / Business Acumen) 
	Support recruitment, induction activities and processes for schools related HR functions. 
Help to develop my own leadership skills, including communication, patience, and empathy.


	· Liaison with all schools 
· Library of policies 
· Calendar of activities for support meetings, observations and shadowing opportunities 
· Team support 
	· Colleague feedback 
· Reflect on processes 
· Stakeholder feedback 
	Dec 24













Mar 25









	12 Dec - Clare (HRBP) settled well, needed more support for systems and data related activities but applied herself well to school related visits and advice.  Plan could have incorporated more data access related activities. 
Lucy (HR Advisor) benefitted from her plan with a different approach. Whilst the whole team contributed to both plans Lucy benefitted to more of a 1:1 approach (aside from the supervisory approach).  

19 Mar - I agreed to act as Mentor to design and implement mentor programme for new apprentice.  My knowledge of apprenticeship programmes identified as a strength in this process. I attended the interview process and developed a rigorous plan to integrate them into the team. Initial introduction to organisational values and culture expectations to ensure their roles and responsibilities are understood at the earliest opportunity.   Enhanced the range of activities to be incorporated and increased levels of support available due to inexperience. Regular review periods to strengthen transition stages.  
This has helped develop my own active listen skills and to demonstrate behaviours that will drive expectations and work ethic within the team.    Adapting to change as the plan got underway was also resourceful 



	Sept 2024 – Nov 2025

	Complete a nationally recognised qualification in HR
(Knowledge areas – all) 

	Enrol at Coleg Sir Gar / UWTSD to undertake the CIPD Level 5 Associate Diploma in People Management
	· Attend timetabled sessions
· Tutor support
· Research materials - Textbooks / Internet / hand-outs etc. 

	· Completion of modules
· Tutor feedback – assignment submission
· Completion of full 
qualification

	Dec 24




Feb 25






Apr 25

	Assignment 1 - referral followed by low pass. Feedback outlined further reading and guidance for Harvard referencing. 

Assignment 2 – pass. Pleasing feedback following the previous. Improvements made and captured.  Wider reading supported improvement. Noted further feedback to guide next assignment. 

Assignment 3 - 



	Sept 2024 – Aug 2025
	Resolution at work policy – replace existing Grievance Policy 
(Knowledge area – People Practice / Culture and Behaviour) 
	Review existing policy to note omissions or updates required.  

Review guidance documentation to consider enhancing the support available. 

Research for updated approaches 

Attend seminars/sessions 

	· Access to policies and guidance
· Review the latest CIPD, ACAS approach resolution/grievance 
· Discuss with team members and gather feedback on existing process
· Set clear objectives based on the purpose of policy 
	· Colleague feedback 
· Legal feedback 
· JAG committee approval
· Launch of new policy 
	Dec 2024 
	Workload has impacted development of this activity. Agreed to prioritise urgent matters and delay commencement until May 2025 with implementation to follow upon appropriate review.  

	Nov 2024 – May 2025
	Recruitment & Selection process updates (Knowledge areas – Technology and People / Change) 
	Complete Talent link training and gain access to new recruitment platform 
	· Access to Thinqi learning platform 
· Follow recruitment guidance manual 
· Systems Team support 
· Attend Drop-ins. 
	· Achieve badge of completion 
· Colleague discussion and feedback 
· 
	Jan 24











Mar 25








May 25

	6 Jan - Talent link system launched. Training completed. 
Online training tutorial completed for knowledge purposes. 

16 Jan - Attended drop in sessions. Gathered feedback from managers regarding issues experienced and feedback to Systems team for wider input.  Colleague meetings also held to share and review feedback 

19 Mar - Feedback from headteachers. To share efficiencies in time saved at later stages of the process.  Acknowledge lessons to be learnt in how it was implemented it. 
25 Mar - People leaders’ session – updates shared with managers and Headteachers in attendance. 



	Nov 24 – Aug 25

	Enhance School Governor (and headteacher) knowledge and engagement with HR processes
(Knowledge areas – People Practice / Culture and Behaviour / Business Acumen / Evidence-Based practice / Change)
	Liaise with members of school Governing Bodies, ascertain feedback based on their needs and experiences when fulfilling their delegated committee led processes 
	· Links with EAS Governor Support / Chair of Governors
· Access to MCC/school policies and procedures
	· Schools’ ability to fulfil their statutory functions related to HR matters.
· Feedback from Governors 
· Feedback from statutory agencies 
	Jan 25



Mar 25





May 25 
	Review link with Governor Support service. Training development programme 

Volunteered to be member of Recruitment Appointment Panel). Able to relate to the position of a Governor and incorporate into HR support and training. 

Appointment panel to convene 

	Jan 2025 – Apr 2025
	Wellbeing – Gwent Connect 5
(Knowledge area – People Practice / Culture and Behaviour)  
	Access to Gwent Connect 

Attend up to 3 half day workshops. 


	· Complete pre course workbook which is provided before the workshop.
· Course materials
· Complete modules in agreed sequence.
	· Group discussion
· Course evaluation
· Confidence providing wellbeing support and engage in empowering conversations about mental health and wellbeing.
	Feb 25


Mar 25





















	11 Feb – Enrolled for course and completed pre course questionnaire 

4 Mar – Used Public Mental Health models that provide ways to 
understand mental wellbeing and how to promote and protect it. 
Learned how to have effective mental wellbeing conversation. 
Able to signpost to get help for mental health issues locally and 
beyond.

18 Mar – Understand five areas model in connected conversations to allow to transition from support to intervention
Recognise signs indicating when a person requires more than self-help, including those experiencing thoughts of suicide.

This was an effective training course to enhance my knowledge with practical tools to support identification and appropriate language. It can be adapted in most people practices but has been most effective during welfare meetings surrounding absenteeism from work. 


	Feb 2025 – Sep 2025
	Assertiveness 
(Knowledge area – People Practice / Culture and Behaviour) 
	Access online learning materials

Observe colleagues

	· Online webinars, articles, and self-help guides, focusing on techniques like "I" statements, practicing saying "no", and understanding the difference between passive, aggressive, and assertive behaviours.
	· Manager feedback 
· Colleague and Stakeholder feedback 
· 
	Apr 25
	

	Jan 25 – Mar 25
	Sexual harassment
(Knowledge areas – People practice / Culture and Behaviour) 
	Complete eLearning module 
Read online materials 
Review Dignity at Work Policy  
	· Access to Thinqi learning platform 
· Access to online reading materials 
· Review the latest CIPD, ACAS approach  
	· Colleague feedback 
· Reflect on processes 
· Stakeholder feedback
· Evidence documentation
	Feb 25












Mar 25







	Completed eLearning module to raise awareness.  From this I developed a better understanding of the term sexual harassment and what the law says. There was identification of behaviours that constitute sexual harassment.  Better awareness of the appropriate action to take if witness to, or experience sexual harassment. 
Better understand of creating a culture where everyone feels safe and can contribute accordingly. 

Allegations received by staff members.  Having received the training, I felt better equipped to support this process. 
I was involved in the initial receipt of the allegations and the process followed to report to relevant authorities. 
Wider. Multi-agency meetings held and more confident in reporting back as well as providing support to victims. 

Keeping up to date with legislation, familiarising myself with policy and reaching out to other professionals for advice proved worthwhile in managing this case effectively and sensitively for all involved.  I also understood the damaging effects when employees do not feel safe in their workplace, and this will need to drive immediate change whilst carefully applying investigatory processes in line with alleged misconduct.   

	Feb 2025 – Dec 25 
	Build confidence and improve personal impact
(Knowledge areas – People practice / Culture and behaviour)  
	Access online learning materials

Observe colleagues



	·    Formal training
·    Watch webinars
·     Review online articles and self-help guides supporting how to overcome imposter syndrome
	· Apply learning to situations requiring presentation of information with wider audience. Review feelings.
· Encourage and respond to challenging queries. Review feelings 
· Stakeholder feedback  
	Apr 25
	

	Feb 25
	Professional body referrals (Education Workforce Council /Disclosure Barring Service)
(Knowledge area – People Practice / Evidence-based practice / Business Acumen) 
	Make professional body referrals for malpractice to uphold ethical and legal standards
	· Observe / shadow colleagues
· Review EWC guidance documents 
· Review DBS guidance
	· Complete timely submission documentation 
· Provide follow up detail 
	Mar 25
	17 Mar - Clear understanding of the key principles. 
Confidentiality: Ensure that the referral process protects sensitive information and respects the rights of all parties involved. 
Evidence-Based Approach: Gather clear and factual evidence to support the referral, ensuring the process is fair and objective.
Follow-Up: Monitor the outcome of the referral to ensure appropriate action is taken.
Making professional body referrals is a critical step in fostering a culture of integrity and accountability, benefiting both the profession and society as a whole

	Mar 2025 – Oct 2025
	Contribute and present detail to high level hierarchy following case review. 
(Knowledge area – People Practice / Evidence-based practice / Business Acumen)
	Develop targeted feedback to high level audiences and obtain feedback for development of people practices 


	· Attend and present to Directorate Management Team
· Observe SLT meetings
	· Plan briefings for each DMT
· Review input at SLT meetings 
· Colleague/manager feedback  
	May 25 
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Strategic Director, HR Business Partner
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‘Employsa Related Procass - Provids a brisf outline of the support providad by the HRBP:
(includ 3pproximate date range, senvces and siakenoidars ivolved)

School Employee Dismissal Case:
Commenced: Apri 2024
Goncluded: March 2025

Following the receipt of multpe allegations fo a school member of staff, discipinary procedures
were evoked, in compliance with MCG/Schoofs Disciplinary Polcy. As HRBP for the school,
Emma was responsible fr keeping me up 1o date with the key developments o the case. This
took many forms such as the employee remaining in post with adjusted dutes, later suspended
upon idenificaton of furiher allegations, key invesiigatory developments and the subsequent
outcomes following the discipinary and appeal hearings taking piace. Whist the finer detals were:
ot discussed, | was made aware of he progression of case fo understand the full impact on the.
School, s staff and the wider community.

Process involved a vide range of collsagues and stakeholders: Heaoteacher, Chair of Governors,
Staff Disciplinary and Dismisss] Gommitee members, Investigating Officer, Employee, Trade
Union Representative, Witnesses (MCG and school staf.

What strengih wers demonstrated by he HR Business Partner throughout the process
Flaase aant

“This situation became very lengthy and complex due to the increasing number of allegations and
the identication of conficts of nferest. However, Emma was able o recognise that due fo he.
multiple stakeholders involved, it was crucial tha the process remained fair ransparent and
credible and consistent with GG:s organisational values. With the competing inferests of
individuals, the school and MCC, ihe requirement to follow recognised standards of practce was
necessiy to ensure the most efsclive guidance was applied to support and influence decision-
making andlor actions appropriately. Emma's professional and informative approach helped to
instltrustn 2 dificut process whist afemping to manage and miigate a range of conficts of
interest.

Establshing positive working relationships was important n this case. Emma's efforts in clearly
defining the foles and responsiviilies of the stakeholders involved was infegral fo he progression
ofthe case. Applying her knowledge to make quick and effective decisions alowed he process o
progress witin accepted fimescales. Whilst a challenge, the process was proacively managed
by Emma, with an attempt o achieve an inclusive communication syle hat encouraged a votce fo
be heard amongst al stakeholders. Emma was able to manace expectalions of al siakeholders
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Using effective and fimely communication methods. Confidentialiy requirements were adhered to
as | was provided with timely updates to ensure the case was not compromised or predetermined
in anyway. | was also made aware of updates to processes effectively such as the introduction of
anew letter and timelines involved conflicted by school holiday periods

Emma was also able to seek appropriate advice when challenges were presented, this is included
the MGC's legal representative, the employee’s Trade Union representative and Governance
Officers. This provided reassurance to all parties and references to legislation and quidance was
always readily available from Emma.

Finally, Emma displayed patience and a calm and supportive nature to show consideration for the
needs of all parties involved, particularly an understanding for the Governors who undertake their
vital role as a volunteer.

Were there any weaknesses identified?

(Ploasa identity at lsast one woakness/development area)

s mentioned above, Emma, can handle conflct and challenging situations well but a more
confident and assertive approach would support her own wellbeing in such matters. Sometimes
Emma may hesitate to share her views or should say "o’ to overextending requests.

Emma's helpful nature can lead to additional duties that can overburden, where some professional
pushback would better support her as well as to enhance the accountabilty of others within
relevant processes.

What could be improved or developed to positively impact the process and/or service area:

The introduction of a formal review of such processes would positively impact the process and.
alsq my service area, MCC Schools. Management of casework is handled directly by the HR
team but o widen that collaborative piece would enhance the processes whilst making any
required adjustments for improvement_Does not require a protracted approach butto bring
together feedback could help to alleviate future cor
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