1.1 People professionals bridge the gap between organisations and their employees, while providing support and advice to both. Good people professionals possess specialist knowledge, empathy, ethical judgement, strategic and critical thinking and are role-models for good behaviour. The Profession Map benchmarks the specific skills and competencies needed for all career stages within HR and L&D and serves as a guide for development and progression for people professionals (CIPD, 2021). 
People professionals add value to the organisation through putting “the best people on the field” and getting them to play together (Welch, 2018), or in other words, selecting and developing employees in line with organisational strategy. As noted by Marchington et al. (2020), organisations increasingly rely on human capability and innovation for competitive advantage. 
The profession not only plays a strategic role in recruitment. Torrington et al. (2020) identify six key HR objectives: staffing, performance, change, administration, reputation and wellbeing—all of which are central to people practice. People professionals also support compliance, reduce risk, and enhance employer branding. Building leadership capability, enhancing employee engagement and influencing organisational culture are additional values added by people professionals (Ulrich, 2016; Guest, 2017).
1.2 Self-direction is a personal value of mine that I began nurturing long before starting my career in HR, whilst solo travelling after university. Through this experience, I was able to gain confidence by embracing independence and self-reliance while navigating diverse cultures, unfamiliar landscapes, and figuring it out for myself. According to Schwartz’s Theory of Basic Human Values (1992), self-direction is one of the ten universal values, closely associated with independent thought, creativity, and exploration—qualities that align strongly with how I approach both life and work.
This is evident in my current role, particularly in a solo project that I embarked upon one month into my position as an HR Administrator. I was delegated the task of updating the training matrices; however, I found that there were a lot of errors and inconsistencies within the existing spreadsheets, including previous data entry mistakes and broken conditional formatting. With my manager’s permission, I decided to create brand new training matrices, uploading the training details from scratch based on the physical employee training folders.
Rather than simply replicating the existing structure, I wanted to improve on it. Drawing on my self-direction, I took the initiative to research Excel functions independently until I found tools that would make the matrices more accessible, efficient, and valuable to the organisation. This aligns with Bartram’s model, which highlights "leading and deciding" and "analysing and interpreting" as key workplace behaviours, both of which are activated when demonstrating autonomy and proactive problem-solving (Bartram, 2005)
This all paid off, as I received praise for the improved usability and accuracy of the matrix. I was able to demonstrate how my ability to self-direct and take initiative, without waiting for instruction, could lead to meaningful and high-quality outcomes. 
The reason I wanted to take on this project, was due to my personal belief in the ethical value of integrity (CIPD, 2021). It is the employers duty to minimise health and safety risks, and provide opportunities for development for employees through training, and keeping an organised and accurate record of this training, especially when related to health and safety, is crucial to adherence with legal compliance and best practice. I wanted to rebuild the training matrices as I believed it was the morally right thing to do, as it would ensure that the training record was an honest reflection of the guidance we had provided employees, and the result would highlight the way forward in regard to improvement in this area.

1.3 People practitioners play a vital role in organisations, bridging the gap between leadership and the workforce; therefore, it is essential that they are able to influence others with their communication style to enable a positive work culture, compliance with the law and alignment with organisational strategies.
People professionals are often relied upon for advice concerning a wide range of situations and have a duty to role-model good behaviour, which requires empathy, professional and ethical communication always, to build a good reputation, sense of trust and psychological safety. Without this, other individuals within the organisation may feel that they cannot approach HR with sensitive issues, leading to unethical and illegal matters going unreported (Oglebsy et al., 2025). It is important to demonstrate expertise in discussions related to policy and legislation. People professionals must be able to guide colleagues through complex legal situations and must remain informed and up-to-date with legislation. 
In addition to supporting employees, people professionals must be able to influence senior leaders and encourage them to also communicate and behave in an ethical way that values employees and reflects a positive work culture, to avoid leadership turnover and reputational damage in the long run. Many leaders have stepped down following scandals, such as the UK chairman of KPMG who was forced to resign due to a comment he made in relation to pay cuts, where he told staff to “stop moaning” (Gallacher, 2022). This incident highlights the importance of HR’s role in influencing senior leaders and advising them on the impact of messaging and communication, particularly directed at employees (CIPD, 2025).
Confidence and professional courage are key when in the position of challenging senior management in instances where it is the right thing to do. The same courage applies to influencing a group, as groups can be susceptible to favour unanimous standpoints over unpopular ones that may be more correct, to avoid conflict and protect harmony, a bias known as groupthink which can hinder quality decision-making (Levine, 2019; Mazzitelli and Belgacem, 2025). To effectively challenge groupthink, the best practice is to formulate an evidence-based argument, rather than one based on instinct and personal judgements. With the adequate data to support the viewpoint, the argument becomes more convincing and of higher quality (Barrends et al., 2014).

1.4 Unethical behaviour can take on many forms, depending on intent and perceived justification. Counterproductive Work Behaviour, identified by Robinson and Bennett (1995), encompasses intentional absenteeism, overt aggression and deliberate lack of productivity (Carpenter et al., 2020). In contrast, Unethical Pro-organisational Behaviour includes behaviours such as bending rules and hiding errors to benefit the organisation (Jha and Singh, 2021). It can be argued that ethical behaviour is not innate but rather learned; and that exposure to unethical behaviours can be a learning experience for all involved, highlighting behaviours to be avoided in future (Smith and Kouchaki, 2021). 
Reporting unethical matters informally first is best practice as oftentimes, it can be resolved more quickly when dealt with informally. All complaints should be taken seriously, but document as much as possible, and specifying any rules or policies broken will ensure that there is evidence to support the claim. If it cannot be resolved informally, escalating to a formal procedure such as a grievance is appropriate, so that an investigation can take place (Acas, 2023). 
Illegal behaviour, on the other hand, should never be dealt with informally. Escalating to a grievance procedure or reporting to an external governing body is the best course of action. Disclosing workplace behaviours in the public interest is known as whistle blowing, and includes behaviours such as criminal offences, breaches of legal obligations, and dangers to health and safety as “qualifying disclosures” (ACAS, 2024). Being a whistleblower can have negative backlash, including deterioration in existing workplace relationships, expensive legal fees to go to tribunal against your employer that has more resources, and victimisation, which is a form of discrimination where you suffer a detriment, or are treated less favourably for being raising or giving evidence in a complaint (Equality Act, 2010).
Unethical and illegal behaviour can prompt reflection on the underlying organisational culture, unveiling problematic values, leadership, or workplace norms. Highly individualistic, competitive and political work cultures may be more susceptible to unethical behaviour (Gifford et al., 2019). Additionally, unclear policies or weak security (CIPD, 2023; Cressey, 1953) and lack of psychological safety and employee voice (IPA, 2017) can provide an opportunity for dishonest and unethical behaviour to take place and go unreported. It is important to reflect on incidents of unethical behaviour and ask why it happened in the first place. 

2.1 Creating a workplace where individuals feel included, valued, and treated fairly is essential not only from a moral perspective but also for ensuring long-term organisational success. I believe that feeling included, valued and fairly treated is critical to long-term fulfilment and satisfaction a role, and without these factors, it’s no surprise when people start to look elsewhere. Nobody deserves to have to show up in an environment where they feel ostracised, unappreciated and treated poorly. 
Maslow’s Hierarchy of Needs identifies belonging and esteem as fundamental psychological needs. In a workplace context, this means that employees are unlikely to feel motivated to reach their full potential if they feel excluded or unfairly treated. Feeling included fosters psychological safety, enabling individuals to express concerns and ideas without fear of judgment, and is key to enabling employee voice (Edmonson, 1999). Social Identity Theory explains that people derive part of their self-worth from the groups they belong to. If employees perceive their identity to be devalued or marginalised in the workplace, it can lead to disengagement and reduced motivation (Tajfel and Turner, 1979). Conversely, when inclusion is embedded in workplace culture, it promotes a stronger sense of belonging and commitment. Equity theory suggests that perceptions of fairness in workload, recognition, and progression opportunities influence employee motivation. If individuals believe they are being treated unfairly in comparison to their peers, it can lead to dissatisfaction, lower productivity, or even turnover. Therefore, fair practices are essential not only for employee well-being but also for retention and engagement (Adams, 1965).

2.2 My organisation has a very multicultural workforce, with most employees being English Second Language (ESL). Many sources claim that a culturally diverse workforce offers benefits, and when leveraged correctly, it can be a key factor in achieving competitive advantage and success (Hogemark, 2018; Lima et al., 2025; Young, 2021; Rubin, 2011). Inevitably, however, there will be communication barriers that must be overcome to harness the full potential of the workforce. 
Many workers would have a baseline knowledge of English as part of the minimum requirements for their visa (GOV.UK, 2016), but this does not necessarily mean that there are no barriers to communication. Amongst ESL workers, there may be differences in the terminology used and cultural interpretation of terminology (Kumar, 2023; Young, 2021). Furthermore, being less proficient in a language than their peers may lead others to perceive them as less capable, prohibiting them from advancing in their career (Young, 2021). 
Conducting a needs analysis assessing the extent to which language barriers obstruct employees would be an important first step before implementation. If this process were to involve utilising a focus group, it is best to ensure that a diverse panel of employees are selected. Linguistic differences in the workplace can be alleviated with several strategies. The first is ensuring that training is made available in multiple languages or can be undertaken with an interpreter. Furthermore, language learning initiatives could be introduced to enhance their linguistic competence, such as in the case of Phillip Morris International (PMI), who collaborated with Rosetta Stone to bring their language learning services to the PMI employees, saving an estimated $2.5 million in training costs per year (Rosetta Stone, n.d). This strategy not only gives ESL employees a resource to improve their English but gives native English-speaking employees access to foster mutual understanding and cultural exchange by learning another language. 
To assess whether this strategy is successful, feedback could be collected through interviews or surveys with both employees and managers, to identify levels of engagement the language learning services, and determine if there had been any improvements to team communication and performance. Measuring potential savings of training costs in cases where the language learning initiative eliminated the need for interpreters could also indicate the success of this initiative. 

2.3 Being able to work inclusively with others and build positive working relations is essential to people management roles. Based on my own reflections, I believe that I have some qualities that enable me to do this.
When working with others, I try to consider and understand their perspective by actively asking questions and prompting discussions towards elaboration, to get the full picture. This way, I can get to know what their desired outcome is and do my best to bring this into fruition. 
Some feedback that I got in my three-month probation review was from a newly appointed supervisor who I had worked alongside as he reviewed and made changes to his department’s SOPs for the first time. I assisted mainly with the literacy aspect of the task, as the supervisor is ESL. It was a learning experience for me as I came to understand more about the production processes, and I asked a lot of questions to ensure that I was accurately interpreting the details of the changes he wanted to make. His feedback about me said that I was “patient, a good listener, and had a gift for making people feel heard”. I think that me taking time to ask the questions and really understand what he meant is what prompted him to say that. 
I have also received some feedback regarding my communication from my manager, who pointed out that occasionally, my tone can come off as blunt and abrupt. She highlighted the importance of incorporating a softer tone to ensure that others find me to be approachable, which I took on board. She has since said that she has seen a noticeable difference in my tone and communication. 

3.1 There has been a shift in the HR profession, moving towards a need for HR to serve as a strategic business partner, however, the strategic nature of HR is not recognised by business leaders across the board.  The operational activities of the role would still be present, therefore, to actualise the vision of HR being a strategic partner, HR would need to balance the two roles, making operational processes more efficient to make time for strategic focus (Delany and Tregaskis, 2019).
Alongside developing the people management capability of line managers to reduce escalation to HR when possible, developing people practitioners in a way that builds knowledge and competency surrounding business acumen and strategic planning would be essential to achieving this. The CIPD and ACAS offer courses in this area (Delany and Tregaskis, 2019). 
Technological innovation remains a constant driver of change across industries, and it is important that HR professionals keep themselves and their team up to date with the operational and ethical aspects of technology.  Technological advancements may streamline work and make processes more efficient, but it’s vital that the workforce is upskilled in accordance with the advancements. Younger generations tend to be more technologically literate; therefore, it is of interest for organisations to bridge the generation gap, in line with inclusivity initiatives (Southern, 2023). 
Most notably, the surge in generative AI technology is bound to change the working world. Already the fastest adopted technology in history (Southern, 2023; Overton, 2024), AI has been proposed as a solution to an array of HR problems. However, it brings with it unchartered territory when it comes to implications on GDPR, and the legal implications of AI use must be considered by all people professionals who wish to harness the full potential of AI in an ethical manner (CIPD, 2025; Brown, 2018). 

3.2 Based on my reflections and the feedback of others, I believe that the greatest strength evident in my work is my passion for learning, specifically, trying new approaches, combined with my knowledge of technology. I was fortunate enough to have the opportunity to learn and use a variety of software throughout my education, including Microsoft Office, as well as photo, video and audio editing software. As a result, I am confident approaching unfamiliar software and quickly adapted to using the HR information systems.
My technological skills allowed me to leverage Excel functions to improve the efficiency and accessibility of existing spreadsheets to enhance the experience of users, such as the senior management team. In the training matrices, I have introduced features such as filtered tables to alleviate strain on the eyes for users prone to misalignment errors and used data validation to create dropdown menus. The most popular update I have made to the matrix was linking SOP documents into the corresponding title cells, so they can be opened in a single click, bypassing the process of opening several folders to get to the document manually. The managerial response to this feature was overwhelmingly positive, with one calling it a “game changer”. 
An area of weakness that I need to develop is my knowledge of the wider people profession. Where I am confident in my current responsibilities, which mainly concern recruitment, onboarding, training and compliance, I sometimes struggle to understand other aspects of the profession that I have not yet had education and experience in, such as workforce management. I believe I would benefit from some wider reading about unfamiliar areas of the field. 

3.3 Recently, my organisation has collaborated with Rosetta Stone, to bring free language learning services to all employees within the organisation. I intend to begin learning Polish, as it is one of the commonly spoken languages amongst our ESL employees. Occasionally at work, I run into language barriers with employees when they come to the HR office with queries, and resort to using google translate or asking a colleague to provide translation services. My ideal outcome would be to utilise Rosetta Stone to develop a basic level of Polish language skills that would enable me to carry out conversations without the assistance of a colleague, preventing interruptions to their day at work. Furthermore, this would be beneficial for my administration duties, as I have run into problems whilst auditing employee folders and finding documentation written in Polish, which makes the process more time-consuming as I am unable to identify what it is at first glance. Finally, I believe that investing effort into learning a foreign language could have a positive effect on morale.
I will be attending a Mental Health First Aider training course. As the first port-of-call for that are employees experiencing issues, I personally believe it is critical for all people professionals to be trained in mental health first aid. When somebody is in distress, saying the wrong thing may exacerbate the problem, and I want to possess knowledge of the best practice when facing this type of situation. Mental health can be difficult to navigate, and with the additional factor of professional boundaries, I have found myself unsure of what to say and relying on my colleagues to affirm my approach to queries of this nature. 
I am new to my role and have significantly less employee relationship management experience than my colleagues and am actively seeking opportunities to gain confidence. I believe that knowing the correct way to address employees at their most vulnerable would give me the confidence to assist in any situation, and in turn add value to my team. 

3.4 I volunteered to be my department’s fire warden and undertook a fire warden training course. During the course, I had the opportunity to learn about the cause, prevention and mitigation of fires, as well as how to identify hazards and correctly use different types of fire extinguishers. This course has indirectly facilitated my career progression by allowing me to cultivate transferable leadership and effective communication skills through the responsibility I have in emergency drill situations to direct my colleagues to safety in a high-pressure situation. Having applied what I learnt in practice drills, I have become more confident in my ability to deal with a crisis calmly.
I signed up for tystysgrif-sgilliau-iaith, an extracurricular opportunity I discovered through my university. This certification is a means of proving your ability to communicate confidently and professionally in the Welsh language. To earn the qualification, I had to complete a presentation about a topic from my university course. I chose to present on the principles of evidence-based practice, and translating what I had previously written about this topic for my CIPD course into Welsh allowed me to revisit and reflect on this concept. The second part of the qualification was a written exam, in which I corrected Welsh grammar, translated prose from English into Welsh, and wrote freely in Welsh. This has helped me in my current role, as the experience gave me exposure to professional terms and vocabulary that I had never used before, thus improving communication with my colleagues with whom I speak Welsh with. Additionally. I believe it will be beneficial to my future endeavours, as here in Wales, many organisations have a legal duty to provide services in the Welsh language under the Welsh Language (Wales) Measures of 2011. 
I attended a CIPD Employment Rights Bill seminar, so that I could learn about the changes to employment law that will be introduced starting this autumn, to 2027. This seminar was a great opportunity to develop my knowledge and start preparing for future changes that my organisation will have to adapt to. There are a lot of changes happening surrounding trade union laws, and gender equality protections surrounding menopause and menstrual problems and more. The CIPD also provided a link to a summary sheet, with a timeline of how the changes will be staggered, which I will likely refer to over time. 





CPD PLAN
	Key Dates
	What I did
	Why
	What I learned
	How I will use

	4/5/25
	Fire warden training
	Contribute to organisational health and safety
	Safety information and staying calm in a crisis
	Practically to assist in fire drills, transferrable crisis management skills applicable elsewhere

	28/7/25
	Employment Rights Bill Seminar
	To stay informed on changes to legislation
	Changes to trade union laws, unfair dismissal, gender equality, family rights and more
	Planning for implementation of changes, and advising employees in the future

	2025
	Tystysgrif-Sgilliau-Iaith
	Certify my Welsh Speaking abilities
	Business and HR related terminology in Welsh
	Communicating professionally in Welsh



	Want/need to learn
	What I will do 
	Resources/Support needed
	Success Criteria
	Target Date

	Language Skills
	Rosetta Stone Polish
	Provided for free by organisation
	Hold conversations without interpreter
	Aug 2026

	Responding to distressed individuals
	Mental Health First Aider
	Provided for free by organisation
	Knowledge and confidence
	Dec 2025

	Business acumen and commercial insight
	CIPD Business Acumen Introductory Programme
	Funding
	Learn more about strategy and to what extent it is used in my organisation
	Dec 2025
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