(AC 1.1)
The word professional is defined as relating to a person's work, especially work that requires special training (Collins dictionary, 2025).
People professionals support the vision and goals of the organisation through great people interventions. Since organisations are made up of people, their role is to empower an organisation’s people to thrive - both individually and collectively (CIPD).
The CIPD also states that the fundamental purpose of the people profession is to champion better work and working lives. Creating roles, opportunities, organisations and working environments that help get the best out of people, delivering great organisational outcomes, in turn driving our economies, and making good, fair and inclusive work a societal outcome.
People professionals require the ability to communicate and connect with others effectively. From creating the right organisational culture to using evidence and data to problem solve and measure impact, communication in key – whether it be to the employees or to the wider business. Employee communication is an essential part of HR’s role. Good employee communication enables employees to stay connected to their workplace, understand their organisation’s purpose and strategy, identify with its values, and develop a sense of belonging by understanding how they contribute to its wider purpose (Paramaguru, 2024).
People professionals uphold key values that assist them in their day-to-day role. One of these values is fairness. HR professionals ensure that workplace policies, procedures, and decisions are unbiased and are in place to foster an inclusive workplace, where all of the workforces are given equal opportunities and treated with dignity and respect.
The Profession Map was created to ensure that there is a framework of shared values and standards which allow people professionals to build trust and credibility within a business. This trust and credibility can then assist the HR function with strategic changes. The HR function may have a direct contribution to make at an organisational level, such as hiring people for a new division or project, developing and deploying training relating to organisational change, or leading on an organisational restructure (which could include redundancies) (Taylor & Woodham, 2022).
(AC 1.2)   
Personal values are your own ethics and personality goals (Indeed editorial team, 2025).
Fairness is a personal value that I hold highly and impacts my role as a people professional on a day-to-day basis. As HR professionals, we are expected to ensure that all employees are given equal opportunities and there is no bias when it comes to decision-making. For example, when it comes to advising a manager through a disciplinary process, I reiterate at every stage on how the process needs to be fair. During the investigation stage, I am always there to advise that the investigating manager does not deviate from the scope of the investigation and doesn’t go looking for wrong doings that are not relevant to the investigation. A further example of being fair is reminding the disciplining manager that, even though we are going to the next stage of the disciplinary process (disciplinary meeting), until we have heard all of the evidence, there should be no preconceived notions about the outcome. Finally, when it comes to the outcome, ensuring that I do research into previous disciplinary outcomes in the Company that could be considered the same level of misconduct and advising the manager through historic data, so that we are fair across the board.
Ethical values provide the moral compass by which we live our lives and make decisions. They also highlight why organisations should focus on creating a shared ethical culture where employees feel empowered to do the right thing rather than simply following a set of rules (Russell & Weeks, 2024).
An ethical value that underpins my role as a people professional is integrity. I am committed to doing the right thing in a situation, even if it isn’t the easiest or if nobody gives me credit for it. Working in a pharmaceutical company where the manufacturing of products is governed by strict GMP rules, there is room for human error, especially when it comes to the documentation. An example of where integrity has played a part in my role is being able to admit my mistakes. As Stephen Hawkins says, “One of the basic rules of the universe is that NOTHING IS PERFECT”. Being able to admit to my faults and not allow someone else to take the blame shows core ethical values of integrity and honesty.
Young (2024) describes how reputations are based not only on an organisation’s delivery of its products and services, but on how it values its relationships with its staff and stakeholders, and how it establishes responsibility and accountability towards them.
(AC 1.3)
The CIPD describes that one of the key behaviours people professionals need, is the ability to influence others, and the courage to challenge decisions and actions. Regardless of what your role is in HR, these behaviours are necessary in the workplace on a daily basis, whether it is creating a business case for change, offering suggestions, gaining support from stakeholders, or collaborating with line managers on personnel choices.
The working world is constantly changing so it is important that the HR professional is kept up to date with any changes in legislation and global events. By staying informed, the people professional is not just able to advise appropriately but also proactively help to shape the company to meet the needs of the employee and the organisation. Staying informed allows us to navigate these changes confidently and with clarity, safeguarding the interests of both the company and its employees (Soundar, 2024). 
Building trust, cultivating healthy connections, and attaining desired results all depend on people professionals communicating clearly and confidently in order to effectively influence others, lead projects, and make sure the "people practice voice" is heard. 
Bad decision-making can emerge from the lack of confident, well-informed, and transparent contributions. This could lead to unethical activities, a rise in grievances, or legal obstacles like employment tribunals. A weaker organisational culture and reduced employee engagement can also arise from a lack of influence, which can also reduce the value of the people practice profession. 
 (AC 1.4)
Scandals involving workplace harassment and poor treatment of workers have highlighted what can happen when ethics aren’t integral to the way an organisation operates (Young, 2024).
The CIPD (2019) also states that unethical workplace behaviour can take several guises and vary in severity, from minor transgressions to large-scale illegal activity.
In my role as a people professional, an example of unethical behaviour that I have had to deal with is an employee who fraudulently signed documentation on behalf of their colleagues, when the colleagues were either not present or not even on shift. This information was forwarded to a manager when the documentation was spotted by one of the employees whose initials had been countersigned. The manager subsequently brought this information to me. This transgression was identified as potential gross misconduct and as per our disciplinary policy, I identified an independent investigation manager to investigate the allegations with me advising the process. Following the investigating manager’s recommendation to proceed to a disciplinary hearing due to the evidence found through the investigation, I advised the line manager through the disciplinary, focussing on being fair throughout the process. The employee admitted guilt and showed remorse for their error in judgement. The employee was given an appropriate sanction as a result.
Developing a strong sense of purpose and identification with the people profession can equip practitioners with the courage to challenge unethical practice (Young, 2024).
I have been lucky to have not yet had to deal with any illegal activity in my HR role but for the purpose of this assignment I will use theft of company property as an example. If this type of activity was brought to my attention, I would remain calm and look to act quickly. I would inform relevant stakeholders (e.g. Site Director) of this potential illegal activity and look to initiate a discreet investigation (via investigation manager) to understand if there is any evidence of this activity, by accessing systems such as CCTV and conducting potential witness interviews. I would also reach out to our external employment law lawyer to seek advice and keep in contact with them as the investigation progresses. Following the investigation, I would follow the disciplinary policy process and continue working with the employment lawyer and stakeholders to understand if there is any further legal action that needed to be taken such as, contacting the police.
 (AC 2.1)
The CIPD(2019) states that whilst diversity and inclusion often go hand in hand, inclusion is fundamentally about individual experience and allowing everyone at work to contribute and feel a part of an organisation. 
By valuing your employees and treating them fairly, there are many benefits that can come from this, whether that is employee benefits or benefits for the business.
Great Places To Work (Bush, 2021) states that when employees feel that they and their colleagues are treated fairly, they are 6.3 times more likely to take pride in their work and 5.4 times more likely to want to stay a long time at their company. 
Mattina (2025) states that when people work in an inclusive workplace, they also tend to have better physical and mental health and take less leave for health issues.
If an organisation prioritises inclusivity and fairness, then they will be fostering a psychologically safe workplace for their employees and build a level of trust. Employees are more inclined to share expertise, challenge the status quo, and provide ideas when they feel protected, all of which can boost output and creativity.
One of the most crucial elements of retention in the workplace is inclusion. When employees don’t feel that their ideas, presence or contributions are truly valued or taken seriously by their organisation, they will eventually leave (Bush, 2021). In addition to helping you keep your present workforce; an inclusive workplace will draw in fresh and diverse talent.
Businesses can achieve higher creativity, innovation, and problem-solving capabilities when they accept diversity. This leads to the development of more impactful products, services, and strategies.
(AC 2.2) 
When putting forward any people practice initiative, it is important to get the right input from employees so that you are inclusive. Inclusion is what’s needed to give diversity real impact, and drive towards a world of work where all employees are empowered to thrive (CIPD, 2019).
When implementing the social calendar, it is important to take all employees into consideration. In my place of work, there are employees on different shift patterns and some that work from home and only come to site every quarter. When planning social events, it is important to take these individuals into account. 
Firstly, we (the social committee) reached out to all employees via email to ask them to submit ideas for social events throughout 2025. We also opened the social committee meetings every month to everyone to allow them to come and be involved in person, if they wanted to. By removing the subjective elements from your business decisions, you can instil confidence in yourself and your company as a whole (Stobierski, 2019).
Next, we tried to plan events that could be undertaken both on-site and at home. An example that we came up with virtual quizzes. As the quiz platform required people to create an account to use, we drafted a few slides to send out to everyone on how to download the app and create an account before-hand. We also looked to cover both shift patterns, which sometimes included running the event twice to ensure that everyone was able to attend if they wanted to.
Following the publication of the social calendar (which we always state is subject to change) and after 6 months of events, we sent out a feedback survey to employees to get an understanding of how employees were finding the events so far. This allowed us to be able to change the calendar to ensure that we were addressing the feedback where we could for the final 6 months of the year. 
Employee surveys play a crucial role in fostering employee engagement, improving retention rates, and boosting overall organizational performance (Aguilera, 2023).
 (AC 2.3)
Establishing a courteous and encouraging work environment requires a people professional to cultivate inclusivity and solid relationships. I have determined my areas of strength and growth based on self-evaluation and input from colleagues.
Feedback from Sr. EHS Manager, Internal Manufacturing:
Nichaela has consistently made me, and my team members feel valued and respected. She has taken the time to understand each of us individually and has played a key role in developing the team, especially during challenging periods of conflict. Through her constructive mediation sessions, she ensured that everyone had a voice and that the process remained inclusive.
Her approach to handling conflict and difficult situations is remarkable. Nichaela has a unique ability to turn challenging circumstances into productive discussions, which has been incredibly helpful to me. Throughout our work together, she has provided ongoing support while mentoring me, making HR-related issues easier to navigate. With Nichaela, I always feel heard and supported, rather than having my concerns dismissed.
I try to foster an environment at work where people are at ease voicing their problems and opinions. I employ an open-door policy where people are encouraged to come and speak to me when needed. I understand as a people professional that employees can absorb information in a different way, so I adapt how I present information to them. For example, when training managers on a new system, I use slides, talk them through and give a working example of the new system itself. I also follow up in my 1:1s with them to find out if they would like to go through it in person with me themselves.
It is important to me to have positive working relationships with employees as this helps build trust. By being inclusive, fair and transparent I hope to build strong relationships so that if change comes about, the employees will trust that I am working in their best interest. 
I understand that with trying to build positive relationships, there is a fine line between this and being perceived as too soft. As I progress through my professional career, build confidence and have exposure to more strategic areas of HR, I hope to become stronger in appropriately pushing back with managers/directors where needed.
(AC 3.1)
Data driven HR
Things are changing fast, and our world is becoming more intelligent every day.  Nowadays, almost everything we do at work can be measured, from employees’ day-to-day actions, concentration, happiness and wellbeing to wider business operations (Marr, 2018).
Marr also describes how, with the wealth of data available in HR, it is well placed to assist an organisation with its key objectives and executing its strategies. 
In learning and development, online courses have completely changed how businesses train their employees and enable them to receive highly customised training. As the majority of training is now available online, this allows businesses to track employees’ learning journeys and measure how they are individually responding to the courses (is one employee taking longer to complete the training in comparison to the others). 
Artificial intelligence
AI is also becoming a vastly used tool in all business areas. HR needs to lean into the technology, ensure responsible and ethical use of AI, and support their people in adopting and using these tools to ensure effective and productive use to benefit both employees and the business (CIPD, 2025).
HR practice can use AI tools to help support day-to-day activities in almost every aspect, but one thing to always be aware of is that, in some cases, the data may be too sensitive to be input into a publicly used AI system.
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(AC 3.2)
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Figure 1 – Feedback from Sr. EHS Manager, Internal Manufacturing.
In this self-assessment, I reflect on two areas from my own job description:
· Serve as primary contact to addresses employee concerns and assist line managers and employees in understanding, implementing, and following HR procedures and policies.
· Contribute as a proactive member of the Wales Operational Management team ensuring that HR perspective is considered.
Strengths
I strive to be available to all employees when they have concerns, by having an open-door policy and encouraging them to reach out to me directly via Teams if this a preferred way of communicating. I ensure to keep up to date with any policy changes so that I am able to provide the correct information to the employee or manager. 
As well as being an active member of the Wales Operational Management team, I have also been added to the extended Wales Leadership Team so that I am able to ensure the HR perspective at a higher level of the business. I have been able to, with the assistance of the Site Director, implement a People Strategy for 2025 and believe that this will have a positive impact on the workforce by looking to implement additional training for employees with line management responsibilities and promoting social activities through the Social Committee (which I am also a member of). 
Weaknesses
I absolutely agree with the Sr. EHS Manager, I identify that one of my weaknesses is that I sometimes do not redirect employees back to their line manager and take on the responsibility of taking the concern/issue/information back myself. 
I also identify that one of my weaknesses is instead of taking the time to train the line managers in some systems where there might be gaps, I take on the role myself. For example, our HR system is MyHR and some of the managers might not understand how to use it as well as they should. Instead of putting time in to train them, I tend to, as an admin in the system, complete the tasks myself as I know that the managers are busy with manufacturing. I understand that this is not a productive way of doing this and does not promote autonomy.
Development area
As stated above in my weaknesses, I would like to create a feedback questionnaire to understand what specific areas the Managers need training in in MyHR and create tailored training for them. 
 (AC 3.3)
Although there is no specific training to assist with learning to push back on requests that should be going to the line managers, instead of taking them on myself, I have looked into training that can help build better habits in my role. “Habits for becoming your most effective self” training on LinkedIn Learning covers topics such as ‘engage your actions’ and ‘connect with others’, which cover meaningful narratives and building positive relations.
I have also added a growth mindset training course to my CPD plan. I believe that this will benefit my personal development by assisting me to align my expectations for growth, how to choose a growth mindset to increase my performance, reframe challenges so that I can move through the fear of failure, shift my identity to boost my self-belief, and find ways to tap into an experimental mindset.
The last training that I have added to my CPD plan is how to design and deliver a training program. As stated in my development area, I have identified that I need to deliver more training to my management team. This training course will help me develop learning objectives, analyse training needs and develop a bespoke training program for the managers to help fill their knowledge gaps. This will assist me in my role as this will free up more time for me to be able to work on more strategic items.
(AC 3.4)
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Nichaela Barnett Feedback AC 3.2

Strengths
Broad Function:

Nichaela consistently fulfils the broad responsibilities of her role with ease. She is the first point
of contact for HR-related matters, always available to support, guide, and dedicate time to
various projects.

She provides excellent assistance in recruitment, interviews, and onboarding, ensuring a
smooth and efficient process. Her ability to quickly process the necessary documentation
enables new employees to integrate seamlessly into the company, which is a significant
achievement.

Additionally, Nichaela offers valuable guidance on HR operational issues to line managers and
effectively implements programs that align with business needs.

Role-Specific Contributions:

Nichaela demonstrates strong leadership by guiding managers to the right conclusions rather
than simply providing direct answers. She facilitates open discussions, asks thought-provoking
questions tailored to each situation, and actively listens to concerns.

Her approach has been particularly beneficial in addressing challenges within my own team.
Nichaela allows space for managers to explore solutions independently while providing the
necessary support to help them make informed decisions. This approach strengthens the HR
function, moving away from a directive style and fostering a more collaborative and
empowering environment.
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Areas for Improvement

While Nichaela’s support is invaluable, she sometimes becomes a primary point of contact for
employees who should be working through their line managers. Although her willingness to
assistis commendable, redirecting certain matters back to managers would help reinforce
leadership accountability and allow Nichaela to focus on strategic HR functions. Encouraging
employees to utilise their direct reporting structure when appropriate will support her
continued growth in the role.

Development Opportunities

Nichaela is in a unique position, having been involved in various investigations, grievances, and
occupational health matters. While the details remain confidential, there is an opportunity for
her to use these experiences to develop unique training programs for the management team. By
identifying recurring issues, she can help equip managers with the skills to recognize and
address concerns early, reducing the need for HR intervention.

This proactive approach would not only enhance leadership capabilities but also contribute to a
more resilient and self-sufficient management structure within the company.




image4.png
Key dates

What did you do?

Why?

What did you leam from this?

How have/will you use this?
Any further action?

Aug 2024

November 2024

March 2025

Change Management Foundations
training ~ LinkedIn Learning

Sexual Harassment Prevention
training ~ Morgan LaRoche

Learning Excel — Data Analysis —
Linkedin Learning

Essential training for HR role

Update in Employment law

Data analysis is growing in
importance for the HR function. By
completing these courses, | hope to
be able to contribute further to the
strategic needs of the business

« How do people process
change

+  Assessing an organisations
readiness for change

+  How to create enthusiasm
for change

+  Helping employees
understand how to change

+  Howto get employees
invested in change

+  How to have on-to-one
change conversations

+  The law on harassment

+  What steps might be
reasonable for an employer
to take to prevent the sexual
harassment of an
employee?

«  How can an employer
defend a claim for
harassment?

+  The New Duty to Prevent
sexual harassment

+  Anemployers duties

+  Potential liabilities

+  Your role as managers in
complying with the New
Duty

+  Analyse your data effectively

«  Calculate mean and median
values

+  Challenge: Summarise and
analyse business data

+  Visualising data

«  Testing a hypotnesis

No further action
This training is something that will
help me in any strategic business
change.

This training was completed to get a
thorough understanding of the
changes in law regarding sexual
harassment. This led to a new policy
being put in place.

This training helped to identify areas
of improvement for how | present the.
HR KPI data to stakeholders





