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An effective people practice professional will:
1. Understand the purpose and value of the people profession. 
Q: With reference to the CIPD Profession Map, appraise what it means to be a people professional. (AC 1.1)

To be a professional means you are a member of a profession which is governed by a Code of Conduct, you are committed to continuously developing your skills and knowledge and you are answerable to the people you serve and society (Smith and Mitchel, 2022). 
People professionals are to abide by the Profession Map which sets out the international standards of knowledge and behaviours. The Profession Map guides us to make good, ethical decisions, action change, and to develop in our careers. The map provides people professionals a structure to grow in their role and support the values of the organisation. At the heart of The Profession Map sits the purpose, and for people professionals the purpose is to champion better work and working lives. Around the purpose are the three main values. The first is principles-led, which require people professionals to always do the right thing. The second is evidence-based which requires us to use evidence to inform our decision-making. And thirdly, is outcomes-driven which is about creating work that is of value for our employees and the organisation (CIPD, no date,a). The Profession Map guides people practitioners of the knowledge and behaviours required at the different stages of their career. 
As well as continuously developing their skills and knowledge, people professionals are also required to make ethical decisions and deliver value through their expertise. When we look at the Profession Map, there are 3 layers after the purpose which are core knowledge, core behaviours and specialist knowledge. The core behaviours are standards that apply to all people professional. The specialist knowledge refers to knowledge one would have if they were an expert in a particular area (CIPD, no date,a)
All professionals must have standards to adhere to which guide them in ways in which something should be done, or services must provide which are developed by experts in a particular field. Within the people professionals sector, standards are important as they support organisations to develop good practices in order to support good work and recognition of employees working for them (CIPD, 2022a). The CIPD’s Code of Conduct and Ethics sets out the ethical standards and integrity that all CIPD members, whatever their level, must abide by. 

2. Know own personal and ethical values and apply these consistently in their (people practice) work.  
Q: Discuss your personal and ethical values (one of each), with examples of how these are evident in your work. (If you have yet to work in people practice, explore how you believe your values would inform
 your work.)  (AC 1.2)  

Ethical values are defined as a person’s ability to judge what is right and what is wrong and behave accordingly. Having strong ethical values in the workplace helps an organisation to have a shared ethical culture and entrusts employees to behave accordingly and make good decisions (CIPD, 2024a). Ethics are within The Profession Map under ‘Core Behaviours’. People professionals are expected to be role models when it comes to ethical behaviours and values so that they are consistent in their decision-making process and are trusted by employees to create a positive culture (CIPD, no date,a) 
There are many ethical theories, the main ones being deontology, utilitarianism, stakeholder theory and discourse theory. Utilitarianism for example, states that actions are supported if the consequence of that action has the best outcome for the most amount of people (Armstrong, 2016). 
A personal value to me is empathy which is important in a people professional role. To be empathetic means you understand how an individual is feeling. I do this through open communication with employees so that they feel heard and valued. I have an open-door policy where employees can speak to me about anything and everything. Employee voice means employees can openly share their view which makes them feel valued, trusted and can impact the workplace in a positive way. It increases positive relationships and a positive culture (CIPD, no date, b).
An ethical value that’s important to me is fairness which means treating all employees equally and making unbiased decisions. I currently do this by ensuring our recruitment process is done fairly by always advertising roles and ensuring candidates have the same questions so that we can score each of them giving everyone a fair and equal chance. A fair recruitment process is important to ensure the organisation is objective, consistent and non-discriminatory (CIPD, 2023).
When dealing with situations within the workplace, people professionals can look to view these through the eight philosophical ethical lenses which consist of fairness, merit, markets, democracy, wellbeing, rights and duties, character and handing down. These support us to make ethical decisions and guide us when there is conflict, a person's wellbeing is at stake or there are opposing views on a situation (CIPD, 2015).
By not having clear ethical values and beliefs, an organisation could face compliance failings, negative reputation to customers, stakeholders and employees and could affect trust and honesty (Torrington et al, 2017). 

3. Know the importance of people professionals contributing to discussions in an informed, clear and confident way to influence others. 
Q: Discuss reasons why this is important and the consequences of people practitioners not being willing or able to influence others. (AC 1.3)

People professionals contribute to strategic decisions by creating and implementing policies and procedures, and providing advice to employees and management. Being clear, concise and confident when talking to employees and management is important as it ensures opinions and decisions are taken seriously and recognised as helping to shape the direction of the business. Therefore it’s important that people professionals show courage when speaking up about changes (CIPD, no date,c).
People professionals make informed decisions based on data, research and current best practices and it is their responsibility to influence employees and stakeholders the benefits of introducing changes. Armstrong (2016) says that a manager’s job is 60% making the right decision and 40% selling it to those involved. When presenting decisions based on data, this increases people professionals credibility. For example, people professionals can use information from engagement surveys to create a better retention policy. 
Being able to clearly communicate is also vital as people professionals often have to explain complex issues. The risk of not communicating well enough could lead to misunderstandings. It is important people professionals are patient, actively listen, flexible and work with employees to develop their ideas (Page, 2022). For example, if a flexible working policy was to change and not explained well enough, it could affect engagement, cause confusion and resistance. As the saying goes, confidence is key! When people professionals possess confidence, employees are more likely to trust them and view them as key leaders. Displaying confidence will help employees see that you truly believe what you’re telling them which will help get employees on board (Ulrich, 2018).
If people professionals are unable to influence employees, it could lead to the organisations performing inefficiently. Without input from people professionals, decisions may be misaligned with the needs of the employees which could then have a knock-on effect in terms of productivity, retention rates and moral. It is the role of people professionals to advocate for fair treatment and professional development, without this, employees can become disengaged and unhappy. People professionals must also take into consideration the four forces which can sometimes work together but often work against each other. The four forces takes into consideration the needs of the business, ethics, the law and personal values (Taylor and Woodhams, 2016).

4. [bookmark: _Hlk133927075]Know when and how to raise matters that might be unethical or illegal.  
Q: Discuss, with examples, when and how you would react to both unethical and illegal matters (one of each). (AC 1.4)

It’s important people professionals can address matters that are unethical or illegal in a professional, ethical manner. By doing so, protects the business’s reputation and saves it from any legal action. 
Unethical behaviour can be defined as actions or behaviours that don’t break the law, however, breach a code of conduct, moral and professional standard. People who behave unethically are often referred to as rotten apples; they are people who show characteristics such as a lack of empathy, morals and impulsivity (CIPD, 2019a). For example, a line manager could be showing preferential treatment to an employee without a fair basis. It would be the people professional’s duty to gather evidence and depending on the information provided, decide on the best way to handle the situation which could involve an informal discussion or more formal proceedings. Ultimately the objective is to ensure this type of behaviour doesn’t affect the organisation’s culture or employees (CIPD, 2024d). As HR in my workplace, if I came across an unethical situation, depending on the severity of the situation, I would deal with the issue myself or raise it with the CEO.
Illegal behaviour can be defined as breaking the law followed by legal consequences (CIPD, 2019b). An example of this would be if a manager was to dismiss job applications based on a protected characteristic. This type of behaviour requires formal action that would entail either following a whistleblowing policy or a grievance procedure. Whistleblowing is a law that protects employees who report illegal issues within the workplace (CIPD, 2024c). Issues that cannot be addressed internally can be directed towards legal authorities or an employment tribunal. If I were to come across an illegal situation in work, depending on who was part of the situation, I would raise it with the CEO or follow our whistleblowing policy. 
An example of illegal behaviour is when Volkswagen sold diesel cars in America that had a piece of software that detected when they were being tested for emissions and changed the result in order to improve results. Volkswagen ended up with a fine of approximately $18bn (Hotten, 2015)
 

5. Be able to make use of related theory and thinking, to argue the human and business benefits of people feeling included, valued, and fairly treated at work. 
Q: Demonstrate your ability to do this with a written argument, which poses different theoretical perspectives, as well as your own. (AC 2.1)

Inclusion, feeling valued and fair treatment are essential in today’s workplace. When employees feel included and valued, it contributes to positive employee wellbeing and satisfaction. An inclusive culture supports employees in feeling they belong, their contribution is important, and they can perform to the best of their ability no matter where they come from (CIPD, 2024b). The benefits to the organisation include a happier workforce, increased productivity, fewer sickness absences and less staff turnover. Organisations who are fair and inclusive will have a positive reputation which will draw in top talent. It also helps the organisation gain access to a variety of strengths and experiences and enables better communication with customers (Waite et al, 2021). 
Maslow’s hierarchy of needs model defines the basic necessities that humans require to the more fulfilling needs of a human in five stages displayed in pyramid form. The first tier explains the physiological needs such as food that is a basic requirement for survival. The second tier is safety such as security where the third level signals love, the need for social relationships. The fourth tier is about esteem, the need to feel respected and the last tier is self-recognition which relates to personal development. Maslow says that one should be satisfied at every level before going to the next (Pichère and Cadiat, 2015). We can use this theory to help distinguish where employees are in their lives and where they want to get to. 
Adam’s Equity theory explains how a person’s input into their work in terms of skills, and knowledge should balance with the output in terms of salary and recognition. Adam’s theory says that when an employee feels the balance isn’t equal, employees become de-motivated (Kurt, 2023). We can use this theory to weigh up an employee’s contribution to the success of the organisation and compare with the benefits they receive to help distinguish if any changes are needed. 
From a personal perspective and talking to employees, respect and appreciation are always words that stand out. Pay is always a factor, but people want to know the work they do isn’t taken for granted. I always try to thank employees for the work they do and praise them for doing a job well. 

6. [bookmark: _Hlk159579697]Know how to design people practice initiatives to be inclusive and how to check inclusivity after an initiative has been implemented. 
Q: Discuss, with examples, how you have, or would, achieve both of these (AC 2.2) 

It’s important to include a diverse group of people when designing people practice initiatives so that the organisation gains a wide variety of feedback to support diversity and strengthen the organisation’s culture. Ferdman (2014) says that by practising inclusion we benefit from diversity. By promoting an inclusive culture, we allow individuals to be themselves and encourages employees to voice their thoughts. Before starting the design process of any people practice initiatives, it’s important to consult with a number of stakeholders to gain different perspectives and ensure the language used is inclusive. For example, focus groups could be held with a diverse range of people so that everyone’s needs are met. 
People respond in different ways and therefore its important that when designing people practice initiatives that there’s varied approaches to get engagement from employees (Stokes and Woodhams, 2022). For example, I have been involved in putting together a management and leadership program. This was put together after a number of managers fed back that this was something they felt they would benefit from. Part of the process was ensuring that the teacher used a variety of ways to communicate with the attendees to ensure inclusivity when working with a diverse group of employees. We have held group sessions, individual one on one sessions, reading material, audio material, group discussions to name a few. As part of the training, we have set up a buddy system to gain feedback on the sessions. Although the program has not yet finished, we plan on gaining more feedback through anonymous questionnaires and we plan on giving employees the option to do this via paper form or online. 

7. Be able to work inclusively with others and build positive working relationships. 
Q: Using a combination of your own reflections and feedback from at least one other person, discuss your ability to work inclusively and positively with others. (AC 2.3)
[bookmark: _Hlk165445609]
Working inclusively and building positive relationships within the workplace is an important aspect of working as a people practice professional as it encourages collaboration, respect and productivity, all of which assist with promoting a positive culture.  
I am currently in the process of leading a large change project within the organisation where I have actively looked for a variety of employees to be part of the project to ensure inclusivity which will support the project forward in gaining a mixture of opinions and ideas and support important decisions. I asked our HR consultant, Lucy, to provide feedback on how I work inclusively and as you can see in Appendix A, Lucy has highlighted in red, that this is an area I do well. As Lucy mentioned, I have made sure that by leading this project I have included employees with age diversity, length or service diversity and role diversity. It has been important to include a variety of employees to ensure the employee voice was heard, as this particular change needs the buy in of employees to ensure it works. Ultimately, our employees are the ones who will be affected by this change on a day-to-day basis and therefore it’s important that it meets their needs as well as the business need. I always try to understand the employee and how they like to communicate so that I can adapt my communication style to suit them which shows respect and flexibility. I also encourage other line managers to do this. 
Building positive relationships is an area I feel confident in and feel I do very well. As you can see by the comments from Lucy, she also agrees this is a particular strength of mine. I have been fortunate that within my organisation I started on a more junior level and have progressed to the position I’m in now which I believe has helped me in building positive relationships as I am able to relate with employees and understand the areas that frustrate them for example. 
I do many one to ones with employees who have some aspect of mental health issues and I feel very proud that people feel they can talk to me. Again, Lucy has agreed this is an area I do well and has commented that I do my best to gain an understanding of what motivates people and to understand their life context. I feel this aids me when trying to empathise with them. 

8. Understand how the people practitioner role is evolving and the implications this has for your ongoing professional development. 
Q: Demonstrate your understanding of this with a written response and related entries in your CPD Plan. (AC 3.1)

Over the years, the role of the people practitioner has changed significantly in numerous ways. One example being that the use of data analytics is used much more than before to solve business issues and support strategic thinking. The use of data analytics is important to understand the workforce better, make decisions based on evidence, and to quantify the value of something (CIPD, 2024c). 
People practitioners can get quantitative data which us predominantly data based on numeracy such as sickness absence rates or turnover rates for example. They can also get qualitative data which is data based on words such as people’s opinions. For example, doing a survey based on engagement which requires employees to put down in words what they’re feeling (Taylor and Woodhams, 2022). In my CPD plan, I have stated that I intend on exploring HR analytics in more details so that I am able to inform the senior management team of matters to address based on data which will inform our decisions. 
Williams (2021) says that we should communicate facts over feelings. We can use qualitative data to do this. In an article she wrote for Forbes, she recognised through gathering data about home working, that employees preferred this sort of flexibility. In the CIPD People Profession 2030 report (2020), the CIPD states that the COVID-19 pandemic has changed the way HR deals with matters such as traditional ways of working as per Williams (2021) afore mentioned. COVID-19 has also changed how organisations operate and make decisions. There is a much bigger emphasis on employee wellbeing following COVID-19 and therefore I have included in my CPD plan that I will be attending more training based on wellbeing so that I can further support our employees. 

9. Be able to assess (own) strengths, weaknesses and development areas, based on own considerations and feedback from others.  
Using a combination of your own conclusions and feedback from at least one other person, assess yourself against a specification of your choice (such as a role/job description or any two of the core behaviour areas of the CIPD Profession Map (associate level). Briefly explain the outcome of your assessment (strengths, weaknesses and development areas) and the information that informed your conclusions. (AC 3.2)

In order to assess what I believe to be my strengths; I thought about the things I enjoy doing and the things that come more naturally to me. I believe I’m very approachable and a good communicator. Employees often ask me for a chat to to express their feelings and ask for guidance. Since I have taken on the role of HR, I have helped people with personal and work issues. I give people the time they need to talk, I don’t rush them, and I try not to give them solutions straight away but instead coach them to work things out for themselves. I am very empathetic but able to put things into context and gain an understanding of the whole scenario. 
I gained feedback from our HR consultant, Lucy, who I have been closely working with since November 2022. I provided Lucy with an extraction from my job description to be able to assess my strengths, weaknesses and development areas as you can see in Appendix B, where she has written comments in red. Lucy also agrees that one of my strengths is communication, that I have a high level of personal integrity, and I display respect and empathy to my co-workers. This aligns with the areas I already believed to be strengths. 
To assess my weaknesses, I thought about the areas I find most challenging. I sometimes struggle with self-belief and confidence which can affect my influencing skills. I understand the importance of displaying confidence when you are trying to gain buy in from stakeholders. I believe as I gain more experiences within HR this will increase my confidence. As you can see in Appendix B, Lucy has also noted that I need to increase my confidence when guiding line managers through different areas of the business. 
I also used the areas I find most challenging and the feedback from Lucy to inform my decision on areas I require development. HR analytics are an area I find fascinating but have had very little involvement up until recently. I’d like to expand my knowledge on this area so that during senior management meetings, I can present my findings in a clear and professional manner and guide the team in making evidence-based decisions on people practise issues. 

10. Be able to formulate a range of appropriate CPD options to support ongoing learning.
Following on from your self-assessment, identify a range of formal or informal development activities and add these to your CPD Plan/document. Provide a brief explanation as to why you have selected these activities. (AC 3.3)

I have chosen the below activities as areas of development for different reasons. The first one being employee wellbeing because I feel that it’s important for organisations to be mindful of how employees feel. Life can be hard sometimes and I’d like to be able to support our employees further when things to get too much. We already have a few things in place in my organisation but I’d like to research on what else I could be doing. 
The second two activities go hand in hand. People analytics is definitely an area my organisation could do a lot more of to get us the data to inform our decision-making. Further research into AI and Technology in HR will be an aspect of this. I am looking to introduce a new HR software package that will automatically do a lot of data analysing for me to ensure my time is productive and efficient. 

[bookmark: _Hlk188691912]
	Development plan




	NAME:
	Nia Davies
	MEMBERSHIP NUMBER:       
	86670548

	COVERING THE PERIOD FROM:
	January 2025
	TO:
	March 2025



Planned outcome
Where do I want to be by the end of this period? What do I want to be doing? (This may be evolutionary or “more of the same”.)

	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

	I would like to increase my knowledge on wellbeing in the workplace. I believe it is vital for organisations to be considerate of employee wellbeing, not only does this support the employee, but it supports the employer in getting increased productivity and commitment.
	My organisation have an employee assistance scheme where the organisation supplies many training sessions which I intend on doing.
	As well as doing the training sessions, I will need the support of the Senior Management Team to support whichever way we decide to implement a more effective health and wellbeing strategy. I also think conducting a wellbeing questionnaire to the employees will guide me on areas where we need to focus. 
	Following on from the employee wellbeing questionnaires, I believe this will tell me where we need to improve therefore after implementing any changes required, I would like to hope that the questionnaires came back more positively. 
	Review in March 2025.
Complete in May 2025.

	Following feedback from the HR consultant and my own interest, I am looking to increase my knowledge on data analytics.



	I plan on doing the CIPD Data and Analytics for People Professionals and working alongside the HR consultant to help me pull the data together.
	I will need to ensure I plan my time accordingly with the HR consultant and work with the senior management team to highlight areas of concern to figure out the main areas of people analytics that need focusing on initially as a starting point. 
	Being able to take suggestions to the senior management team that have actions against them and being able to implement those actions.
Feedback that the actions taken have been positive. 
	Review in March 2025.
Complete in May 2025.

	Following on from the above point, I will look to further increase my knowledge on AI in HR. 





	I will do further research on AI to gain a better understanding and talk to peers on how they have used AI in HR. 
	Following on from the above point, I believe looking for an HR software will support me in many aspects of HR analytics. 
	I believe implementing positive changes and gaining feedback regarding the changes will be my first success criteria. Secondly, I would hope this would save me time making me efficient in my role. 
	Review in April 2025.
Complete in May 2025.



11. Be able to reflect on and draw conclusions about the effectiveness of development activities. 
Reflect on three development activities, already undertaken, that have had an impact on your work behaviour or performance, explaining how they have impacted you. (Your reflections should be presented within your CPD Record document.) (AC 3.4)

As mentioned in my development plan, I am the first HR person in my organisation and therefore there are many policies and procedures that need updating and implementing. One that I have been working on recently is a Recruitment and Selection Policy. Before my involvement in HR, our recruitment method was slightly disorganised. Since I have implemented the new policy, we have a much fairer, transparent, and equal recruitment procedure. 
Again, as mentioned in my development record, I am in the process of leading a change in the organisation where we are implementing a new computer system. The change management course gave me some useful insights to consider during this change process which I feel will stand me in good stead to be able to effectively communicate these changes to the relevant people in a clear and concise manner which will increase my influencing skills and lead the project forward, giving employees the confidence in what I’m saying. 
Similarly, the Equality, Diversity and Inclusion course has also helped me with this project as it has encouraged me to think about the team involved and the different parts of the business. Having a variety of ages and backgrounds supports getting the different perspectives that will help take the project forward. 


	Development record




	NAME:
	Nia Davies
	MEMBERSHIP NUMBER:
	[bookmark: _Hlk188913260]86670548

	COVERING THE PERIOD FROM:
	November 2024
	TO:
	January 2025



	Key dates
	What did you do?
	Why?
	What did you learn from this?
	How have/will you use this?
Any further action?

	November 2024

	CIPD Ethical Practice Course

	To support me with my assignment and increase my knowledge on ethical practices in the workplace. 

	I learnt that it’s important to stand up for what you believe in and to always do the right thing. It’s important to speak up and not let more senior roles influence your input.
	I will use this course to make sure I speak up and will look to hold further employee questionnaires 

	January 2025

	CIPD Equality, Diversity, and Inclusion 2025 Course

	I wanted to increase my knowledge on how my organisation can be more diverse and inclusive. As an agricultural merchants, majority of our staff are from agricultural backgrounds and geographically the way our branches are spaced out makes it harder to attract a diverse group of people.
	I feel have a deeper understanding of equality, diversity and inclusion and increased information on harassment, victimisation, discrimination and the protected characteristic.  
	I will use the information I have learnt to review my organisation’s Equality, Diversity and Inclusion policy but more than that I am going to review ways in which we can attract a more diverse workforce.

	January 2025
	ACAS Change Management Course
	My organisation is going through a big change at the moment where we are in the process of implementing a new computer system. I decided to do this course in order to help me gain some extra tips on how to manage that process.
	After doing the course, I am more mindful that different people have different perspectives/ approaches/ needs when it comes to change. 
	I have learnt that it is vital to understand the workforce and their needs which will better equip me when communicating change to employees. 

	January 2025
	ACAS Recruitment and Selection Course
	I am in the process of implementing a more rigorous recruitment and selection procedure. I am the first person to work in HR for my organisation and therefore there are some policies and procedures that need implementing/ updating and our recruitment and selection policy is one of them. 
	I have learnt various areas for consideration when implementing our recruitment and selection policy such as essential documents, for example, job analysis, person specification and the need to have these in place.  and have an increased understanding on the legalities of it.
	Going forward I will take more time to evaluate the business need if a line manager is requesting more staff. I will also be more mindful to ensure our job adverts show fairness and equality. Inductions are also an area for improvement in my organisation and this course has supported me in planning how I will make these improvements. 




Appendix A


Inclusivity
Get to know people as individuals so you can work together more effectively
Nia makes a point of trying to understand all areas of the business and meet people where she can. She doesn’t stay in her office but visits other locations and encourages Teams calls, where she can see and meet new faces. 
Nia seeks to understand what motivates individuals and tries to understand each individual’s life context. 
Valuing diversity
Actively seek and listen to diverse views and opinions
Nia has recently been heading up a change project and has actively sought views and opinions from a wide range of employees including age diversity, length or service diversity and role diversity
Building relationships
Build purposeful working relationships with and collaborate with wider colleagues
This is one of Nia’s strengths. She actively seeks to build relationships at all levels of the business and to collaborate with employees when addressing both everyday and more complex issues.  
Sharing knowledge
Readily share your knowledge and expertise with others to solve problems
Nia is often consulted about how to address issues. She needs to build her influencing skills so that the advice she offers is ‘heard’ by all levels of employees
Conflict resolution
Support others to resolve conflict and build trust before issues escalate
Nia ensures she is available to offer support when resolving conflict and will always look at the wider picture and context. She is not too proud to reach out if she needs support to ensure that she takes a proportionate approach that does not destroy trust and confidence. 
Psychological safety
Encourage others to recognise when they need help, to admit mistakes, and share concerns and ideas
Nia offers one to one support to employees across the business and helps them to talk openly about issues. Nia is self-aware and will readily admit if she has, in her opinion, made a mistake. She will share her concerns and acts as a role model. 

Appendix B

	
Main duties


	1. Dealing with day-to-day HR queries throughout the business – Nia has really grown in confidence in this area and is taking on more and more queries herself without the need for a first or second opinion
1. Advising managers on all aspects of employee relations Nia is doing this more and more. 
1. Monitoring, reviewing and updating all HR policies and ensuring these are in line with current legislation As her role is complex she needs fool proof mechanisms to ensure she doesn’t miss key changes
1. Advising on and supporting employee performance and evaluation processes – this is an area that Nia will gain more knowledge and expertise on during 2025. 
1. Reviewing and updating job descriptions – competent
1. Advising managers on recruitment and selection – growing knowledge and confidence in this area. 
1. Training hiring managers on candidate interview techniques
1. Coordinating the appointment and induction process for new employees including providing contracts and new starter paperwork
1. Monitoring key HR metrics, such as turnover and retention rates, absence rates Work in progress
1. Providing advice and playing a major role in change processes
1. Using HR information systems to access, input and compile data to support management decision making – excellent interrogation skills



	
Personal attributes


	1. A ‘can do’ outcome focused attitude and approach, resourceful and works to make things happen taking others along with them – Nia has great resilience and a sense of humour. She does not give up when faced with resistance. 
1. Excellent communication skills, works effectively within a team, sees the potential in others and understands the impact of their actions on colleagues – Nia does all these things
1. Excellent interpersonal and negotiation skills with the ability to persuade, influence and when appropriate, challenge with tact and diplomacy. – As above
1. A pro-active approach to work and problem solving, and the ability to spot and deal with issues as they occur Nia is developing in this area and is much more confident. She has a big role so needs to use others to support her in this. 
1. A high level of personal integrity, displaying respect and empathy for others Definitely
1. A confidence with the latest technology and able to use technology intuitively. Definitely
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