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AC 1.1 People professionals play a crucial role in shaping organisational success by fostering a positive workplace culture, developing talent, and ensuring ethical, inclusive people practices. In my view, this role goes far beyond administrative tasks; it demands strategic thinking, ethical awareness, and a strong understanding of both people and business dynamics. This modern, values-led approach is one of the key reasons I chose to pursue a career in HR, as I was inspired by the evolving nature of the profession.
Being a people professional today means proactively creating workplace cultures where individuals feel safe, valued, and motivated. It involves much more than drafting policies or monitoring performance – it’s about actively shaping employee experiences that build trust, enhance wellbeing, and drive engagement.
The CIPD Profession Map (2022) outlines three core elements required for success in the people profession. It defines what it truly means to be a modern people professional – not just in theory, but in the day-to-day actions, decisions, and influence we hold at work:
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Figure 1: The CIPD People Profession Map (Alaslani, 2024)
These elements reflect a broader shift from traditional HR functions toward a more strategic, evidence-based approach, reinforcing the profession’s credibility (Whysall et al., 2019). For instance, a people professional might analyse engagement data to spot dissatisfaction trends and collaborate with leaders to introduce targeted wellbeing initiatives – directly linking insight to business results.
A key expectation of people professionals is to act as ethical leaders who promote fairness and integrity (Greenwood, 2021). The CIPD (2022) highlights that ethical practice underpins trust and professional credibility – both essential for organisational success. Ongoing Continuous Professional Development (CPD) is also expected, ensuring practitioners stay informed about emerging trends and evolving best practices (Marchington & Grugulis, 2021).
In conclusion, being a people professional means more than implementing policy – it requires strategic insight, ethical leadership, and a commitment to learning to drive meaningful outcomes for both people and business.
AC 1.2 An effective people practice professional must apply their personal and ethical values consistently to support their work and contribute positively to the organisation. My personal value is empathy, and my ethical value is transparency. These values guide my approach in people practice and help me create a positive environment, especially when working with individuals facing challenges.
Empathy is central to my practice, as shown in my previous role as a Service Manager for a mental health charity. I managed an employee who was initially resistant to change. After learning she was awaiting an autism diagnosis, I adapted my management style to be more trauma-informed, fostering a space where she felt heard and respected. This experience demonstrated that empathy can overcome communication barriers and build trust, key components of people practice. Leaders who show empathy enhance employee engagement and performance by understanding individual needs (Bakker et al., 2008). Empathy also plays a crucial role in conflict resolution and employee well-being, promoting psychological safety and encouraging open communication (Edmondson, 2018).
Transparency is an ethical value I prioritize in my people practice work. As an HR Assistant Business Partner, I made transparency a foundation of my approach. I introduced myself as the first point of contact for managers, openly communicated that I was in a learning phase, and committed to double-checking advice with a mentor. This transparency built credibility and set clear expectations for response times. I also made it clear that while I could offer guidance, I would not dictate actions, as seen in my advice regarding occupational health recommendations. This ethical approach fosters trust and professionalism, which is vital in HR. Transparency has been shown to improve organisational trust and employee engagement, as employees feel valued and that decision-making is fair (Kawamoto, 2024; HRD Connect, 2024).
Empathy and transparency are fundamental values in people practice. They guide my decision-making and help create an environment where employees feel respected and valued. By integrating these values into my HR practices, I aim to foster engagement, trust, and psychological safety, essential for organisational success.
AC 1.3 A key responsibility of people practice professionals is to engage in discussions with clarity, confidence, and well-informed insights to effectively influence others. This skill is essential as people professionals play a crucial role in shaping decisions that impact organisational culture, employee wellbeing, and business outcomes. Being able to influence others ensures that HR practices and policies align with the strategic goals of the organisation. When people professionals offer well-informed, evidence-based recommendations, they foster a positive work environment and enhance employee engagement (CIPD, 2020a).
One critical reason why the ability to influence is vital is that people professionals are often involved in decision-making processes that shape key HR strategies, such as recruitment, performance management, and organisational change. If people professionals lack the ability to influence these decisions, it can lead to significant missed opportunities or ineffective practices. For example, a people professional may struggle to influence leadership to adopt diversity and inclusion initiatives, resulting in the organisation missing the chance to build diverse teams. Diverse teams are widely recognised for driving innovation and improving problem-solving abilities, which directly affect the organisation’s performance (Frost and Kalman, 2016). In the absence of influence, the organisation may fail to tap into these benefits, which could also harm its reputation and competitiveness.
Equally, when people professionals are unwilling or unable to influence others, the consequences can be significant. If they lack confidence or struggle to communicate their points clearly, they risk being sidelined in critical discussions, leading to missed chances for improvement. For example, without asserting influence on employee wellbeing initiatives, people professionals may fail to address important mental health concerns. This oversight can lead to high levels of absenteeism, increased turnover, and a decline in employee morale (Kew and Stredwick, 2013).
As Mel Green (CIPD, 2019a) notes, HR professionals serve as the ‘ethical conscience’ of the organisation, linking management and employees. Their responsibility to influence decisions ensures that the organisation aligns with ethical standards and organisational values, especially when faced with sensitive or challenging situations.
People professionals must contribute confidently and clearly to discussions to influence decisions that shape the future of the organisation. Their ability to influence not only ensures that HR practices align with organisational goals but also helps to create a healthy, productive workplace where employees feel respected and valued.
AC 1.4 As a people practice professional, it is essential to know when and how to address unethical or illegal matters. This requires professional courage and adherence to ethical standards, as emphasized in the CIPD Ethics and the Role of HR Factsheet (CIPD, 2020a). The process for handling both unethical and illegal matters involves clear steps.
When faced with unethical behaviour, such as favouritism in recruitment or promotions, the first step is to assess the situation. For example, if a manager selects candidates based on personal connections rather than merit, I would review recruitment records, compare candidate qualifications, and speak with the parties involved to determine whether bias influenced the decision. After gathering evidence, I would raise the issue with the relevant senior manager, suggesting ways to address the situation and recommending a review of recruitment practices to align with equality, diversity, and inclusion policies. As Taylor and Woodhams (2022) note, HR professionals play a crucial role in safeguarding ethical conduct.
In the case of illegal conduct, such as a data protection breach, the steps are more urgent. For example, if a staff member discloses sensitive client information without consent, this would breach the Data Protection Act 2018 and GDPR. The first step would be to gather details from the complainant and document the incident. Following this, I would follow the formal reporting process, notifying the Data Protection Officer (DPO) and compliance teams. The incident would be investigated in line with organisational policies and legal obligations, involving interviews and reviews of digital records. If a legal violation is found, the matter would be escalated to the Information Commissioner’s Office (ICO).
After the investigation, I would ensure the offending staff member receives appropriate data protection training, and if necessary, disciplinary action would be taken. As Rees and French (2013) assert, HR professionals should provide guidance and support to address legal issues in line with company values.
In both scenarios, swift and professional action is crucial to protect the organisation’s integrity, uphold its reputation, and ensure compliance with legal and ethical standards.
AC 2.1 Creating a workplace where employees feel included, valued, and fairly treated significantly enhances both individual well-being and organisational success. Contemporary HR practices often draw upon foundational theories, such as Herzberg's Motivation-Hygiene Theory and Maslow's Hierarchy of Needs, to inform strategies that foster such an environment. Integrating these theories into modern HR practices not only supports employee satisfaction but also drives business performance (Armstrong and Taylor, 2023).
Herzberg's Motivation Theory identifies two factors that influence employee motivation: hygiene factors and motivators. Hygiene factors, such as company policies, salary, and relationships with peers, prevent dissatisfaction but do not contribute to job satisfaction. Motivators like recognition and growth opportunities, on the other hand, drive job satisfaction and enhance performance (Indeed, 2023). In my own career progression, moving from a Case Worker to Senior Case Worker, and then to Service Manager in a mental health charity, I experienced how growth opportunities can drive motivation. As I was given more responsibility and received recognition, my job satisfaction and performance greatly improved. This sense of growth positively impacted my team as well. I encouraged team members to take on leadership roles and pursue professional development, which created an environment where they felt recognised, leading to increased engagement, motivation, and performance.
Maslow’s Hierarchy of Needs (1943) outlines a five-tier model of human needs, starting with physiological needs and progressing to self-actualisation. At the core is belongingness, the need for relationships and a sense of connection. In the workplace, meeting this need through inclusion and fair treatment boosts job satisfaction and performance (ClearCompany, 2022). As a Service Manager, I organised a workshop for the full team, setting up small groups to practice support plans and risk assessments. This was especially important as we had new team members, and consistency was key. During the session, I observed team members not only collaborating but actively encouraging each other. This mutual support boosted their confidence and motivated them to take initiative, creating a positive group dynamic. As a result, the team’s overall performance improved, and employees felt more comfortable sharing ideas and offering support.
Although Herzberg and Maslow both address employee motivation, they focus on different aspects. Herzberg emphasizes environmental factors, while Maslow stresses psychological needs. Maslow’s model provides the foundation for creating an inclusive environment that allows Herzberg’s motivators, such as recognition and responsibility, to take effect, leading to higher performance and satisfaction.
Inclusion and fair treatment benefit both employees and the organisation. Kew and Stredwick (2013) show that inclusive organisations experience higher engagement, lower turnover, and greater productivity. From my experience, when employees feel respected and valued, they are more likely to stay and contribute to the organisation’s success. The introduction of inclusive practices, such as feedback loops and mental health support, led to improved engagement and a positive work culture.
Herzberg's Motivation Theory and Maslow’s Hierarchy of Needs demonstrate why inclusion is vital in the workplace. When employees feel valued and included, both individual well-being and business performance improve, creating a thriving work environment (Taylor and Woodhams, 2022).
AC 2.2 Building on Maslow’s Hierarchy of Needs and Herzberg’s Motivation-Hygiene Theory, inclusive people practice initiatives must address employees' psychological needs and environmental factors affecting job satisfaction. As an HR Assistant Business Partner, I would design an inclusive real-time feedback and recognition platform to foster inclusivity in today’s hybrid work environment. This platform would allow employees to give and receive feedback in real-time, encouraging open communication and recognition. Based on Maslow's Hierarchy, this platform meets employees' belongingness needs, helping foster connection and inclusion, which are essential for motivation and job satisfaction (Indeed, 2023). From my experience as a Service Manager, I saw that employees often felt closed off in traditional 1:1 HR meetings. The platform would provide an alternative for employees to express their views, removing the pressure of formal meetings (CIPD, 2019c). This platform would also be particularly beneficial for neurodivergent employees who may find traditional, face-to-face communication overwhelming and recognises not everyone processes or expresses information the same way (Speakap 2023).
Creating inclusive initiatives requires understanding the diverse needs within the workforce. ACAS (2021) recommends involving employees in the design process to ensure policies address these needs. In this case, feedback would be gathered via surveys or focus groups to identify employees' preferences. The platform would ensure equal access, especially for remote or flexible workers, to promote inclusivity. Additionally, drawing from Herzberg’s Motivation-Hygiene Theory, the platform would address both hygiene factors (e.g., accessibility) and motivators (e.g., feedback and recognition), fostering an environment that promotes engagement and satisfaction.
After implementation, checking inclusivity involves tracking participation and engagement metrics and gathering qualitative feedback. CIPD (2019c) stresses the need to measure inclusion both individually and organisationally. I would monitor how different demographics engage with the platform and gather feedback to ensure employees feel heard and valued. If participation is low in specific groups, I would work with managers to identify barriers and adjust the platform to ensure inclusivity (ACAS, 2021).
Challenges include ensuring comfort for employees from diverse backgrounds, particularly those less familiar with technology. To address this, I would offer training sessions and ensure the platform is user-friendly. Another challenge is recognition bias, where certain individuals might receive more recognition than others. To combat this, I would implement a system tracking recognition equity to ensure fair acknowledgment for all employees.
A real-time feedback and recognition platform not only fosters an inclusive environment but also improves engagement, reduces turnover, and promotes collaboration, driving overall business success (CIPD, 2019b; ACAS, 2021).
AC 2.3 Reflecting on my ability to work inclusively and build positive relationships, I draw on both my current experiences and past challenges, which have significantly shaped my approach to people practice. In my recent appraisal, it was noted that I have a positive attitude towards my role and development, which has helped me build effective working relationships with managers and colleagues. My proactive approach in engaging with managers and providing solutions to their queries was highlighted as a strength. The feedback also emphasized my openness with both my manager and the teams I support, ensuring that I am approachable and collaborative in my interactions.
One example of this is how I manage my relationships with managers, including those I support in challenging areas such as sickness absence and grievance cases. I aim to provide practical, clear advice while also ensuring that I am empathetic to the pressures they face. By staying approachable and responsive, I’ve been able to maintain positive working relationships even in situations where the advice provided may not have been well-received initially.
However, I’ve also faced challenges that have helped me develop a more inclusive and resilient approach to my work. In my previous role as a Service Manager, I experienced bullying from a colleague, who made personal comments about my age and appearance. Although these experiences were difficult, they taught me the importance of maintaining professionalism and addressing issues directly. I learned to manage such situations without compromising my leadership, ensuring that I continued to foster positive relationships within the team.
More recently, I encountered a challenging situation with a Services Manager, where my support was met with frustration. Despite providing adequate guidance, the manager expressed dissatisfaction in emails. I responded professionally by addressing the issue in writing and then arranged a face-to-face meeting to resolve the situation. This experience reinforced my ability to stay calm and constructive when dealing with difficult personalities.
Overall, the feedback I received in my appraisal, combined with my own reflections, has reinforced my commitment to working inclusively and positively with others. I continue to strive for a balanced approach, combining professionalism with empathy, and I am focused on further developing these skills through ongoing feedback and learning.
AC 3.1 The role of the people professional has evolved significantly due to global competition, digital transformation, and changing workforce expectations. To stay relevant, HR practitioners must continuously adapt their skills and embrace emerging trends.
A key development is the growing use of data and technology in HR. People professionals are expected to use data analytics to inform strategies, enhance employee experience, and improve performance. McKinsey (2021) suggests people analytics is vital for talent management and organisational change. Automation also frees up time for more strategic activities, such as employee engagement and shaping organisational culture.
Post-COVID-19, flexible and hybrid working models have become standard. This shift requires HR professionals to support dispersed teams and foster a sense of belonging in digital environments. The CIPD’s People Profession 2030 report highlights that HR must drive change while maintaining a strong focus on employee wellbeing (CIPD, 2020b).
Ongoing professional development is essential in this evolving landscape. To stay ahead, people practitioners must focus on several key areas:
1. Technology and Data Analytics – To develop expertise in HR systems and make evidence-based decisions (McKinsey, 2021).
2. Agile HR Practices – To adapt to organisational change through upskilling in change and project management (CIPD, 2020b).
3. Diversity, Equity, and Inclusion (DEI) – To promote inclusive practices and manage increasingly diverse workforces (CIPD, 2020b).
4. Employee Wellbeing and Mental Health – To support employees through flexible work arrangements and wellbeing initiatives.
These areas are reflected in my CPD Plan. I’ve committed to completing an E-HRM course, Agile HR training, DEI workshops, and a Mental Health First Aid qualification. These activities will ensure I continue to grow as a future-focused, inclusive HR professional.
As the profession becomes more strategic and dynamic, I’m committed to developing the skills required to support both employee wellbeing and organisational success.
AC 3.2 In assessing my strengths, weaknesses, and development areas based on my role as a HR Assistant Business Partner, I have drawn from both my own reflections and feedback provided in my recent appraisal.
One of my key strengths is my proactive approach to building professional relationships, as noted in my appraisal. I maintain a positive attitude towards my role and its challenges, drawing on my previous management experience to adapt quickly to my HR advisory responsibilities. I have also been commended for my ability to seek out solutions before consulting my mentor, Kim, and for effectively managing multiple responsibilities. Additionally, I have managed to balance my ongoing studies, particularly my CIPD Level 5, with my work, which is critical for my professional development.
A challenge I have faced is managing difficult relationships with certain managers. In particular, I have encountered some frustration with a manager, where the support I provided was met with criticism despite my efforts. This has been a learning curve in managing expectations and responding professionally to such situations. I need to focus more on addressing difficult interpersonal dynamics while maintaining a positive and professional tone.
Moving forward, I recognise the importance of further developing my HR advisory skills in areas such as secondments, recruitment salaries, and potential redundancies, as these are areas where my exposure has increased. Also, my development in managing difficult conversations and ensuring I maintain professional relationships during challenging situations will be crucial. I also aim to expand my involvement in corporate projects, such as the in-house agency project, which will further enhance my experience and visibility within the organisation.
Overall, this assessment highlights my strengths in proactive relationship-building and time management, while pointing to specific areas such as managing difficult conversations and expanding my expertise in HR advisory practices as focal points for my continued growth.
AC 3.3 Based on my self-assessment, I have identified a range of formal and informal CPD activities to support my ongoing development, focusing on communication, conflict resolution, and managing expectations.
I have selected conflict resolution and assertiveness training to address challenges in managing difficult interpersonal situations. This will help me improve my communication skills, assert boundaries, and handle challenging conversations with confidence. The formal nature of the training, with practical role-play, will ensure I can apply the skills directly to my role.
Continuing with my CIPD Level 5 qualification is essential for my professional growth. This qualification will deepen my knowledge in areas such as organisational performance and culture, which are directly relevant to my current responsibilities and future opportunities. I will continue to manage my study time effectively, utilizing tutor support as needed.
Mentorship will provide valuable insights into managing complex HR issues and enhance my leadership skills. Regular one-to-one meetings with a senior HRBP will allow me to discuss challenges, receive feedback, and gain real-world advice, especially in areas like stakeholder management and conflict resolution.
I plan to engage in peer learning and shadowing opportunities to gain practical experience in handling difficult HR situations. Observing experienced colleagues in action will help me refine my communication skills and improve my ability to manage high-stakes conversations.
A workshop on time management and prioritisation will help me further enhance my ability to manage multiple tasks and pressures, particularly as my portfolio expands. This formal training will provide structured techniques to improve my efficiency and reduce stress.
These CPD activities are designed to address my development areas, offering a mix of formal qualifications, structured training, and informal learning, ensuring continuous professional growth.














AC 3.1 and AC 3.3

	
Development plan




	NAME:
	Keera Crabb
	MEMBERSHIP NUMBER:       
	8936430


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

	How to integrate HR technology to streamline HR processes and improve decision-making through data.

	Enroll in an electronic Human Resource Management training course to develop skills in HR systems and their application in managing employee data.
	Access to online learning platforms offering HR technology courses and possibly guidance from my HR team for practical applications within my organisation (i.e. linking in with the Employee Services Team, specifically our Resource Link team which is the current HR technology we use).
	Certification and the ability to use HR technology systems effectively in my day-to-day work.
	October 2025.

	How to use agile ways of working in HR so I can respond to change more quickly and make HR processes more flexible.
	A course on Agile HR that teaches the main ideas, like working in short cycles and using regular feedback to improve HR work.
	Access to an accredited Agile HR training provider, reading materials on agile principles, and time allocated from work to attend training.
	Completion of the course with a clear understanding of agile frameworks, and the ability to incorporate these methodologies into HR practices within my team.
	July 2025 with the goal of completing the course by that date.

	To enhance my knowledge of diversity, equity, and inclusion (DEI) strategies to promote a more inclusive work environment and tackle unconscious biases.
	Attend DEI workshops and webinars to gain insights into practical strategies for promoting inclusivity within my team and organisation.
	Attend DEI workshops and webinars to learn practical ways to promote inclusion within my team and the wider organisation. I also plan to link in with our DEI team and use the Council’s Strategic Equality Plan 2024–28, which outlines how we meet our responsibilities under the Equality Act 2010 and the Specific Duties for Wales.
	Active participation in the workshop with clear action points to apply DEI practices in my role. Demonstrating practical changes within my team or department.
	October 2025, aiming to attend at least two workshops by that time.

	To learn how to identify signs of mental health issues in employees and how to provide immediate support to maintain a mentally healthy workplace.
	Complete a Mental Health First Aid (MHFA) certification course to develop the skills necessary to support colleagues' mental health needs.
	Access to a licensed MHFA trainer or course provider, potential funding from the company, and support from the my manager to integrate learning into the workplace. Link in with our Employee Wellbeing team and the Mental Wellbeing pages on the Intranet.
	Successful completion of the MHFA training (certificate) and the ability to apply learned skills in supporting colleagues and creating a more supportive work environment.
	July 2025.

	To strengthen my leadership skills, focusing on how to lead teams effectively, drive strategic decisions, and foster an inclusive and motivated work culture. I also want to develop a coaching style of leadership, as I’ve noticed that managers often come to me with the same queries instead of using the resources available on our Intranet. Developing my coaching skills will help me guide them to become more independent and confident in finding information themselves.
	Participate in a leadership coaching program that helps me build skills in areas like strategic thinking, team leadership, and influencing change within the organization.
	Access to a professional coach or coaching program (on our e-learning platform ThinQI), time to dedicate to coaching sessions, and support from senior leadership to align coaching outcomes with organisational goals. In addition to the formal leadership coaching program, I will listen to podcasts focused on leadership and HR trends, such as ‘The HR Happy Hour Podcast’ and ‘The People Ops Podcast,’ to stay informed and reflect on best practices in HR.
	The success will be measured by improved leadership abilities, enhanced decision-making skills, and receiving positive feedback from peers and supervisors regarding my leadership impact.
	October 2025.

	To expand my professional network, gain insights from peers, and stay informed on the latest trends in HR by attending CIPD networking events.
	Attend CIPD networking events, webinars, and conferences to engage with other HR professionals, share experiences, and learn from industry leaders.
	Access to CIPD events, time allocated from my work schedule, and possibly funding from the organisation to attend national or regional events.
	Success will be measured by the number of events attended, the quality of networking connections made, and the application of new insights or best practices learned from these events to improve HR practices in my organisation.
	Review my progress every 6 months, with a goal of attending at least two networking events or webinars by the end of 2025.

	To improve my ability to handle difficult conversations, manage conflict effectively, and assert boundaries in professional relationships.
	Enrol in a formal training course focused on conflict resolution (available on ThinQi) and assertiveness, which will provide practical tools and techniques for managing difficult conversations.
	Access to a relevant training course or workshop (either in-person or online) that focuses on conflict management and assertiveness.
	Success will be measured by successfully completing the training, demonstrating confidence in applying the techniques in real-life situations, and receiving feedback on improved handling of difficult conversations.
	October 2025.

	To deepen my knowledge in HR, particularly in organisational performance, culture, and other key HR areas relevant to my role.
	Continue with my CIPD Level 5 qualification, completing assignments on time and engaging in regular discussions with my tutor to ensure I am progressing well.
	Access to study materials, support from my tutor, and guidance during assignments. Regular check-ins with my tutor will be key to staying on track.
	Completing the qualification on time, achieving at least a ‘Pass’ grade for assignments, and demonstrating a deeper understanding of HR principles through the application of learning.
	January/February 2026

	To improve my leadership and advisory skills by learning from an experienced HR Business Partner, particularly in handling complex HR situations and managing senior stakeholders.
	Arrange regular one-on-one meetings with a senior HRBP to receive mentorship and feedback on my practice, focusing on developing solutions for complex HR issues. Continue with my mentorship.
	Support from a senior HRBP who is willing to mentor me and provide guidance on specific challenges I encounter in my role.
	Success will be measured by the feedback I receive from my mentor, the application of their guidance to real-world situations, and an improvement in my confidence and ability to handle complex HR issues.
	October 2025 (ongoing).

	To learn from the experiences of colleagues, particularly how they handle difficult conversations or complex HR scenarios.

	Seek opportunities for peer learning and shadowing experienced HR professionals within the organisation to observe their practices and gain insights into best practices for handling HR situations.
	Colleagues who are open to peer learning and shadowing, as well as opportunities to observe their practices in real-time.
	Success will be measured by the knowledge gained from shadowing, the insights I apply to my own practice, and feedback from colleagues on how well I’ve integrated the learning.
	October 2025 (ongoing).

	To further develop my time management and prioritisation skills, particularly as my portfolio expands and demands increase.
	Attend a formal workshop or online course focused on time management and prioritisation techniques to improve my efficiency and reduce stress in managing my workload.
	Access to a professional development course that focuses on effective time management and prioritisation. Tools such as a diary and One Note.
	Success will be measured by the application of the techniques learned to better manage competing priorities, leading to reduced stress and increased productivity.
	July 2025.
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Development record
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	Key dates
	What did you do?
	Why?
	What did you learn from this?
	How have/will you use this?
Any further action?

	February 2023




























	I attended the Leadership and Management Programme, which covered a wide range of topics, including Employment Law, People Management & Development, and Risk & Regulation. The programme included one-to-one tutorials, bespoke masterclasses, and organisation-wide rollouts. Specific areas of focus included absence management, bullying and harassment, conducting investigations, performance management, stress management, and GDPR.
	I wanted to enhance my leadership and management skills in both my current role and future HR roles. The knowledge gained was essential for handling a wide range of HR-related issues, from employee relations to compliance with legal regulations.
	I learned how to handle sensitive issues such as bullying and harassment, conduct thorough investigations, and apply employment law principles, including in areas such as absence management and performance management. Additionally, I gained insights into managing stress, communication techniques, and navigating GDPR and social media responsibilities.

At work, this programme has helped me develop a more structured and legally compliant approach to HR practices. It has also made me more confident when advising colleagues on HR-related issues. I feel better equipped to handle challenging situations with a clear understanding of the legal and ethical considerations involved. In life, this training has also made me more mindful of fairness, equality, and respect in my interactions with others. It has improved my ability to communicate with impact in both personal and professional settings.
	I have applied this knowledge in my current HR role by ensuring that HR procedures are followed consistently and with sensitivity to legal requirements. I have used these skills when dealing with disciplinary and grievance issues, as well as in performance management and sensitive conversations with staff.

I plan to continue building on this knowledge by seeking further professional development in HR law and management, especially in areas related to equality, diversity, and family-friendly policies. I will also continue to reflect on these learnings in my day-to-day work, ensuring that I provide fair and consistent advice to managers and employees.


	September 2024
	I participated in a Mock Grievance and Disciplinary Experience, where I gained practical experience in handling grievance and disciplinary cases, from investigation to resolution.
	I wanted to improve my practical skills in managing grievance and disciplinary procedures to ensure I can confidently handle these situations in my current HR role as although I had been an Investigation Officer for a gross misconduct investigation (allegation was threat of physical violence) when I was a manager, I had not had anything more in-depth and this would be a requirement for my HR Assistant Business Partner role.
	I learned the importance of a fair, thorough, and impartial investigation process. I also gained a deeper understanding of the legal and ethical considerations when managing grievance and disciplinary cases, as well as the importance of clear communication and documentation.

At work, this activity has improved my ability to stay impartial, organised, and consistent in handling disciplinary matters. It has helped me become more confident in providing advice and guiding managers through complex processes. Outside of work, it has enhanced my communication skills, making me more assertive and clear in both personal and professional interactions. I’ve also become more conscious of how sensitive situations are handled, ensuring fairness and respect for everyone involved.
	I plan to use these skills when advising managers on how to handle similar situations and in applying best practices in grievance and disciplinary matters. I have already used this experience in supporting managers with disciplinary cases.

I plan to review case studies and seek further mentorship or training on complex grievance cases to continue refining my ability to handle these issues effectively.

	June 2022 – January 2024
	During my time as a Service Manager, I engaged in reflective practice sessions where I met regularly with our Trauma Informed Psychologist to reflect on cases, challenges, and my professional development. These sessions provided an opportunity to discuss both personal and work-related challenges, as well as how to improve service delivery.
	I wanted to develop a deeper understanding of my leadership style, enhance my emotional resilience, and improve my ability to manage difficult situations in a high-stress, emotionally charged environment. These sessions also aimed to help me maintain a work-life balance and prevent burnout.
	I learned the value of self-reflection in improving both personal and professional growth. The sessions helped me develop coping strategies for managing stress and build emotional resilience, which was crucial for leading a team in a mental health setting. Additionally, I gained a better understanding of my leadership approach and how I can improve my communication and decision-making.

At work, these sessions have significantly impacted my behaviour by making me more self-aware of how I communicate, particularly in stressful or conflict-heavy situations. I’ve found that by taking a moment to reflect before responding, I’m more measured and thoughtful in my decision-making. In life, this practice has helped me develop healthier boundaries and a better understanding of my emotional responses, reducing stress and increasing my overall well-being. Reflective practice has helped me manage my mental health better, especially in high-pressure environments, leading to improved focus and productivity.
	I have continued to apply reflective practice in my HR role by regularly reflecting on my approach to HR issues, such as conflict resolution and employee performance management. I have also used the insights from these sessions to improve my work-life balance and manage stress more effectively in my current role. For example, I’ve become more mindful in how I handle sensitive situations and have noticed a positive shift in how I engage with colleagues and staff. It has made me more patient, empathetic, and open to feedback, which has enhanced my effectiveness as an HR professional.

I plan to continue reflective practices in my professional life, including seeking peer support and mentorship to further enhance my leadership capabilities. I also intend to encourage reflective practices within my team to promote continuous learning and development. Personally, I will continue using these techniques to manage my personal life more effectively and reduce stress.
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