AC1.1 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 
The primary goal of the people profession is championing better work and working lives. (CIPD, 2024) 
 According to Armstrong, (2020) this involves shaping roles, creating opportunities, and building organisations and environments that empower individuals to perform at their best, drive exceptional organisational outcomes, support economic growth, and establish fair, inclusive, and meaningful work as a societal standard.  
According to CIPD, (2023) the people profession enhances value by empowering individuals, driving organisational achievements, and advancing societal progress. It enables employees to realise their potential, aligns HR strategies with business goals, and promotes fairness, inclusion, and well-being. 
 By cultivating supportive and inclusive work environments, it increases productivity, innovation, and employee satisfaction, contributing to sustainable economic growth. Ultimately, the profession advocates for ethical practices and quality work, fostering a healthier, more equitable, and prosperous society. 
An HR or people professional is responsible for leading and supporting an organisation's workforce. (CIPD, 2017) 
Taylor and Woodhams, (2022) states that a “professional is a member of a profession” and argue you are recognised as a professional when you join a professional organisation, such as the CIPD. This membership demonstrates your dedication to the standards, ethics, and ongoing development required in your field. 
With reference to the core behaviours and core knowledge of the CIPD Profession Map HR professionals responsibilities involve recruiting and inducting new staff, assessing the need for training and providing development programs, employee relations management, labour law compliance, performance management, payroll and benefits administration, writing HR policies, workforce planning, and promoting equality and diversity. (CIPD, 2024)  
Their role is important in building a positive working environment, boosting employee satisfaction, and helping the overall success of the organisation. (CIPD, 2023) 
The CIPD Profession Map illustrates that HR is more than just a collection of separate tasks; it is deeply connected to broader professional competencies, ethical principles, and leadership behaviours that shape the HR field. It offers a framework for HR professionals to enhance their skills and align with the values and goals of the organisation. (An, 2021) 
Adhering to the code of conduct within a profession is important and determines whether people professionals can help each other to maintain trust and credibility. It ensures that they act consistently and ethically to create a positive culture in the workplace. (The HR Dept, 2023) 
 
AC1.2. 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.)   
There are many personal values in people practice a HR professional can relate to. These include integrity, fairness, respect and empathy.  
Fairness means that there is an equal approach to all. For example, an HR professional can demonstrate it by ensuring that promotion and payment for performance, or recognition for anything for that matter, are merit-based without personal biases or popular group feeling. (CIPD, 2024) 
Fairness in HR practices is manifested in actions such as ensuring that recruitment is not biased, company policies are applied consistently, and there is equal pay for equal work. It involves impartial performance appraisals, clear opportunities for career development, and flexibility in work arrangements to accommodate employees with personal problems. (Armstrong and Taylor, 2014) 
Fairness also entails the amicable resolution of conflicts, making decisions openly, and giving all employees equal opportunities regarding resources and development. Moreover, the HR department facilitates an enabling environment for people with disabilities and ensures that all employees are treated with respect, equity, and justice. (CIPD, 2021)  
Fairness in human resources is important to me, as it builds trust, increases morale, maintains legal standards, promotes diversity, and contributes to organisational success. For me, it creates an environment where employees feel valued and motivated, which benefits both the individuals and the organisation as a whole. Prioritising fairness as an Assistant HR Business Partner in my opinion, helps create a respectful and motivated workplace. 
To conclude personal values help create a sense of purpose and direction, both personally and professionally. They ensure that our actions are consistent with who we are and what we believe in, leading to a more authentic and fulfilling life. 
Ethics play a vital role in shaping the behaviour and decision-making processes of people professionals. Ethical values in human resources are the guiding principles that will help HR professionals in interactions, policies, and decision-making processes to ensure fairness, integrity, and respect are upheld within the workplace. (CIPD, 2023) 
For example, Integrity is crucial for HR professionals as it forms the basis for trust, guides ethical decision-making, and fosters a positive organisational culture. 
Folkman, (2020) argues integrity helps in building trust between HR and employees. Honesty, transparency, and fairness on the part of HR help employees feel secure and supported. This trust is essential for effective communication and boosting employee engagement. 
Furthermore, Integrity builds trust between HR and employees. When HR shows honesty, transparency, and fairness, it helps employees feel secure and supported. This is a very important constituent of effective communication and helps in improving employee engagement. (CIPD, 2022) 
This is evident during the recruitment process by fostering integrity it means being transparent with the recruitment process. In short, it includes spelling out requirements for a particular post a person has applied for, candidate feedback regarding their application, and informing them of their fate according to merit and without undue influence or partiality. In this way, the trust is gained and upheld through them. (Sayed, 2022) 
AC1.3 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. 
Informed, clear, and confident communication is a core enabler for people professionals to influence decisions, engender trust, solve problems, and promote open debate. (CIPD, 2023) 
The importance of informed communication in HR is supported by numerous studies and HR principles. Good decisions can only be made through effective communication with the right data to back them up; this ensures that policies and actions are based on fact and reflect the needs of the organisation. (Armstrong, 2020) 
People professionals present ideas persuasively to implement positive change and ensure that their views are heard. This will build credibility, promote inclusive debate, and result in innovative solutions with evidence-based accuracy. For example, HR professionals must effectively convey job responsibilities, performance expectations, and company policies to ensure employees have a clear understanding of what is required of them. This promotes alignment and minimises the risk of misunderstandings. (Harper, 2023) 
Regular contribution to discussions also enhances the ability to communicate, driving personal growth and professional development. Mastering these competencies helps people professionals make a difference and attain results in their organisations. 
With reference to the CIPD professional map, courage and influence are essential qualities that enhance communication within human resources. This means confidently challenging decisions, persuading stakeholders, building relationships, and learning from mistakes to enhance decision-making. (CIPD, 2024). 
The lack of ability to influence others, especially in a professional setting, can lead to various adverse effects for both individuals and organisations where good practice is not followed. For example, Plouffe, (2012) argues that effective leadership is deeply rooted in the capacity to influence teams, foster engagement, and inspire action. Without this influence, leaders may find it challenging to motivate their teams, leading to low morale, disengagement, and lack of performance.  
Without the courage to challenge wrongdoing, unethical practices can continue, eroding trust and integrity. A lack of influence can undermine HR's credibility, causing employees and leaders to lose confidence. Ineffective persuasion can lead to poor decisions, making it hard to implement fair and ethical policies. (People Management, 2021) 
Institute of Directors, (2024) demonstrates an example of organisations behaving unethically.  Between 1999 and 2015, the Post Office's defective Horizon IT system led to the unjust prosecution of over 700 sub-postmasters on charges of theft and false accounting. This case has been described as "the largest miscarriage of justice ever seen in the UK."  
According to the BBC there were many implications following this scandal such as financial cost to taxpayers. The UK government has earmarked hundreds of millions of pounds for compensating those wrongfully convicted, which will impact the Uk taxpayers. (Seddon, 2024) 
 
AC 1.4 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). 
According to Forbes Business Development Council addressing unethical matters at work is crucial for maintaining integrity and trust. (Expert Panel, 2025) 
For example, If I was to observe unethical behaviour in the workplace such as, a colleague manipulating financial records I would gather and document the evidence, keep detailed records of the unethical behaviour, including dates, times, locations, and any witnesses then report the incident to my manager or the compliance department. 
I would ensure to adhere to the company's whistleblowing policy, and code of conduct to safeguard myself as whistleblowing involves exposing unethical, illegal, or harmful actions taking place within an organisation. (CIPD, 2024) 
Deontological ethics would stress my obligation to report this behaviour, as it is fundamentally wrong to let dishonesty go unaddressed. (Young,2023) 
A high-profile case demonstrating unethical behaviour is the Volkswagen emissions scandal, widely known as "Diesel gate,". This was exposed after the U.S. Environmental Protection Agency (EPA) revealed that the company had used software to manipulate emissions tests in its diesel cars. Approximately 11 million vehicles around the world were impacted, resulting in substantial financial penalties, numerous legal proceedings, and severe damage to VW's reputation. Customers who purchased VW vehicles with the expectation of owning environmentally friendly, compliant cars were misled, resulting in a loss of consumer trust. (Leggett, 2018) 
Dealing with illegal issues in HR necessitates thorough documentation and strict compliance with company policies and legal obligations. It is crucial to respond swiftly and responsibly to resolve these matters. (CIPD, 2019) 
For example, if I was to witness illegal matters in the workplace such as property theft, I would initially collect evidence of the theft, such as surveillance footage and witness statements, and understand what was stolen and when.  
As an HR business partner, I would review our company's theft policies and procedures and address the issue with the involved employee and conduct an internal investigation. The investigation would include interviewing witnesses, review evidence, and document findings fairly.  
Based on the investigation, I would consider disciplinary actions like termination or legal action. I would continue to work with senior management to enhance security, conduct regular audits, and train employees on theft policies to prevent future incidents. (ACAS, 2022) 
In 2016, The Guardian exposed that Sports Direct's warehouse employees faced exploitative conditions. Many on zero-hour contracts endured unpaid work, excessive surveillance, and penalties for taking breaks. (Butler, 2017). 
The scandal resulted in public outrage and legal scrutiny.  A parliamentary inquiry was initiated to investigate the treatment of workers, highlighting major concerns regarding the company's corporate governance and its handling of employee welfare. (BBC, 2016) 
 
AC 2.1 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 
According to Carr et al., (2019) creating a workplace where employees feel included, valued, and treated fairly brings substantial advantages for both individuals and the organisation.  
Personally, it boosts mental health, job satisfaction, overall well-being, and social connections, while also enhancing engagement and morale.  
For businesses, it results in higher productivity, better job performance, lower turnover rates, and reduced absenteeism, leading to cost savings and a stronger company reputation. (Investors in People, 2019) 
Additionally, an inclusive environment fosters diverse ideas, driving innovation and creativity. Ultimately, this kind of culture cultivates a more positive and collaborative work atmosphere. (CPHQ, 2023) 
Inclusivity involves embracing all individuals and providing equal access to opportunities and resources, irrespective of their backgrounds, abilities, or circumstances. The goal is to foster an environment where every person feels recognised, respected, and free from exclusion. (Inclusive Employers, 2022) 
David Rock’s SCARF model highlights five key factors which are, Status, Certainty, Autonomy, Relatedness, and Fairness. These 5 factors influence social behaviour in the workplace. Valuing employees' contributions enhances their status, clear communication provides certainty and giving employees control fosters autonomy. Promoting social connections improves relatedness, while ensuring fair treatment builds trust and reduces turnover. By addressing these areas, organisations can create an inclusive, supportive environment that benefits both employees and the business. (Mind Tools, 2008) 
Abraham Maslow’s Hierarchy of Needs theory identifies five tiers of human needs: physiological, safety, social belonging, esteem, and self-actualisation. When applied in the workplace, this framework can greatly enhance employee satisfaction and business performance by fostering a sense of value and inclusion among staff. (Bitesize Learning, 2024) 
Meeting the needs of employees, as described in Maslow's Hierarchy of Needs, pays off for employees and companies alike. Employees benefit by having basic physiological and safety needs met so that they are healthy and less stressed. The development of a sense of belonging, recognition of accomplishments, and opportunities to grow spur motivation, morale, and job satisfaction. For the company, applying this theory means greater productivity, better job performance, reduced turnover, and more innovation. A positive and inclusive workplace contributes to a company's good reputation, helping to attract and retain the best talent with more ease. (Komninos, 2019). 
 
AC 2.2 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 
As an Assistant HR Business Partner for Carmarthenshire County Council, I am involved in initiatives related to the 2026 waste service change. I assist in the consultation process between employees, trade unions and stakeholders, ensuring it is inclusive and that all employees have the chance to provide their feedback. (D’Alessio, 2024) 
The initiative involves all employees in the decision-making process for the 2026 change in waste services, ensuring that diverse voices are heard. We use various communication channels, such as meetings, surveys, and focus groups, and incorporate employee feedback to foster transparency. Clear, jargon-free language is used to ensure understanding, and participation will be monitored for equitable involvement. The goal is to implement the change fairly and inclusively, enhancing employee satisfaction and support. (Acas, 2021) 
To monitor and track that consultations on the waste service change are inclusive we ensure that all employee groups are represented and have equal access to communication channels, such as meetings, surveys, and focus groups. (CIPD, 2020) 
We provide various ways for employees to share their opinions, like anonymous surveys or one-on-one meetings, to ensure those who may feel uneasy speaking in large groups can still participate. (Linkedin.com, 2024) 
By using accessible language, and monitoring participation by demographics ensures that all employees can contribute. 
Carmarthenshire County Council assess the ways in which the feedback from the consultation is fed into the decision-making. This will show if the employees' opinions were truly taken seriously and if their input has led to tangible changes in the waste service initiative. 
By consistently applying these practices, Carmarthenshire County Council can ensure a fair and effective consultation process has been met.  
 
AC 2.3 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 
In an Assistant HR Business Partner role, working inclusively and building positive relationships involves fostering a supportive, respectful environment where all employees feel valued. 
I feel promoting inclusive recruitment by utilising diverse job boards, collaborating with organisations that support underrepresented groups, and crafting job descriptions that highlight inclusivity demonstrates my competence in working inclusively within my role. This approach contributes to building a diverse workforce and enables stronger connections with employees from different backgrounds.  
On 14th November 2024 I facilitated a session with the Carmarthenshire Youth Panel to gather their perspectives on recruitment, particularly regarding roles within Carmarthenshire County Council. Upon reflection, I found the session to be highly successful and engaging. The youth panel expressed a strong desire for more accessible information about available roles and the recruitment process, especially through social media and other platforms they commonly use. 
I pride myself on relationship building. In the workplace, fostering positive relationships enhances employee engagement and job satisfaction. When I feel appreciated and supported by my colleagues and managers, I am are more likely to be motivated and perform at my best. For instance, I have been working closely with Coleg Sir Gar from April 2024 to present, supporting and facilitating the Green Skills 24 Project, focusing on NetZero and sustainability. I successfully ensured that over 500 council employees from April 2024 – December 2024 participated in the IEMA courses on sustainability. The collaboration was so successful that it was acknowledged by Paul Thomas, Assistant Chief Executive of Carmarthenshire County Council, who commended my hard work, dedication, and professionalism in bringing the partnership to fruition. 
The above examples provided aligns with several key elements of CIPD Core Behaviours, as outlined in the CIPD Profession Map such as working inclusively, demonstrating professional courage and influence. The recognition by the Assistant Chief Executive further highlights my ability to positively influence stakeholders and gain buy-in for important initiatives. 
The successful partnership with Coleg Sir Gar highlights effective collaboration, both internally with council employees and externally with educational institutions. 
The below feedback form was received from my line Manager Lindsey Evans Lead HR Business Partner Carmarthenshire County Council, on 2/12/24, on reflection I will keep developing my relationship skills by regularly attending the Council BMT meetings to ensure I have a good understanding of my business areas. 
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AC3.1 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 
As stated in the CIPD People Profession 2030 report the responsibilities of a HR professional are constantly adapting to shifts in the workplace, evolving workforce expectations, and external influences for example, new legislation, AI, and societal trends. (Green, Peters and Young, 2020) 
As an Assistant HR Business Partner, the council require our roles to move away from a transactional administrative role to becoming more strategic. We are increasingly expected to contribute to strategic decision-making and aligning HR initiatives with the organisation’s goals. To ensure I keep up to date with the evolving role and to continue my professional development I have added entries into my CIPD, CPD plan to reflect this area of development.  (People and Link, 2023)
I also feel the concept of an HR professional is changing to have a much greater focus on mental health and employee well-being. For example, holistic employee health-mental, physical, financial well-being. Now, HR professionals are more inclined to develop a supportive work environment to bring out better results in engagement, satisfaction, and retention, and feel valued at every point in their working lives.  
Stress and Mental health are one of the main causes of sickness absence in the areas I manage. To ensure I am continually developing my skills and knowledge in this area I have added the relevant development actions in my CIPD CPD Development Plan.  
 
AC3.2. Be able to assess (own) strengths, weaknesses and development areas, based on own considerations and feedback from others 
When assessing my current strengths, weaknesses, and development areas against my current job profile (Assistant HR Business Partner) on reflection I feel I excel at building professional relationships. This strength was highlighted by Lindsey Evans Lead HR Business Partner on a recent feedback questionnaire on the 20th of December 2024. Lindsey Evans, Lead HR Business Partner also mentioned that in areas where I have less experience, I tend to lack confidence. However, this is expected to improve as I gain more experience in my role. I agree with this constructive feedback, and I believe my confidence will improve over the next 6 months as I get more involved in the employee relation cases. In terms of development in this area, shadowing colleagues will improve my confidence in complex cases.  
I have been involved in various projects since April 2024, such as the waste service change engagement with staff regarding changes to terms and conditions of employment and the green skills 24 project collaborating with Coleg Sir Gar, where I facilitated training for all staff across waste services. I attended a progress meeting with Coleg Sir Gar on Thursday 25th July 2024 and Jemma Parsons Head of the Green Skills Academy / PLA Project Manager informed both myself and the Waste, Head of Service at Carmarthenshire County Council that the successful delivery would not have been possible without my involvement. 
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AC 3.3 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. 
As identified in my CIPD self-assessment, I acknowledge further development in employee relations. As mentioned on the action plan I will set up a knowledge sharing group with my colleagues to share ideas, practices and case studies on specialist areas of employment law and policy. 
People analytics is also an area identified from my CIPD self-assessment, the people analytics courses recommended will equip me with the skills and knowledge to transform HR practices, making them more strategic, data-driven, and impactful. 
I will gain the ability to utilise data for making well-informed decisions regarding workforce planning, recruitment, retention, and employee development, resulting in more efficient and impactful HR strategies 
 
 AC3.4 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.) 
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Feedback Form: Assistant HR Business Partner Job Profile

Name Lindsey Evans

Job Title Lead HR Business Parter

Fiow would you rate my overall performance as an Assistant HR Business Partner?

V excelent

Good

Fair

o Poor.

‘What are my key strengths in my role as an Assistant HR Business Partner?
You are keen to learn and develop and aren't afraid to ask questions.

You have an excellent way of building relationships with individuals at all levels ofthe
organization

You have made sure that you deliver on actions that are part of your objectives. You are
always keen to clarify those objectives, and you set yourselftargets to et these.

‘What areas do you consider as my weaknesses or areas for improvement?

In some areas, where you have less experience, you lack confidence. This is an area that I
ave no doubt willimprove as you progress in your new role.

Fow well do | support and develop employee engagement and safisfaction?

o Yeen:

o Good

o Fair

o Poor.

Fiow would you rate my ability to align FIR strategies with business objectives?

o Yeen:

o Good

o Fair

o Poor.
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‘What specific skills or knowledge areas do you think I need to develop further?

Picking up on cases yourself will enable you to grow your confidence. I know that steps are
already in place to develop this.

Can you provide examples of successful HR initiatives or projects I have contributed
to?

+ Waste service change engagement with staff of changes to terms and conditions
+ Green skill training for allstaf across waste services

+ annualleave project within refuse service

+ Matrixagency framework.

‘What feedback have you received from colleagues or management about my
‘performance?

v receved excelentfeecback on your work and your approach o situtions This has
been from colleagues, managers and Directors and eads o Servic, 1 have also received
feedback from external providers (Colg iv gar) who have crcited you it the work you
have done it them on social media]

‘Any additional comments or suggestions for my professional development?

Keep challenging yourself and others and have the confidence in your abilities.1am
confident that over the next few months you will naturally develop your confidence as your
knowledge grovs.
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Development record

NAWE: Sheree Jermin-Rees MEMBERSHIP | 89243080

COVERING THE | April 2024
PERIOD FROM:

January 2025

This record sheet is for your guidance only ~ you may present your development record in any other format.

Koy dates What G you 67 Why? What id you leam from ts? Fiow havenl you Use This?
Any furher action?
"ACAS Conducting o provide HIR Advice fo my From e ACAS Investigaion Tgained confidence in managing
1812124 investigations- 2-day course | service managers in the process | Training, | gained valuable advice at al stages of an
of investigations insights and practical kil in investigation, from planning to
managing workplace final reporting, ensuring that
investigations effecively each step is thorough and
unbiased and that | can advise
accordingly
To observe how attendance
04124 Shadowed Stage 3 issues are addressed in 1 observed the implementation of | Put my leaming and
Attendance Management praciice, helping me develop the | attendance management poicies | development in practice and
Meeting skill needed to manage such | in reak-world situations, which conducted my first Stage 3
situations independently inthe | ensures they are consistent, fair, | Atiendance Management
future. and compliant with employment | Meeting on 07/01/25, which
Taws, esulted in a termination o il

health capabilty

181002024 Gapital Law - ock Grievance | To improve my abiltyto manage | Ensuring | act aiy and consistent | ) have been supporting /
& Discipinary Experience | workplace cisputes and in my decision-maling and aduising managers and
discipinary matters effcenty, | administering sutable sanctions. | employees thioughout orievance
andto equip me to assst and discilinary meetings,
managers and employees ensuring the processes remain
during real rievance and fair and transparent

disciplinary hearings.
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Development plan

e

NAME: Sheree JerminRees MEMBERSHIP | 89243080
NUMBER:

COVERING THE | September 2024 0. September 2025

PERIOD FROM:

This record sheet is for your guidence only ~ you may present your development plan in any other format.
Planned outcome

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

Vihatdo Tvianinesd Toear? | Whalwil| G010 achieve is? | VWhal resources or suppor il nesd? | VWhalvill my success orfera be7 Target dates for review and
compietion
“Affend more frequent Business | Obiain Wenforing /Coaching from Seek reqular feedback fom senior | Review 31" March 2025
Become more Strategicinmy | Management Mectings Senior Leaders management and Lead Business
Tole as Assistant HR Business Pariners Completion 25" July 2025
Parier Complete Strategic Human Work closely vith other departments to
Resources on Linkedin Learming | lear about their objectves and how

they align with Carmarthenshire County
Councils business goas.

“Affend internal Stiess Management | Avalabilty of mental heallh apps,_, and | Reduction n sickness absence rates | This vl be ongoing

Keep up to date vith Employee | & Mental Health training educational resources o share wilh | in my areas, higher percentage of
and Mental health support/ employees sothey can uflise attheir | employees etuming fo work.
quidance and their changes. | Work closely withthe Welloeing | convenience.

support team High employee engagement and high

aftendance rates aftending the stress.
management workshops

ngoing developmert

Employee Relations, complex. | Set up focused groups with Explore the CIPD's confent on Feedback from department
cases, buling confidence on | coleagues to support and discuss | employee relation which includes managers, and from obsevations
the advice | am gving ERcases factsheets and insights onthe- from the Lead HR BP
specialsm
People Anaiyics Review e IPD's Tought piece | Twillengage vilh Camnarensiire | Review: speciic cases where ngoing developmert
on Improved Workforce Reporing. | County Councs anaitcal team for | appied people anaitics 1o olve HR
furher training and development issues. Assess the outcomes and

improvements made





