AC 1.1
The people profession’s ‘fundamental value’ is to ‘champion better work and working lives.’ (CIPD, 2025). People professionals support organisations through ‘great people interventions’ (CIPD, 2025) and oversee different aspects of the workplace including talent management, employee engagement, learning and development, recruitment and employee relations. People professionals need to be ‘experts in knowledge of people, of work and of change’ (CIPD, 2025). A people professional adheres to certain standards of work, continuously develops expertise and takes responsibility for actions. People professionals ensure employees are treated fairly and considerately at work and actively seek and listen to diverse views and opinions. The profession understands the impact and value people have to organisational goals and ensures organisations are acting in both the employee and the business’ interests. 
CIPD acts as a governing body for the people profession in the UK. CIPD have created a ‘Profession Map’ which is a framework of ‘shared values and standards’ for people professionals to ensure ‘trust and credibility’ (CIPD, 2025). The map sets out three professional values; ‘principles led, evidence-based and outcome driven’ which contribute to ‘better decision-making in all aspects of professional practice’ (Waite et al, 2025). The map is important as it outlines knowledge and behaviours required for people professionals to excel, benchmark their skills and continually develop; it sets the standard for the profession. The map can be used to ‘make better decisions and act with confidence’ (CIPD, 2025). The professional frameworks and specifications of the map help define the competencies expected of people professionals within the workplace. Taylor and Woodhams argue the map ‘prevents the misuse of people practitioners’ and ‘preserves the integrity of the profession’ (Taylor and Woodhams) 
People practice plays a key role in organisations and professional values help create a positive and inclusive environment. People professionals understand and share different approaches to performance management to ensure the right tools are utilised considering organisations objectives and goals. People practice ensures ethical decision making based on evidence sourced to ensure positive outcomes. People practice demonstrates professionalism and consistency to build trust with stakeholders contributing to positive working relationships. 
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Personal and ethical values guide how people interact with others, make decisions and contribute to positive workplace culture. Core values such as honesty and integrity are essential for building trust within the workforce. Ethical principles that align with organisations values ‘produces a positive mindset and working environment’ (Waite et al). 
Empathy in HR is crucial; listening carefully to colleagues concerns and offering support to make employees feel valued and heard significantly impacts an employee’s experience. Understanding and meeting the needs of employees is crucial for building a positive work environment. Empathetic practice increases retention - employees feeling listened to and understood are more likely to remain working for an organisation resulting in reduced costs in onboarding. An empathetic workforce also contributes to enhanced productivity – employees seek validation and appreciation which keep them motivated. Better relationships are fostered when empathy is practised, creating a more collaborative work environment. 
I manage long-term absence of colleagues who are absent for different reasons. When an employee’s absence is assigned, I reach out to their line manager to understand the reasons, enabling me to offer any suitable support, such as the Employee Assistance Programme. I build rapport and show concern, actively listening without interrupting and using verbal nods. I provide guidance and signpost support to ensure employees are aware of help available. I put myself in the employees’ shoes and offer emotional support. Before leaving the colleague, I agree the next contact and answer questions they have. 
Fairness is an ethical value to ensure employees are treated equally and without discrimination. One key principle defined by the CIPD states ‘people deserve to be treated fairly and have a meaningful voice on matters that affect them’ (CIPD, 2025). In HR, fairness needs to be evident in all aspects from unbiased recruitment and selection to fair compensation. Great Places To Work argue ‘when employees trust that they, and their colleagues, will be treated fairly regardless of their race, gender, sexual orientation or age, they are many times more likely to look forward to going to work, have pride in their work, and want to stay a longer time in their organisation’ (GPTW). 
Within my role, I deal with grievances. The first part of this process is reassuring the employee that the grievance will be dealt with fairly and consistently. The grievance is investigated to gather as much information as possible and the employee can bring a companion along to the investigation meeting if this supports them. All those involved have an opportunity to have their say before the final decision is made. The grievance is reviewed and investigated at the earliest opportunity so that the outcome can be given to the employee along with any action taken. The employee also has a right to appeal. 
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People professionals oversee many aspects of the workplace, including recruiting and onboarding, learning and development, employee engagement and employee relations and as such, are required to contribute to strategy, ensure policies are up to date/accurate and provide guidance. 
Influence is having an ‘effect’ or ‘making an impact on another’ whether that be ‘positive or negative’ (Taylor and Woodhams). Influencing is a ‘key behaviour’ a people professional needs to acquire (CIPD, 2025). Effective communication and the ability to influence ensures people practitioners are taken seriously; their insights contribute to shaping the organisation. Informed, clear and confident engagement results in trust from stakeholders which encourages positive working relationships. 
People practitioners make informed, evidence-based decisions; decisions made based on what data and research tells us as well as current best practice. Using evidence to make decisions helps make ‘better, more effective decisions by choosing reliable, trustworthy solutions’ and being ‘less reliant’ on outdated advice (CIPD, 2024). Using evidence to make better decisions builds credibility. 
Clear communication is vital in people practice avoiding ambiguity. People practitioners should be able to communicate information in a clear and engaging way to influence others. Understanding the audience is key – stakeholders at different levels will require different information and so context is vital. Clear communication helps alleviate any risk of potential misunderstanding and ensures the message is consistent. 
Speaking with confidence helps to influence stakeholders; people trust the information provided is credible when it’s delivered with confidence. People practitioners should believe in their recommendations to help sway decision makers; someone who’s passionate, enthusiastic and understands something is far more likely to provide influence. 
There are consequences of a not communicating in a clear, informed and confident way when trying to influence. Stakeholders may not fully understand or buy into what is being conveyed which could result in the wrong decisions being made in an organisation. Without being well informed, arguments may lack weight, resulting in stakeholders not trusting the information provided causing friction between HR and other departments within the organisation. There is risk of organisational inefficiencies such as development plans not being aligned with the overall strategy which could impact the organisations objectives. There could also be a risk of lower employee engagement which can result in morale being poor and employees looking for opportunities elsewhere. 	
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It’s vital to recognise and address unethical and illegal matters within the workplace to ensure integrity is maintained and protect the organisation from reputational and legal risks. 
Unethical behaviour can be described as any action that doesn’t align with the ethical standards of an organisation, often set out in a code of conduct. Having ‘sound, ethical principles’ that align with organisations ‘vision and values’ ensures a ‘positive working environment’ (Waite et al). An example of this is bullying. This behaviour needs to be stopped at the earliest opportunity. The incident should be documented taking notes of the date, time and any witnesses. Having dealt with a situation similar, a full investigation was done; reviewing the evidence provided by those involved. After the investigation, the evidence was reviewed such as witness statements and the next course of action was to hold a disciplinary where the decision was made to dismiss the employee. The employee had breached the organisations code of ethics, and the employee understood this. The victim was offered support for their own welfare and was praised for having the courage to speak up.
An illegal matter in an organisation is when the law has been broken which could carry legal consequences. For example, an organisation unfairly dismissing an employee because of discrimination such as dismissing someone because they are pregnant. The Employers Rights Act 1996 sets out ‘fair reasons for dismissal’ which include ‘conduct, capability and some other substantial reason’ (Waite et al). It is vital that when the there is a need to dismiss employees, they have a fair disciplinary investigation and outcome, with a right to appeal. If employees are dismissed without following procedures, organisations risk receiving a claim for unfair dismissal. The role of a people professional is to ensure there are set procedures and processes in place to follow setting out the formalities so that a proper and thorough investigation is done. The findings should be documented and raised to prevent this risk happening again. The whistleblowing process may need to be followed if this isn’t addressed and there may be a need to report to external bodies such as an employment tribunal if the issue isn’t dealt with internally.
A whistleblowing is key to provide employees the opportunity to ‘speak up’ and raise any concerns. CIPD argue ‘having the courage to speak out when you’re concerned about an ethical issue, and remaining true to your personal values, is likely to have positive consequences’ (Taylor and Woodhams). 
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There are many benefits of employees feeling valued, included and fairly treated at work. In today’s workplace, its crucial employees feel valued at work making it safe to ‘come up with different ideas’ and to ‘raise issues and suggestions’ to their managers (ACAS, 2025). A recent Forbes survey found ‘88% of employers consider diversity and inclusion essential to their success, with 80% having a positive view of their impact’ (Achievers.com, 2025). 
Promoting inclusivity enables employees to thrive in the workplace. Inclusive working environments are where people feel they ‘belong’ without having to ‘conform’ (Waite et Al). Treating employees fairly ensures everyone has a chance to succeed, builds trust and loyalty resulting in a committed workplace, reducing turnover and promoting organic growth. Inclusion, feeling valued and fair treatment promote employee wellbeing too; employees feeling included and valued are more motivated and satisfied which results in positive wellbeing. Workplaces fostering inclusion and fair treatment contribute to employees feeling a sense of belonging, ‘taking pride in their work’ and ‘looking forward to going to work’ (GPTW, 2021). Organisations having happier, more engaged employees often see better productivity contributing to success. When feeling engaged and valued, employees take fewer sick days and are less likely to leave an organisation which reduces staff turnover. An example of this is Admiral; they’ve featured in Top 25 large organisations for 25 years and are commended on their culture based on employee feedback. Admiral promotes diversity, inclusion and fair practice which has a positive impact on culture. Admiral is known for being a great place to work based on employee feedback, making it easier to attract top talent. 
Maslow’s hierarchy of needs is a ‘motivational theory’ which comprises of a 5-tier model of human needs (Simple Psychology) with survival needs being at the bottom and more ‘self-actualisation’ needs at the top. The needs in the hierarchy such as ‘a feeling of belonging’ and ‘a feeling of accomplishment’ link to an employee’s desire to feel valued. To enhance performance, organisational culture must address and fulfil the needs of employees across the hierarchy. For example, at the very bottom covering physiological needs, companies can offer wellness services such as the ‘Employee Assistance Programme’. Contributing to social needs, organisations can develop mentorship schemes to allow experienced members of staff to share their skills and build bonds with newer employees. 
Equity theory focuses on fairness in the workplace, and this has a substantial impact on employee satisfaction. The theory focuses on determining whether what an employee contributes versus what they have received in comparison to others. An example here is ensuring all team members receive the same compensation for equal amounts of work to eliminate any fairness issues.   
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Inclusivity ensures all employees, regardless of their background have equal opportunities to engage and contribute, which promotes diversity and strengthens culture. 
An example of an initiative to ensure inclusivity is using inclusive hiring practices. It is vital organisations provide equal opportunities for potential candidates to ensure the best person is selected based on merit alone without bias on the grounds of ethnicity, age or disability. Research shows only ‘28% of UK employers train all interviewers on legal obligations and objective interview practice (CIPD 2024). Without training, organisations run the risk of interviewers being susceptible to bias and potentially being discriminating towards candidates. 
When designing hiring practices, roles should be clearly defined by behaviours and competencies required using inclusive language such as ‘salesperson’ instead of ‘salesman’. Adverts should be accessible to a wide audience on a variety of platforms ensuring it reaches a variety of potential candidates. Offering flexible working by default ‘increases workplace diversity’ as roles are accessible to those with ‘caring responsibilities (primarily women), disabled staff, and both older and younger workers’ (CIPD, 2024). Salaries should be ‘non-negotiable’ as some minorities are ‘less likely to negotiate’ (CIPD, 2024). Including key benefits in job roles promotes diversity and inclusion as certain benefits will attract certain candidates, e.g ‘longer paid parental leave has a positive impact on women’s employment’ (CIPD, 2024). The selection process must be fair and one way to help this is to remove personally identifiable information such as a candidate’s DOB from an application to allow recruiters to concentrate on candidate’s skills and removing age bias. To ensure an inclusive interview, offering flexible dates and times is important as some candidates may have caring responsibilities or existing jobs. Developing a set of scorable questions helps interviewers base the decision on comparable data rather than personal impressions. Deciding on successful candidates should be done after comparing them with each other as this ‘may help ‘to compare candidates according to objective criteria and their performance’ (CIPD, 2024). 
One way to measure whether candidates feel the hiring process has been inclusive is to collect feedback via an anonymous survey. This feedback may identify and resolve any inclusion challenges that may not have been previously considered. Another way to measure inclusion is to examine organisation data related to race, gender, age and ethnicity to identify any underrepresented groups. This data may evidence some bias in the recruitment process. Anonymous surveys completed by hiring managers about inclusion may also highlight a need for further training within the recruitment process. 
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Working inclusively and building positive relationships contributes to organisational culture. Inclusive behaviour encourages collaboration, respect and productivity, which contribute to a healthier workplace. 
I am the first point of contact whenever an employee or a manager has a question about policies and processes, and building positive relationships during those interactions is important to gain trust. I value diversity by being aware of unconscious bias and encouraging employee expression. I encourage managers to foster diverse thinking to look at things from the employee’s perspective; thinking about their situation and about what the fair and right outcome is.  
I ensure the organisation encourages and accommodates cultural and religious diversity and practices, such as offering a safe and quiet space for those who prayer and encouraging celebration of all religious events to ensure all employees feel seen and fairly treated. 
I encourage empathy at work. Understanding and actively listening to employees is vital for building trust and connection and is often the driving force behind resolving conflict and the establishment of a positive and inclusive atmosphere. When dealing with a grievance, I start with apologising for the employee having to go through the process and reassure them the process will be fair and thorough. 
Understanding and sharing policies is important. Directing employees and explaining policies such as sickness and parental leave ensures employees are being treated fairly and are fully aware of what they are entitled to. 
I have received positive feedback where I’ve demonstrated inclusivity and positive relationships. My manager quality checked an absence disciplinary I facilitated. The employee advised during the meeting one occasions of absence was linked to their mental health. I encouraged the employee to be open and honest, offering support and signposting tools available. During the adjournment with the manager, I influenced his decision making by explaining why this absence shouldn’t be included in the consideration of a sanction. My manager fed-back that my notes demonstrated a clear understanding of the sickness policy which was shared with the manager during the adjournment resulting in the right outcome for the employee. Using an empathetic approach to explain our decision, the employee really appreciated our consideration of her condition, and the manager has since reported a significant improvement in engagement and attendance. This resulted in the manager being grateful for the influence to ensure the right outcome resulting in a positive relationship between us. 
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The people professional role has evolved and undergone a ‘profound revolution’ over the last 10 years (CIPD, 2025) because of a shift in ‘employee expectations, societal values and new ways of working’ therefore people practice is critical in ‘engaging employees’ and driving change (CIPD, 2025). 
A 2023 Forbes article outlines 2 key area that define the future of the profession: the employee experience and innovation (Forbes, 2023). 
The people profession plays a more strategic part in organisations through learning and development, employee engagement and wellbeing. There is increasing use of data analytics in decision making than ever before and analysing data about people can be used to ‘drive organisational change’ (CIPD, 2025). 
Advances in digital technologies continues to evolve requiring organisations to move quickly and easily in ‘implementing new systems and ways of working’ (CIPD, 2025). Technological advances have also resulted automation within certain roles of HR such as ‘basic recruitment and onboarding processes’ (CIPD, 2025). 
Employee wellbeing is a critical component of a healthy working environment and since the pandemic, the need for ‘comprehensive wellbeing strategies’ has been accelerated (CIPD, 2025). The CIPD’s Health and wellbeing at work 2023 report highlights the most common cause of absence as ‘mental ill health’ (CIPD, 2023) which shows the need for promoting good health at work. 
As a people professional, it’s vital to develop skills and knowledge to stay current in the role which helps build trust and credibility. The profession is ‘rapidly changing’ highlighting the need for ‘reading, learning and keeping up to date’ with any changes (Taylor and Woodhams). Upskilling and engaging in learning and development is important and one area of focus over the next 12 months for me in this area is to use data more in my decision-making skills. I will need to develop by learning the basic concepts and techniques of data analysis such as collection, cleaning and interpretation. Enrolling in online courses such as ‘Data Analysis for HR Professionals’ will help me to apply data analysis to HR issues relevant in my role.  
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As a people professional it’s important to continuously develop knowledge to help build trust and instil greater confidence. 
One strength I hold is using ethical practice. I have recently dealt with a case where I received feedback from an operations manager. A manager wanted to fail an employee’s probation, it had been extended due to absence concerns and there’d been 2 further occasions of absence. Upon probing, the reasons for the absence were because the employee had lost his mother-in-law, and his daughter had attempted to take her own life. I discussed this with the manager and talked about the employee’s situation, trying to get the manager to think about the employee’s situation. We discussed how these life events were rare and the importance of supporting the employee through an incredibly difficult time. The manager understood that failing the probation wasn’t ethically the right outcome and afterwards the operations manager reached out. He thanked me for the explanation to the manager and was very grateful for the influence. Although it was important to consider company values and policies, it was vital to consider this employee’s situation like a human being and doing the right thing by them.  
Feedback I have received recently is taking on too much and not being confident with saying ‘no’. A colleague was absent, which resulted in me taking on extra responsibilities. There were some tasks I should have delegated out to others instead of taking them on myself which could have resulted in a lower quality of work, having a bigger impact such as lack of trust if an incorrect decision was made. 
One area of development to focus is strategic thinking. To excel in my career, it is important to understand and recognise trends and support the organisational strategy. Developing my understanding in longer-term business goals such as resourcing and understanding reward will enable me to think more strategically and contribute to decision-making.  

AC – 3.3

I’ve added a range of ongoing development in my CPD plan which are based on my self-assessment and feedback I’ve had from my manager. It is important as a people professional to future proof skills by staying up to date and current using a variety of resources such as professional journals, blogs and articles. 
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Please see appendix – CPD Plan – Gemma Renwick-Simmonds 


AC – 3.4
Please see appendix – Development Record – Gemma Renwick-Simmonds
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