









Define the term professional and explain what it means to be a ‘people professional’. (AC 1.1)

“A professional is a member of a profession. Professionals are governed by codes of ethics, and profess commitment to competence, integrity and morality, altruism and the promotion of the public good within their expert domain. Professionals are accountable to those served and society” (PSA, 2021).
The term professional is often used when referring to jobs such as lawyers or doctors, however, being professional does not simply relate to an individual’s job role, it is also reflected in their behaviours.  Mind Tools states that "Professionalism is not the job you do, it's how you do the job” ( Mind Tools, 2022). 
The CIPD Profession Map (CIPD, 2022), outlines the core and specialist knowledge required from professional people practitioners in order to provide support for the organisations they are affiliated with. Reward, employee experience, people analytics, resourcing and wellbeing are all examples of specialist knowledge depicted in the Profession Map (CIPD, 2022).  Culture and behaviour, business acumen, evidence-based practice and technology and people are examples of core knowledge areas.
The skills and knowledge illustrated in the Profession Map can be acquired, behaviour however is more complex, and is influenced by several factors such as age, personality, life experiences and personal beliefs. Cherry notes that these can have “can have a powerful influence over behaviour and affect how people act in various situations” (Cherry, 2022). 
Behaviours in a professional setting can also be impacted by “norms” which can be defined as “informal unspoken set of rules or guidelines outlining acceptable behaviours that all employees are expected to adhere to”.
Armstrong states that “the most important aspect of HR values is the ethical stance HR people take”. (Armstrong, 2020). Being a people professional means behaving ethically, role modelling and championing ethical behaviour and treating others fairly, even when making decisions that do not lead to positive outcomes. It is also crucial for those working in people practice to challenge unethical behaviour, by using both their influencing skills and courage.
In conclusion, being a professional is about more than being a member of a professional body or taking exams, the behaviour and values of a professional are of equal importance. 










Explore how the role of a people professional (either a generalist or a particular specialist) is evolving and the priorities this raises for continuing professional development (CPD) (AC 3.1)



The last 30 years have seen a shift from transactional HRM, where HR was largely concerned with managing personnel information, paperwork and policies, to a more transformational, strategic role that supports business results and implements talent strategies. The emergence of technology and automation has facilitated a reduction in bureaucracy and paper-based processes and enabled the people practitioner to increase their focus on strategic planning. HR Consultant argues that “Those who today still see HR as a sector solely of bureaucracy tend to fall behind the competition”. (HR Consultant UK, 2021). 
The CIPD states that “professional opinion carries more weight when it's supported by strong evidence from diverse sources” (CIPD, 2022). Rather than relying on “fads” or intuition, people practitioners should instead examine and interpret evidence from critically appraised sources. 
Advances in data analysis have allowed large amounts of data to be gathered and this provides the people professional with a wider insight into the organisation, enabling more informed decision making.  
Research by the CIPD/Mind argues that “The HR profession has a pivotal role to play in steering the health and wellbeing agenda in organisations” (CIPD , 2018).  There has been an increasing recognition in recent years that employee wellbeing is more complex than illness or physical injury, it also extends to metal health. In response to this shift, people practitioners need to influence senior leadership to regard wellbeing as a key priority and work with line managers, providing guidance and support so that policies and procedures are implemented compassionately. 
Key priorities for continuing professional development of the people professional therefore should be ensuring that they continue to keep both their tech and digital skills up to date and embracing the digital revolution; utilising and interpreting data, for example, to reach decisions. However, it is important to note that, in addition to “hard” skills, such as qualifications, there is an increasing emphasis on “soft” skills. As organisations continue to recognise the importance of a holistic approach to wellbeing, there is a need for, people practitioners, not only to develop their own soft skills such as compassion, teamwork and empathy, but also champion these in their own organisations. Cheese argues the importance of this stating “now is the time to act” (Cheese, 2023).










Discuss the concept of ‘ethical values’, and how at least three ethical values that you hold personally, impact (or could impact) on your work as a people professional. (AC 1.2)

Ethics is defined by the Compact Oxford Dictionary as being “related to morals, treating of moral questions”. A simpler interpretation could be that ethics is concerned with behaviour, whilst morality is about beliefs. The decisions made by people practitioners can have far reaching implications for people’s lives and the organisation’s reputation, Armstrong states that people professionals have “a special responsibility for guarding and promoting core values in the organisation” (Armstrong, 2020). Making good decisions, that are derived from good values result in improvements to the lives of others and this can have a positive influence on their experience in the workplace.
Three ethical beliefs that I hold personally are kindness, honesty and reliability. Kindness is reflected in my work, through my interactions and communication with others. I believe it is important to treat others with respect and make them always feel included. For example, I take the time to listen to my colleagues when they approach me with any issues, and I always try to empathise with them. I show an interest in their lives outside the workplace and ask questions about the things that matter to them such as family and hobbies. By doing this, I believe it helps people to feel valued and included. Honesty is also important to me, for example, if I make mistakes, I always admit to them and reflect on how I can improve. I try to have a transparent relationship with both my line manager and my peers, as I believe this helps to build trust and facilitate a good relationship with them. Finally, I strive to be reliable.  I do my best to complete tasks on time and do whatever is required of me. If I am presented with confidential, sensitive information, I understand the responsibility of this and handle it in a careful way. I believe that by holding these values, I can make a positive impact on the organisation I work for. 








Explain why it is essential for people professionals to contribute confidently to discussions, and ways of doing this that are (AC 1.3):
· informed
· clear 
· engaging.

The CIPD Profession Map (CIPD, 2022), outlines the core behaviours that people professionals should practice. One of these is “Professional courage and influence.” The map underpins this, stating, people professionals should be “showing courage to speak up and skilfully influencing others to gain buy in” It is crucial, that when contributing to discussions, whether this is at board level or with line managers, that people practitioners confidently challenge unethical behaviour, such as management tolerance for exploitation or harassment for example.  To not do so can have far reaching consequences, it damages trust, the organisations reputations and undermines the relationship that people practitioners have with others in the organisation, Grave argues that  the “corroding of trust is one of the most poisonous consequences of both poor leadership and poor HR practice.” (Grave, 2018).
Being informed to a confident contribution in discussions, the CIPD states that the people practice should be “evidence based “ (CIPD, 2022), rather than relying on “fads”.  For example, when trying to gain leadership buy in for a new strategy, people practitioners should instead make use of data analytics and reliable research, in order to make the business case more credible
Communicating clearly is also necessary in order to present the message effectively, in doing so, this avoids confusion. Communicating clearly often means being concise, Emerson cautions against the use of “unnecessary words and overly flowery language.” (Emerson, 2021) as this can lead to the message being missed.  When communicating with others, I try to be aware of how my language, tone and body language are likely to be perceived and I endeavour to adjust this accordingly. 
Discussions are likely to be more engaging and valuable if they are not dominated by one person. For example, when I attend the Employee Forum in my organisation, I try to ensure that everyone is given the opportunity to share their views, by asking direct and open-ended questions. Page states that “Communication is a two-way process” (MIchael Page , 2022).To be fully engaged, individuals need to be listened to, in order to feel valued.  












 Discuss when and how to raise concerns when issues such as organisational policies or Discuss leadership approaches conflict with ethical values or legislation. (AC 1.4)

Knowing when and how to raise concerns is crucial for people practitioners, the CIPD notes “the courage to challenge decisions and actions. (CIPD, 2022) as one of the key behaviours required to be a people professional. However, in a controlling and commanding culture, Armstrong acknowledges that “challenging can be difficult “ (Armstrong, 2020). This should be the case for all individuals within an organisation, who are able to raise concerns, informally, formally or by whistleblowing    A whistle blower is usually a worker who raises “a concern about danger or illegality that affects others” (CIPD , 2022), the information is passed to an employer or regulator.  Following a number of high-profile scandals, the Public Interest Disclosure Act was passed in 1999. This piece of legislation provides protection to whistle-blowers from unfair treatment or dismissal. 

A high-profile case where legislation and ethics conflict, is the decision by P&O to dismiss 800 employees via video link without prior consultation. The Company claimed the decision was legal, as its workers were outside the UK’s jurisdiction. However, this generated a raft of negative publicity for P&O and highlighted the human impact of such decisions, leading Harries to comment “just because it's legal, doesn't mean that it's right.” (Harries, 2022). 

Previously, I raised a concern about how employees’ personal information relating to their sickness absence was being handled by line managers. I was concerned that this would constitute a breach of the Data Protection Act of 2018. After careful consideration, I decided to raise my concern formally with the Data Protection Officer in the organisation. I approached this directly and calmly and provided all the information.  As a result of this, line managers received refresher training on the handling of personal data and a new process was implemented to minimise the likelihood of any further breaches. 


















Provide a robust argument for ethical people practice that is supported by academic theory and details both the business and human benefits of people at work feeling included, valued and fairly treated. AC 2,1
Ethical people practice is ensuring that employees feel included, valued and fairly treated and the CIPD states that “people professionals are uniquely placed to support embedding principled decision-making into daily practice.” (CIPD, 2022). An organisation with high ethical standards can increase employee satisfaction, leading to reduced staff turnover and the potential to attract more talent. It can improve workplace culture, when stakeholder holders hold leaders accountable for ethically questionable actions, they begin to scrutinise their own actions. These types of interactions create a more resilient culture where stakeholders feel “feel safe, protected and engaged” (Indeed, 2023). It also has implications for the organisation’s reputation, a failure to act ethically can damage the public perception of the brand. Bersin cautions “If you start looking like a horrible place to work, you're going to suffer serious impacts — on not just morale, but business reputation and recruitment.” (Bersin, 2022)
According to Herzberg’s two factor model  (Herzberg, 1957) there are two factors that influenced feelings of satisfaction and dissatisfaction, those factors which are intrinsic to the work itself, such as “ achievement, the interest of the work, responsibility and opportunities for advancement” (Armstrong, 2020) and “extrinsic” factors such as pay and conditions. In isolation, extrinsic factors simply prevent dissatisfaction, however they do not serve to motivate or provide long term satisfaction, the intrinsic motivators which relate to “quality of working life” are more likely to have a longer-term positive effect. People practitioners can apply this theory, by providing opportunities for learning and development and championing a culture of rewarding and valuing employees. Liddle argues that people practitioners should be “ a real advocate for the needs of the people” (Liddle, 2022)
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Drawing on your own or a hypothetical example of providing a people practice solution to meet a particular need or introducing a new policy or initiative, describe:
· strategies for designing the solution/initiative so that it will be inclusive.
· strategies for checking that, when in practice, the solution/initiative engages and meets the needs of all those it is aimed at. (AC 2.2)

Initially when designing a new hybrid working policy, information from a range of sources needs to be acquired prior to agreeing on the most suitable solution. In the case of a large organisation where employees are based across various locations, an online survey could be used, this would need to be brief to ensure that employees are not deterred from answering them, when designing a survey, the definitions and outcomes must be “ as precise as possible” (Armstrong, 2020). By giving as many people as possible the opportunity to share their views, this will ensure that they feel engaged in the process, and their needs are considered in addition to the those of the organisation. The CIPD cautions that while hybrid working has “has the potential to support inclusion and fairness” (CIPD, 2022)  if it is poorly implemented it can “worsen existing inequalities”, (CIPD, 2022) highlighting the importance of working together with employees. Interviews with staff most affected by the changes would also provide insight into how the new policy is likely to be received.
The other implications of a move to hybrid working could be the impact on colleague wellbeing, research by Gallup found that “remote work causes loneliness and isolation” (Gallup, 2019). Therefore, it is necessary to consider methods to mitigate this, such as upskilling managers to notice the signs of a decline in a colleague’s mental wellbeing.
 CIPD’s Value Your Talent (CIPD, 2022),  framework can be used an initial starting point to understand the impact of people on business performance. It can be used to measure the outcomes of the policy. The use of data analytics to measure quantitative data such as retention and sickness absence can be used in conjunction with staff interviews and further surveys to provide a broader insight into the success of the policy. 








Activity 2 AC 2.3 and 3.2

In order to inform my assessment, I have requested   360 feedback from my colleagues, including my line manager and two of my peers who I work with closely in my current role. I have also researched the CIPD Profession Map and assessed how am currently applying the core behaviours in my role. By doing this, I have also identified areas which require further development and formulated appropriate development activities to assist with my continuing professional development. In addition to this, I have also undertaken additional research from academic papers, websites and books to further to gain a deeper insight into the core behaviours. I have also taken the time to reflect on my behaviours and the impact they have, both on other colleagues and the wider organisation. 


Appendix 1


Appendix 2 















Activity 2 AC 3.3 Appendix 3 
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Feedback from my line manager has indicated that I need to increase my confidence when dealing with difficult conversations and  raising concerns when ethical matters conflict with their own leadership styles, particularly when they are strong personalities. In order to build my confidence, I have selected to undertake additional reading regarding the ethical treatment of employees. I will also review the policies in my own organisation with a view to establishing if they are ethical in addition to being legal. 
To further increase my confidence and increase my exposure to difficult situations, I have created an action plan to attend more meetings, such as grievance hearings and disciplinary meetings. I believe

this will provide more opportunities to raise concerns regarding the ethical and fair treatment of others and allow me to consider ways to raise concerns.

The CIPD assessment tool and feedback from line manager demonstrates that although I work well with others and demonstrate valuing others at the moment, I am keen to explore this and develop further. To do this, I have selected to access additional resources as indicated by the assessment tool and also focus on developing wellbeing initiatives within my organisation. I would like to implement a monthly focus on a particular aspect of wellbeing, such as the benefits of healthy eating for example. I will engage with other stakeholders to establish if this would be well received and following the implementation of this, I will request feedback on my work and reflect on how I can build on this. 

AC 3.4
In the previous twelve months, I have undertaken a range of varied development activities to enable my continuing professional development.
Firstly, I attended a workshop on the use of Excel. Previously, I had a limited experience of using Excel and I found this was affecting my ability to complete tasks efficiently, so I was keen to learn more about how this could assist me. One of the core purposes of the CIPD Profession Map is “Evidence Based Practice” and the need to make decisions based on evidence rather than intuition or “fads”. The use of Excel and data therefore is crucial to a people professional as is the ability to produce and interpret data. By using Excel to produce graphs and tables, I believe this will help when making a business case to implement a new initiative for example, by presenting the data in clear way in order to gain “buy in” from senior leadership, rather than relying on anecdotal evidence. 
Reflecting on this activity has made me think about the potential for using data and has also made me consider how I can build on this. I have planned to attend further Excel training in the next twelve months, and I will also ask for some guidance from the financial analyst in my organisation, as he has an extensive knowledge of Excel and this will assist me further. 
I am currently employed in the agricultural and manufacturing industry. Our workforce is very diverse, and we have colleagues from all over the world, although most originate from Eastern Europe, particularly, Ukraine, Kyrgyzstan, Uzbekistan and Lithuania. Most of these colleagues are Russian speaking and their English is very limited or in some cases they have no English at all. This can cause issues when communicating clearly with them and is of course frustrating for them when trying to raise concerns about their pay. I have recently begun Russian lessons so that I can start to understand the colleagues needs and make it easier for them to communicate their issues. I am also conscious of how difficult it must be to arrive in a new country, with all that entails, with limited language. I am keen to make the transition period less stressful for them, in addition to making them feel welcome and included and by being able to communicate with these colleagues in their own language, I am optimistic that this may be helpful in a small way. I have already undertaken an introductory course in Russian and I have plans to attend the next stage of the learning. I feel that undertaking this learning has made me consider the difficulties faced when moving to a new country and over the next twelve months, I will consider other methods of making people feel more included in the workplace. 
Recently I attended an employment law update delivered by a local firm of employment solicitors. The session provided information about the outcomes of recent employment tribunals and upcoming changes to employment legislation. I found the session very interesting and informative, and it gave me an insight into the complexities of employment law and how the law can be interpreted differently, particularly as the some of the cases illustrated had progressed to the Supreme Court.  I found the session to be an extremely valuable experience and I was interested to further my knowledge of employment law. I began to research tribunal cases and I also read more widely about employment law to extend my knowledge further. I was particularly interested in cases regarding flexible working, and as a result, I reviewed the policies currently in place in the organisation I am currently employed with a view to introducing more family friendly policies. I also undertook further research into the changes to legislation that were to take effect in the next twelve months and examined our current policies. I diarised the dates of the proposed changes to ensure that the current policies would be amended to remain compliant with the legislation changes. This session is an annual event that I will continue to attend, so I can continue to be up to date with any changes to legislation. 
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[bookmark: _gjdgxs]360 degree feedback form 



Dear Vicki Gough, 



We would like you to provide feedback on Caroline Howells. 



The process we are conducting is called 360 degree feedback. This kind of feedback is intended to measure the development and progress of employees, by asking the people who work with them to provide feedback on behaviours that Caroline Howells demonstrates on a regular basis. 



Please answer the questions below thinking of your experience of working with Caroline Howells.



Your feedback will be kept anonymous and all feedback will be presented to your colleague as a collective. This means your individual answers will never be revealed – in order to allow you to feel comfortable answering as honestly as possible. This feedback will be used to help your colleague understand their areas of strength, how their team thinks they work best, and also any areas that they may work to improve in the future. By providing this feedback, you’ll not only help the individual, you’ll also help to improve how your team works together and overall company performance. 



Please return the completed form by: 09/03/2023



Please mark your relationship to the feedback receipt:



Manager			Peer				Self

Direct report 		Subordinate 

[bookmark: _30j0zll]Alignment with business goals  

How productive is Caroline Howells? 



Extremely productive

Very productive 

Somewhat productive

Not so productive 

Not at all productive 



How proactive is Caroline Howells? 



Extremely proactive

Very proactive

Somewhat proactive

Not so proactive

Not at all proactive



How much attention to detail does Caroline Howells hold?



Extreme attention to detail 	

A lot of attention to detail		

A moderate amount of attention to detail	

A little attention to detail		

Not any attention at all 



Does Caroline Howells appear to be motivated by their tasks and responsibilities?



Extremely motivated 

Very motivated 

Somewhat motivated

Not so motivated 

Not at all motivated



What does Caroline Howells excel at and should continue to demonstrate? 



Please provide examples: Organised and handles a wide range of information sources, to ensure payroll is completed accurately and on time each week. All whilst maintaining a positive attitude and she’s always smiling. 



How might Caroline Howells be able to improve on their performance? 



Please include examples: Having more confidence in her abilities as sometimes she appears to be slightly doubtful but always delivers. 

[bookmark: _1fob9te]Communication & interpersonal skills

When someone completes a task particularly well, how often does Caroline Howells recognise this? 



Extremely often

Very often

Somewhat often

Not so often

Not at all often



How well does Caroline Howells communicate with others? 



Extremely well

Very well

Somewhat well

Not so well

Not well at all 



How respectfully does Caroline Howells treat those around them? 



Extremely respectful

Very respectful

Somewhat respectful

Not so respectful

Not at all respectful

[bookmark: _3znysh7]Team working & collaborative skills 

How well does Caroline Howells collaborate with others? 



Extremely well 

Very well

Somewhat well

Not so well

Not well at all



How does Caroline Howells help you and your team to succeed? 



Please write your answer here: Always helpful with answering queries in a timely basis and maintaining a positive atmosphere in the office.



How easy is it for you to get help from Caroline Howells should you need it? 



Extremely easy

Very easy

Somewhat easy

Not so easy

Not at all easy



How often does Caroline Howells ask for opinions when making decisions?



Very often

Often

Somewhat often

Not so often

Rarely

Very rarely



How reliable is Caroline Howells? 



Extremely reliable

Very reliable

Somewhat reliable 

Not reliable

Not reliable at all	



How efficient is Caroline Howells? 



Extremely efficient

Very efficient 

Somewhat efficient 

Not efficient 

Not efficient at all



How well does Caroline Howells handle criticism of their work? 



Extremely well 

Very well

Somewhat well

Not so well

Not well at all



How quickly does Caroline Howells follow up on requests? 



Extremely quickly 

Very quickly

Somewhat quickly

Not so quickly

Not at all quickly



Please rate Caroline Howells’s ability to work in a team: 



Extremely well

Very well

Somewhat well

Not so well

Not well at all

[bookmark: _2et92p0]Management & leadership skills

How well does Caroline Howells solve problems independently? 



Extremely well

Very well

Somewhat well

Not so well

Not well at all 



Does Caroline Howells exhibit any leadership qualities in the role they play in the company? 



Please provide examples: Has ownership of both our payrolls (weekly and 4 weekly) in our main trading company. Coordinates with different members of the team to ensure she has the information required. And always completes payroll by the deadline each week, ensuring all reviews are complete before processing.
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[bookmark: _gjdgxs]360 degree feedback form 



Dear James, 



We would like you to provide feedback on Caroline. 



The process we are conducting is called 360 degree feedback. This kind of feedback is intended to measure the development and progress of employees, by asking the people who work with them to provide feedback on behaviours that Caroline demonstrates on a regular basis. 



Please answer the questions below thinking of your experience of working with Caroline.



Your feedback will be kept anonymous and all feedback will be presented to your colleague as a collective. This means your individual answers will never be revealed – in order to allow you to feel comfortable answering as honestly as possible. This feedback will be used to help your colleague understand their areas of strength, how their team thinks they work best, and also any areas that they may work to improve in the future. By providing this feedback, you’ll not only help the individual, you’ll also help to improve how your team works together and overall company performance. 



Please return the completed form by: 09/03/23



Please mark your relationship to the feedback receipt:



Manager			Peer				Self

Direct report 		Subordinate 

[bookmark: _30j0zll]Alignment with business goals  

How productive is Caroline? 



Extremely productive

Very productive 

Somewhat productive

Not so productive 

Not at all productive 



How proactive is Caroline? 



Extremely proactive

Very proactive

Somewhat proactive

Not so proactive

Not at all proactive



How much attention to detail does Caroline hold?



Extreme attention to detail 	

A lot of attention to detail		

A moderate amount of attention to detail	

A little attention to detail		

Not any attention at all 



Does Caroline appear to be motivated by their tasks and responsibilities?



Extremely motivated 

Very motivated 

Somewhat motivated

Not so motivated 

Not at all motivated



What does Caroline excel at and should continue to demonstrate? 



Ensuring weekly tasks, crucial to business operations, such as the processing of payroll, are completed in a timely and professional manner on an ongoing basis.



How might Caroline be able to improve on their performance? 



Continue developing and be receptive to opportunities to enhance knowledge in other areas within the business.

[bookmark: _1fob9te]Communication & interpersonal skills

When someone completes a task particularly well, how often does Caroline recognise this? 



Extremely often

Very often

Somewhat often

Not so often

Not at all often



How well does Caroline communicate with others? 



Extremely well

Very well

Somewhat well

Not so well

Not well at all 



How respectfully does Caroline treat those around them? 



Extremely respectful

Very respectful

Somewhat respectful

Not so respectful

Not at all respectful

[bookmark: _3znysh7]Team working & collaborative skills 

How well does Caroline collaborate with others? 



Extremely well 

Very well

Somewhat well

Not so well

Not well at all



How does Caroline help you and your team to succeed? 



Provides accurate payroll information to the finance team in a timely manner, on a weekly basis.



How easy is it for you to get help from Caroline should you need it? 



Extremely easy

Very easy

Somewhat easy

Not so easy

Not at all easy



How often does Caroline ask for opinions when making decisions?



Very often

Often

Somewhat often

Not so often

Rarely

Very rarely



How reliable is Caroline? 



Extremely reliable

Very reliable

Somewhat reliable 

Not reliable

Not reliable at all	



How efficient is Caroline? 



Extremely efficient

Very efficient 

Somewhat efficient 

Not efficient 

Not efficient at all



How well does Caroline handle criticism of their work? 



Extremely well 

Very well

Somewhat well

Not so well

Not well at all



How quickly does Caroline follow up on requests? 



Extremely quickly 

Very quickly

Somewhat quickly

Not so quickly

Not at all quickly



Please rate Caroline’s ability to work in a team: 



Extremely well

Very well

Somewhat well

Not so well

Not well at all

[bookmark: _2et92p0]Management & leadership skills

How well does Caroline solve problems independently? 



Extremely well

Very well

Somewhat well

Not so well

Not well at all 



Does Caroline exhibit any leadership qualities in the role they play in the company? 



Given Caroline has only recently joined the company, she has not yet had the opportunity to exhibit leadership potential.
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[bookmark: _gjdgxs]360 degree feedback form 



Dear Jane



We would like you to provide feedback on [employee name]. 



The process we are conducting is called 360 degree feedback. This kind of feedback is intended to measure the development and progress of employees, by asking the people who work with them to provide feedback on behaviours that [employee name] demonstrates on a regular basis. 



Please answer the questions below thinking of your experience of working with [employee name].



Your feedback will be kept anonymous and all feedback will be presented to your colleague as a collective. This means your individual answers will never be revealed – in order to allow you to feel comfortable answering as honestly as possible. This feedback will be used to help your colleague understand their areas of strength, how their team thinks they work best, and also any areas that they may work to improve in the future. By providing this feedback, you’ll not only help the individual, you’ll also help to improve how your team works together and overall company performance. 



Please return the completed form by: 9th March 2023



Please mark your relationship to the feedback receipt:



Manager			Peer				Self

Direct report 		Subordinate 

[bookmark: _30j0zll]Alignment with business goals  

How productive is Caroline Howells?



Extremely productive

Very productive 

Somewhat productive

Not so productive 

Not at all productive 



How proactive is Caroline Howells? 



Extremely proactive

Very proactive

Somewhat proactive

Not so proactive

Not at all proactive



How much attention to detail does Caroline Howells hold?



Extreme attention to detail 	

A lot of attention to detail		

A moderate amount of attention to detail	

A little attention to detail		

Not any attention at all 



Does Caroline Howells appear to be motivated by their tasks and responsibilities?



Extremely motivated 

Very motivated 

Somewhat motivated

Not so motivated 

Not at all motivated



What does Caroline Howells excel at and should continue to demonstrate? 



Caroline is very diligent in her work and likes to get the job done.  She is also very considerate and acts in a very values based way,   She is hard working and also very positive even when under pressure and in stressful situations. 



How might Caroline Howells be able to improve on their performance? 



Whilst Caroline is confident within her role, in order to develop and progress within the HR function Caroline would benefit from increasing her confidence when dealing with more senior members of staff.    

[bookmark: _1fob9te]Communication & interpersonal skills

When someone completes a task particularly well, how often does Caroline Howells recognise this? 



Extremely often

Very often

Somewhat often

Not so often

Not at all often



How well does Caroline Howells communicate with others? 



Extremely well

Very well

Somewhat well

Not so well

Not well at all 



How respectfully does Caroline Howells treat those around them? 



Extremely respectful

Very respectful

Somewhat respectful

Not so respectful

Not at all respectful

[bookmark: _3znysh7]Team working & collaborative skills 

How well does Caroline Howells collaborate with others? 



Extremely well 

Very well

Somewhat well

Not so well

Not well at all



How does Caroline Howells help you and your team to succeed? 



Caroline provides fantastic support to me predominantly with administration of HR and payroll but also as a sounding board for a different perspective and opinion of ER related issues.  Caroline is effective at the work that she undertakes and is also helpful and supportive to the wider team which promotes our HR team in a positive light.   Carolines support and work ethic ensures that all HR administration and requests are delivered in a timely manner which helps our team succeed. 





How easy is it for you to get help from Caroline Howells should you need it? 



Extremely easy

Very easy

Somewhat easy

Not so easy

Not at all easy



How often does Caroline Howells ask for opinions when making decisions?



Very often

Often

Somewhat often

Not so often

Rarely

Very rarely



How reliable is Caroline Howells? 



Extremely reliable

Very reliable

Somewhat reliable 

Not reliable

Not reliable at all	



How efficient is Caroline Howells?



Extremely efficient

Very efficient 

Somewhat efficient 

Not efficient 

Not efficient at all



How well does Caroline Howells handle criticism of their work? 



Extremely well 

Very well

Somewhat well

Not so well

Not well at all



How quickly does Caroline Howells follow up on requests? 



Extremely quickly 

Very quickly

Somewhat quickly

Not so quickly

Not at all quickly



Please rate Caroline Howells’s ability to work in a team: 



Extremely well

Very well

Somewhat well

Not so well

Not well at all

[bookmark: _2et92p0]Management & leadership skills

How well does Caroline Howells solve problems independently? 



Extremely well

Very well

Somewhat well

Not so well

Not well at all 



Does Caroline Howells exhibit any leadership qualities in the role they play in the company? 



Caroline is not currently in a role that necessarily requires her taking a leadership position however the key qualities that she does possess that would be required in a leadership position are compassion, accountability, good communication.   
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