

	Please write clearly in block capitals. 

	Centre number: 
	 6
	6
	9
	

	Centre name:

	University of Wales Trinity Saint David

	Learner number (1st 7 digits of CIPD Membership number):
	 8
	9 
	2
	0
	1
	0
	1

	Learner surname: 
	 Brown

	Learner other names: 
	 Alexandra

	

	Unit code:
	5CO03

	Unit title:
	Professional behaviours and valuing people

	Assessment ID:
	CIPD_5CO03_24_01

	Assessment start date:
	4.12.24

	Assessment submission date:
	20.1.25 (Cohort 9) 31/3/25 (Cohort 10)

	First resubmission date for centre marking – if applicable:
	

	Second resubmission date for centre marking – if applicable:
	

	Declared word count:
	3157






Declaration of Authentication

Declaration by learner 

	I can confirm that:
 
1. this assessment is all my own work.  
1. where I have used materials from other sources, they have been properly acknowledged and referenced.
1. I have not used Artificial Intelligence tools to generate content for my assessment.
I understand the consequences of malpractice and accept that any violation of this agreement may result in disciplinary action.


	Learner name: Alexandra Brown
	 

	Learner signature: [image: A black line drawing of a triangle

Description automatically generated]
	 

	Date* 12/01/2025
*This should be the date on which you submit your assessment 
	 




AC 1.1
[image: jhjhjhkh]The CIPD Professional Map explains that a people professional is an influential person who partners with stakeholders to ensure that an organisations people strategy aligns with the business strategy (CIPD, 2024). 

The profession map serves as the benchmark for people professionals, outlining the competencies, knowledge, and behaviours expected of them to make a significant impact. It emphasises how crucial their responsibility is to embody core values such as ethical practice, integrity, accountability, and the promotion of diversity and inclusion. (Modha, 2021). 
 
The map explains that a people professional should have knowledge across several specific areas. 
[image: ] 
· People practice 
· Culture and behaviour  
· Business acumen 
· Evidence-based practice 
· Technology and people 
· Change 
When delving into people practice, culture and behaviour reveals that people professionals must grasp the principles of people management, this includes understanding employee lifecycle systems and processed, workforce planning, employment legislation and recruitment. It is crucial for them to use the company culture to shape employee engagement and well-being practices.
Additionally, the map then emphasises core behaviours that are essential for developing trust and integrity, for example.
· Ethical practice 
· Professional courage and influence 
· Valuing people 
· Working inclusively 
· Commercial drive 
· Passion for learning 
· Insights focused
· Situational decision-making 
 
People professionals are responsible for upholding integrity by ensuring that their practices are both ethically sound and compliant with the law. They need to be able to recognise potential ethical dilemmas and navigate them with transparency, accuracy, and fairness. They must also appreciate and value their employees’ contributions and as key drivers of organisational change, they must ensure the companies values align with ethical and legal standards at all times. In summary their focus on an organisations most valuable resource, its people, is crucial for driving long term growth and success. 
AC 1.2
The CIPD (2021) explain that ethical values ‘provide the moral compass by which we live our lives and make decisions- “doing the right thing” because it’s the right thing to do’.

Integrity is one of the ethical principles that I adhere to as a people professional. It refers to the practice of being honest, ethical, and consistent in actions and decision making. It involves adhering to moral and ethical principles such as fairness, transparency and always having accountability for personal actions taken. I uphold this in my daily role, specifically when investigating and flagging workplace conduct issues. I strive to conduct non-bias and thorough investigations, collating all evidence and ensuring complete confidentiality through the process. I remain in alignment with company policies and handbooks to ensure I remain impartial when giving advice regarding potential next steps in meetings even, when voicing any concerns that go against the majority to stay inline with the law and policies.

Additionally, I adhere to fairness as a personal value. I actively ensure all employees are treated equally, recognising opportunities for growth with the same access to opportunities and ensuring all associates receive a consistent application of policies. As an example during our annual merit increase, I upheld my personal value of fairness, by making decisions solely based on performance, merit, and feedback, removing any bias from own working relationship with them or personal opinion of their work. 

AC 1.3
The CIPD (2021a) explains that having a strong organisational culture is vital to be successful. Culture influences everything from your daily processes to top-level strategic decisions, having consequences on brand identity, employee engagement, and retention rates. However, no company culture is fixed. It’s constantly evolving in response to changes in the industry, leadership, demographics, and other internal and external factors and it’s HR’s responsibility to guide and influence that evolution.
 
The ability of people professionals to contribute to discussions in an informed and clear manner is crucial for several reasons, it gains credibility and trust within their colleagues and stakeholders, which can be essential for gathering support for implementing new initiatives and policies. It is also crucial for effective communication and ensures that messages are understood fully and taken seriously, for example communications around visa’s are vital as to not go against immigration laws, they can clearly explain the legal implications can ensure that leaders comply and understand the risks if they don’t. Informed contributions can lead to more effective problem-solving and decision making as they can offer valuable insights and solutions, and is also crucial for promoting a positive culture, by being able to influence the wider teams’ attitudes and behaviours they can create a positive culture that aligns with organisations values. Additionally, this will also impact employee engagement resulting in more motivated associates and more likely to contribute to the organisations success.

If a people professional is not able or willing to influence others it can lead to multiple negative consequences. First, poor communication can lead to misunderstandings and therefore misinformation, which can negatively impact the organisations and employee relationship, this can also lead to ineffective problem-solving hindering organisational progress resulting in a lack of trust or credibility overall from the team. This could be met with a resistance to change without the ability to influence and a lack of credibility making it difficult for the people professional to implement new policies and initiatives.

Additionally, if they fail to establish their ideas, the organisation potentially misses opportunities to improve and grow. For example, if HR professionals aren’t influential in their communication around practices such as learning and development, businesses may remain with outdated learning resources, demotivating employees and affecting overall training and productivity. 

AC 1.4

People professionals are essential in maintaining legal compliance and ethical standards. CIPD (2024a) explains it’s vital that people professionals can define ethical behaviour, identify unethical behaviour, and take steps to create a shared ethical culture accordingly. When encountering issues, as a Multi-Property HR Manager, I always strive act in a timely manner and ensure my solutions are always ethical and in alignment with my organisations policies.
 
With regards to unethical matters, I would investigate the issue and consider the implications and the potential risks surrounding acting. I would ensure my judgement is non bias and in line with the ethical values and policies of the organisation, before inevitably having to deal with the challenging conversation and hold the person, at any levels, accountable for their actions and behaviours. I would then review the issue objectively, I would then accurately and respectfully discuss the facts with the appropriate employee, explaining the potential consequences of not addressing the issue. 
 
For example, recently in a team of five others one employee had been allowed to complete ‘in’ shifts, whereby his manager had authorised him to work any hours he wanted, as long as she completed his contracted hours, however this was not offered to the other employees in the same team. 
This was brought to my attention, and I first approached the Manager to get clarity around her decision and asked for an explanation as to why this had been allowed without the correct processes in place. Consequently, I reminded her of her ethical obligations, and highlighted the need for complete fairness in decisions such as flexible working as without the correct processes the potential consequences could be significant. I then explained the flexible working policy to her to ensure she understood and provided her with a copy to pass on to the associate and advised that if the employee in question wished for flexible hours, we would need to initiate the correct process. 
When relating this back to the profession map (CIPD, 2024), it falls under core behaviour. This means that a people professional should not only consider the immediate outcomes of their decisions but also reflect on the broader purpose and long-term implications for all stakeholders involved. This approach ensures that decisions are made with a comprehensive understanding of their impact, promoting fairness and inclusivity within the organisation. Favouritism, though not illegal, can erode trust and diminish engagement. Thus, it was crucial to address it to maintain a fair and inclusive workplace. 
 
In regard to reacting to an illegal matter, I would always intervene immediately to halt the illegal activity at any cost. An example of this would be theft within the business. I would immediately suspend pending a formal and confidential investigation and if necessary, I would report it to the relevant authorities. I would then put in place safeguards to prevent similar incidents occurring in the future.

When it comes to unethical practices, the consequences typically only impact company culture and morale. In contrast, illegal misconduct can severely damage an organisation’s reputation, lead to penalties, and result in fines. Therefore, it’s imperative for people professionals to distinguish between these two different situations and determine the appropriate response for both.


AC 2.1
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Maslow’s Hierarchy of Needs (1943) proposes that individuals have distinct needs that must be fulfilled, represented in a hierarchical structure. At the foundation are Safety and Physiological needs, while Love, Self-Esteem, and Self-Actualisation are positioned at the top.

It is often depicted as a pyramid to highlight the theory that explains an individual needs to fulfil the lower levels before being able to move up, as a person cannot progress if the need below hasn’t been met because they will lack the motivation to do so.

This highlights the need for an employee to feel fulfilled in their sense of belonging within the organisation before being able to reach full confidence in their role, without this it will affect their productivity, engagement, and overall wellbeing. This has direct consequences to the business as workers without that sense of belonging could result in less productivity and innovation. Great Places to Work (2021) claim that when employees trust and feel they would be treated fairly irrespective of their race, gender, or age, they are more likely to look forward to coming into work, have more pride in their work and want to remain for a long time with their organisation. 

In addition to this, Herzberg’s Dual-Factor theory (1959) explains that certain elements within a workplace lead to job satisfaction, while others lead to dissatisfaction. Herzberg split these into two sections, one being motivating factors and the other hygiene factors. He cited that an employee’s job satisfaction is linked to motivators such as accomplishment, recognition, and accountability. Therefore, when organisations place emphasis on inclusion, value, and fair treatment within their company this addresses this motivator. Equally, hygiene factors such as fair policies and remuneration are linked to job dissatisfaction, it is important to ensure the businesses focus is also on these factors, reducing dissatisfaction and lack of motivation, leading to improved retention and lower absenteeism.
I believe that it is crucial for companies to invest in their employees and show them that they are valued, treated fairly, and included. Employees are the backbone of every successful company, and there are many benefits of investing in them, for example, an increase in job performance. A study by Chamberlain and Zhao (2019) for the Harvard Business Review showed that for every one-star improvement in a company’s Glassdoor employment score, there was a corresponding 1.3-point improvement in its customer satisfaction score. Other benefits are job satisfaction, decreased turnover and increased motivation and innovation. 


AC 2.2

When designing a hybrid working policy I would initially send out an online survey with some initial closed questions to see if there is a need for this within the organisation, as a result of this I would then employ the use of focus groups with a diverse group of individual representatives to gain a deeper understanding with multiple perspectives to allow them to feel included and engaged in the process. Doing so, I would be able to gather both quantitative and qualitive data and ensure the policy is created in collaboration with the people it will be affecting, which will in turn assist me when it would need implementing throughout the organisation, as if key members of the workforce feel included in the process, they are more likely to champion and help influence its implementation. This would also allow me to gain an understanding of what needs each different section of the business needs in regard to collaboration and the nature of their work ensuring no productivity or innovation would be affected in the change. 

I would then highlight any potential risks within implementing this organisational change such as, identifying where any inclusion risks may arise if employees move to hybrid working and how these can be mitigated, it would be important to individually sit with those who could be most affected by this and understand what safeguards could be put in place to ensure they are considered. It is also important to understand what technology needs there would be and ensure it would be accessible for all, complete risk assessments of home workstations and ensure any changes could be budgeted for. I would also ensure that training and development are in place to support managers to enable them to support their teams whilst hybrid working. 
When creating the policy, I would research other likeminded organisations in the same sector to gain insight what has worked well and what potential risks there has been, I would then ensure it is clear and concise and includes the expectations from the organisation and what the employee themselves can expect from the company in return. 
Once the policy was implemented, I would set up an anonymous feedback channel to ensure I am getting honest views, and in turn hold focus groups to discuss any key issues that are highlighted within that process. I would track KPI’s and refer to annual employee satisfaction surveys. Based on the feedback and data, I would make necessary adjustments to our policies to enhance its effectiveness, keeping it under constant review.

AC 2.3
In my role as multi-property HR Manager, I believe it is crucial to have a strong ability to work inclusively and positively with others to build positive working relationships.
I show this is through showing respect to all employees at any level at all times. I make a genuine effort to listen to employees, valuing their perspectives and experiences. I strive to acknowledge their emotions and offer support, which helps validate their feelings and fosters mutual trust between us. I uphold a promise of open and confidential communication through operating an open-door policy, whereby I encourage workers to share any concerns or thoughts with me, so I can act in a timely manner if needed. Through having this in place I have been able to build meaningful and trusting relationships in my role which has enable me to recognise distinct skills of each person and really help build a sense of ‘one team’ mentality throughout the properties even though working in different departments. I believe by having a strong sense of integrity and always challenging bias and unfairness at any level within the organisation, I been able to enforce policies that ensure fair treatment for all which has enhanced trust and enables me to be an impartial voice for others.
Additionally, through regular 1-2-1 sessions with my line manager she stated that she believes that I work inclusively through encouraging a culture of belonging and inclusion within both properties. She noted that by having these strong relationships within the different teams I have been able to identify future leaders and adjust their training, educating the workforce and increasing awareness of the many different learning and development opportunities that are on offer to all, including apprenticeships, hotel specific courses or leadership tracks. Within my role I also lead events celebrating diverse cultures to enhance engagement, including celebrations like Diwali, and even implementing the use of a prayer room for those who need during the day. She stated I consistently acknowledge employee’s contributions through schemes that I’ve set up, for example ‘Silver Bars’ where you collect bars for each positive guest review with your name mentioned and when you progress you will hit incentivised milestones. She has said she believes after joining the company almost two years ago the schemes I have put in place have had a direct affect on our employee’s morale and saw a rise from 89% to 94.9% in our recent employee satisfaction survey. 

AC 3.1 
Green, Peters and Young (2020) state that the most influential trends in 2030 will be internal change, technology, diversity within the workforce, sustainability, and purpose. A people practitioner’s role is continuously evolving due to numerous factors such as technological advancements, for example the integration of automation and AI within HR processes is transforming how tasks like recruitment, training, and performance management are completed. It is crucial that people professionals stay up to date with these technologies and are able to leverage them effectively in their day-to-day work. In addition, HR NEWS (2024) stated 42% of people professionals believe their role is changing significantly due to technology, suggesting that job roles are evolving alongside the impact of digital transformation.
The addition of the need of enhanced technology in the people profession can have key effects on professional development and we must continue to learn and develop to meet the ever-changing needs of their role and remain effective. This could include attending conferences, webinars, and official educational classes. They will need to stay up to date with technology trends, develop analytical and data skills and ensure the policies include these advances.

The importance of equality, diversity, inclusion are also future key trends, it is imperative now for the people profession and in the future. People professionals need to champion equality at all levels and adapt current policies, recruitment processes and management structures in line with is. We need to keep up to date on current demographics as they are always evolving to be able to implement meaningful change and develop training for leaders to educate and ensure they use inclusive language and understand consequences of their actions/words. 


AC 3.2
Ethical Practice 
Strengths: After receiving feedback from my line manager and doing my own self-assessment, I believe I demonstrate integrity and ethical practice in every event. I align myself with all ethical guidelines and the law and strive to have transparency in all cases. I also handle all information with sensitivity, discretion and above all confidentiality which aligns with ethical practice standards. I follow all policies and processes fairly and without bias.
Weaknesses: My line manager suggested that within in my role as HR Manager, there are occasions where find it hard to balance the needs of the business with the well-being of employees. For example, our company is currently re- structuring, and I can find it to be difficult to remain impartial during such challenging times for some members of the team while still ensuring the company’s objectives are put first. 
Development Areas: I could use senior mentorship to help guide me on how to manage my own bias potentially implement a framework for managing employee concerns, in a way that is both empathetic but keeps the company’s objective at the forefront. 

Technology and people 
Strengths: Currently in my role I effectively implement a HR analytics tool to monitor employee levels ranging from nationality, gender, engagement, and costs. By using this tool, it allows me to analyse data efficiently and makes it easy to spot trends and areas of concern. I use this to collaborate with department heads to ensure we are operating as a diverse and inclusive workplace, maintaining moral and company goals.
Weaknesses: Recently, I’ve become more aware of the importance of the use of AI and newer technology. While I am aware of what they are I am not fully confident in the use of them, I occasionally find myself taking longer to complete tasks ‘the old way’ rather than using these newer and more efficient methods. I recognise the need to constantly review and refine my knowledge on these up-and-coming technologies. 
Development Areas: I could use continuous learning around technology and seek feedback from IT professionals within the organisation and additionally attend workshops or webinars on these. With this insight and knowledge, it will be easier to review policies regarding these topics, potentially introduce new systems into HR processes, ensure my own work is completed appropriately and to also help train others and influence the workforce to use efficient technology across the workforce. 








AC 3.3ersonal Development Plan 
 
	NAME: 
	Alexandra Brown
	MEMBERSHIP NUMBER: 
	

	COVERING THE PERIOD FROM: 
	November 2025
	TO: 
	January 2026


 
 
	What do I want/need to learn? 
	What will I do to achieve this? 
	What resources or support will I need? 
	What will my success criteria be? 
	Target dates for review and completion 

	 
Enhance Learning and Development 
 
 
	· Identify training needs.
· Ensure offerings are relevant and up to date.
· Hold more in-person training
	· Support from Heads of Department  
· CIPD learning materials. 
· IT assistance
· Guest Speakers
 
	· Number of delegates up taking training offerings.
· Pulse survey responses 
	Review February 2025 
 
Completion August 2025 

	 
Improve DEI knowledge and be able to implement it throughout the company. 
	· Attend DEI-focused conferences and workshops. 
· Engage in DEI networking groups and online communities to learn from other professionals. 
· Survey/focus groups to identify what the staff feel is missing.
· More DEI focused engagement
	· Funding
· Access to DEI materials
· Access to DEI communities.

· Allocated time to attend webinars.

· Support from all key members of the teams 
	· Completion of a DEI certification
· contribute to measurable DEI progress within the organisation.
· Engagement survey results.
· Analytics of diverse members of the team
	Review July 2025 
 
Completion November 2025 

	Improve my balance of organisational needs and employee’s needs.
	· Attend mediation coaching/training session.
· Create clear framework for disputes in a clear and fair manner.
· Attend conflict resolution, mental health, and negotiation training.
· Mentorship with senior leader
	· Conflict resolution training 
· Mediation training 
· Mentorship with senior HR professionals/partners
· Mental Health Training 
	· Reduction in ER cases
· Zero tribunal cases
· Increased trust and collaboration. 
· Reduction in absenteeism
 
	Review March 2025 
 
 
Completion July 2025 

	Advance my technological knowledge.
 
	· Enrol in relevant online courses in specific technology areas. 
· Attend webinars, workshops either virtually or in person, to gain practical insights and network with experts.
· Ask for support from IT team. 
 
	· online resources and platforms  
· Support from an expert within the business.
· Budget 
	· Completion of one online course in relevant area
· Be able to reduce workload of admin tasks by implementing AI.
· More efficient completion of tasks
	Review March 2025  
 
 
Completion August 2025  


 
I want to build a more confident knowledge of technology and its advancements, especially AI. Achieving this I will be able to support the digital transformation and growth across all departments in the business ensuring we are efficient, up to date and innovative. Additionally, it will also assist me in streamlining my own processes and remove basic repetitive administration tasks. In addition to this I would like to a culture of learning and development throughout the business, which I believe goes hand in hand with the advancement of technology. By keeping your workforce growing and learning, it encourages growth within the organisation and a sense of belonging, and in turn innovation for the business. 
I also aim to expand my knowledge of DEI practices to enhance inclusivity within the organisation. The main reason for this focus is that advanced DEI expertise is crucial for creating a truly inclusive workplace. It will also assist me in developing policies that embrace diverse perspectives and celebrate differences between everyone. Finally, a deeper understanding of DEI practices will help me make more informed decisions and swiftly respond to evolving employee expectations and build an employer brand that attracts diverse talent that encourages all to be comfortable in themselves. 

AC 3.4

	 
CPD Reflection Record 
 

	NAME: 
	Alexandra Brown
	MEMBERSHIP NUMBER: 
	

	COVERING THE PERIOD FROM: 
	November 2023
	TO: 
	December 2024

	Key dates 
	What did you do? 
	Why? 
	What did you learn from this? 
	How have/will you use this? 
Any further action? 
	What was the impact of this activity? 

	June 2024 
	Attended Embark Management training  
	To enhance my ability to lead and support my HR team. 
	I acquired coaching techniques for goal setting, providing feedback, and career development that foster employee growth and align with the organisation’s goals.
	I now use these coaching techniques in regular one-on-one sessions with my team members.
 
	My team has expressed feeling more supported and empowered in their roles, leading to improved engagement scores. This training has significantly impacted me by enhancing my knowledge of coaching and emphasising the importance of focusing on employee growth and development

	November 2024 
	Attended a DEI webinar regarding workplace inequalities.
	To ensure that our DEI policies are compliant with current legal standards and how to enhance our offerings
	I gained a clearer understanding of DEI in employment law and best practices for increasing engagement
	I gave a presentation to all HOD’s around DEI requirements, ensuring everyone feels welcome and celebrated,
	I have reduced the legal DEI risk to the business. 
I have learned to always check compliance with the DEI policies and to ensure all cultures are celebrated.

	November 2023 
	Organised and attended a mental health in the workplace awareness seminar for leaders.
	To be able to equip leaders with some basic knowledge to be able to initially supports employees
	I got a greater understanding of mental health and how I can effectively support them  
	I have place mental health resources in key places of the property so they can be accessed.
	helped raise awareness and create a more supportive environment. 
More employees coming forward for support with their mental health.
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