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Professional behaviours and valuing people

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

The term professional, relates to an individual’s work, requiring specialist education or training, associated with very high standards of work, underpinned by a high level of competency and skill in that area (Collins nd). Education and training are fundamental when defining professionals, as are the behaviours and qualities one exhibits and one’s conduct. Other characteristics such as appearance, reliability, verbal or written etiquette, organisational and planning skills (Mason 2016) are often considered when perceiving and defining a professional.
People professionals’ fundamental purpose is to “champion better work and working lives” (CIPD nd), hence “purpose” being the heart and centre of the CIPD Profession Map.  All professionals have a responsibility to uphold high ethical standards of behaviour, exhibit professional conduct, skills, expertise, and knowledge, allowing them to provide advice and support to high standards. Alongside organisational values, people professionals will hold personal ethical values such as integrity, fairness, honesty, altruism, and respect.  
The CIPD Profession Map is relevant to all people professionals, and not just CIPD members (CIPD nd), supporting decision making, enhancing performance and progression, both personally and organisationally. It is a framework that drives consistency, guiding actions of people professionals. It outlines purpose and values, core knowledge and core behaviours with an additional specialised knowledge dependant on your role, offering guidance to support and drive actions within the people profession.
The 3 values encompassing purpose are (CIPD nd):-
· Principles-led – doing what’s right
· Evidence-based – supporting knowledge with a range of evidence to support decision making
· Outcome-driven – creating value for organisations and people

The Profession Map highlights expected standards of core knowledge, applicable to all people professionals driving expertism. Core behaviours are expected standards to drive consistency, supporting the purpose and values, for all people professionals. Specialist knowledge standards drive expertise in a particular field and therefore applicable to people professionals specialising in such fields. 


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)

With modernisation comes evolution, evident since the pandemic, with external and internal factors forcing organisational change (CIPD 2022), enhancing the need for adaptability within people professionals. Work patterns, hybrid working, employee voice, engagement, employment law, health, and wellbeing have all witnessed change. People professionals sought adopting a strategic approach to maintain organisational performance and goals, whilst responding to the changing needs of employers, customers, and organisations.
HR is not merely an operational function but a strategic one (Dessler 2023), professionals’ roles are now more aligned with business strategies, goals, values and objectives.
Digital transformation enhanced evolution and organisational impact, within areas such as online recruitment, digital working, and online training. Online engagement platforms like TEAMS, positively impacts driving engagement and inclusion for employees working remotely, and wider located stakeholders throughout organisations. 
In the CIPD 2022 report, People profession 2030: a collective view of future trends, five trends were identified, moulding the evolution of the role:-
· internal change: evolving organisational models, structures, and processes 
· digital/technological transformation 
· changing demographics and D&I strategy
· diversifying employment relationships 
· sustainability, purpose, and responsible business
Continuing professional development (CPD) is enhanced learning, providing a platform focusing on improving knowledge and skills to enhance one’s professional practise, identifying areas of opportunity for improvements as well as strengths to build on, driven by feedback and reflection (Taylor & Woodhams 2022). This positively impacts confidence, skillset, and knowledge, leading to development, progression, and exposure to varying and challenging situations.
Cost and time are two areas where CPD could negatively impact, although there should be provisions for learning opportunities, this may financially impact an individual or organisation, regarding time to attend learning and cost of providing or supporting learning. Organisations must consider organisational impact, the benefits for themselves and customers, especially where costs are incurred, expecting a return on their investment. 
'Knowledge itself is power' an expression by Francis Bacon, but application of knowledge is where true power lays! 
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)
Ethical values fundamentally differentiate between right and wrong and what is important (Collins nd) and the moral compass for both individuals and organisations, driving culture, behaviours and decision making for both (CIPD 2021).
Ethics form the core behaviours of the CIPD Profession Map, guiding standards expected of professionals, supporting ethical working practices, and culture within organisations. Personal and professional ethics reduce poor behaviour such as discrimination, ensuring employees are treated fairly, promoting a culture of inclusion, equality, and diversity.
Integrity is the foundation for earning and building trust within any relationship. The centre of one’s moral compass, promoting a good reputation, respect and trust from one’s direct reports and stakeholders, building their confidence by communicating openly and honestly. Integrity is fundamental in one’s decision making, removing opinions and bias, positively impacting employees and their working environment, maintaining inclusion and diversity, ensuring everyone is responsible and accountable for their actions, communicating consistent and clear expectations. Professionals who value integrity will likely act ethically (Darren 2023).
Empowerment allows employees to take responsibility and accountability, enhancing loyalty, feeling trusted in their ability, negating the need to micromanage. Empowerment drives knowledge and skillset, strongly promoting a one team ethos and driving success. Empowerment of voice provides employees platforms to share thoughts, concerns, and ideas, underpinned by an open-door policy, positively impacting morale, engagement, retention, and productivity, significantly reducing absenteeism as supported in the 2019 TINYpulse Employee Engagement Report.
Adaptability is a fundamental value within leadership (CIPD 2023), enabling one to adjust leadership styles to varying situations and behaviours, navigating and responding to change and challenges, confidently, understanding how behaviours and approach are best suited to the situation presented to best support employees and problem solve. This instils confidence within employees, demonstrating resilience, by removing chaos and uncertainty and maintaining focus, positively impacting areas such as morale and motivation.
“Understanding ethical grounds for one’s values is key to right behaviour, good practise in decision making” (Taylor & Woodhams 2022).

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

People professional roles are evolving, driving increased contribution to strategies, decisions and HR issues, enhancing the impact of their voice. Confident communication is important, requiring a balanced approach, as often confidence can be perceived as arrogance, whereas modesty and holding back, may be perceived as lacking in confidence (Kaplan nd). People professionals’ contribution is important, allowing knowledge sharing, expertise, and insight to support accurate, lawful, factual decisions and strategies. 
Confident contributions allow professionals to effectively communicate, engage and influence others, promoting timely and accurate conclusions and solutions for employees and organisations, fundamental in resolving conflict. This highlights a courage to voice opinions and thoughts, even if there is potential resistance or challenge.   Projecting confidence creates a strong impression, enhances credibility, and put others at ease (Psychology today nd).
Evidence based practise underpins confident and informed discussion contributions, reducing personal bias and errors (CIPD 2022). It is a broader form of practise, not reliant solely on an individual’s thought process, experience, or opinions, but a consideration of other avenues, driving informed decision making. It relies less on information or data generated from personal experiences, or bias, sourcing more reliable and trustworthy information (CIPD 2022) enhancing decision accuracy, error reduction and poor decision making, based on weak and unsubstantiated judgements.
Effective communication is supported by the 7 C’s of communication; Clear, Concise, Concrete, Correct, Consideration, Complete, Courteous, ensuring a consistent approach to delivering a clear, concise, and factual message.  It promotes clarity and ease of conveyance of expectations, efficiently delivered in a respectful manner to the relevant audience (Odell 2021).
Engaging communication underpins effectiveness, enhancing audience consideration, environment, one’s body language, volume, and tone of one’s voice. Listening skills enhances one’s ability to receive and interpret messages, supporting informed decisions, strategies, solutions and accurate, factual, understanding, avoiding misinterpretation (Webber 2020).  An important aspect of listening is summarising and clarifying understanding, using heard vocabulary and open and closed questions to promote open and honest two-way communication, promoting engagement and a timely resolution. 

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

Conflict is a disagreement or a varying opinion. Within organisations varying leadership styles impact perspectives resulting in varying reactions, impacting working relationships. Diversity can lead to conflict or misunderstanding (CIPD 2022) which can be positive, such as competition. Negative conflict, such as bullying and discrimination can significantly impact organisations, individuals, and the working environment. Conflict relating to ethical values and legislation is challenging, therefore, establishing facts to decide appropriate next steps is fundamental in enhancing reliability and credibility.  

People professionals must role model ethical behaviour and undertake the role of an organisation’s “ethical conscience” (Russell nd), supported by the Core Behaviours; ethical decisions, transparency, integrity, decision impact, ethics, and law (CIPD nd). A consistent and fair approach enhances ethical values and compliance to legislation, ensuring when situations arise that compromise these, concerns are raised adhering to processes and are managed and approached efficiently and effectively, promoting collaboration, efficient resolution, driving equality and employee voice. Poor management  has the opposite effect, as witnessed in Allay (UK) Ltd v Gehlen (EAT) 2020. The Employment Appeal Tribunal found in a claim of racial harassment committed by one of its employees, the employer’s diversity training was insufficient to amount to “reasonable steps”. The training employees received several years earlier was “clearly stale” and required refreshing.

Whistleblowing is a platform for employees to raise concerns, in the public interest such as health and safety risks, criminal offences or unlawful actions (CIPD 2021). Personal grievances must be reported via the organisational grievance procedure. Whistle-blowers, when classed as workers, are protected by The Public Interest Disclosure Act 1998 from detrimental treatment by their employer (GOVUK nd).

Lough v Taaks of Scotland Ltd and Singh 2021 case. Lough claimed detrimental treatment for making protected disclosures (whistleblowing) for health and safety reasons, and dismissal for raising health and safety concerns with her employer for non-compliance with COVID-19 rules and/or for making a protected disclosure, and was awarded £19327.34 (GOVUK 2021).

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)
Organisations with ethical people practices, integrated into processes such as recruitment, induction, learning and development, performance management and reward and recognition, witness positive impacts, relating to recruitment, retention, employee relations and overall organisational performance and reputation (CIPD 2022). 
Ethical practises are supported by Maslow’s needs theory which identifies hierarchical motivational factors. Each level requiring a high level of satisfaction prior to satisfying the next need. Maslow hypothesised that an individual’s decisions and behaviour are determined by one’s current level of needs (Homs nd). 
Maslow cites psychological needs such as food and clothing as the most important need (Mcleod 2023) followed by needs such as emotional and financial security, health and wellbeing and freedom from fear. The remaining tiers theorise the need of love and belonginess, friendship, trust, respect, acceptance, and recognition.  Self-actualisation needs, completes the tiers of self-fulfilment, growth, and development. Where needs are not met, it can lead to negative consequences such as low productivity, high absenteeism, and high staff turnover.
McClelland's motivational model identifies three main needs; power, affiliation, and achievement, developed through life experiences (Indeed 2022) with one dominant trait.
Where power is the dominant need, control and influence are the key motivators, best suited to leadership roles. Effective influence and delegation results in successful leaders with motivated teams. Dictatorial and aggressive leaders, have the adverse effect, resulting in low morale, motivation, and performance (Kurt 2021).
To improve and succeed, underpins the achievement need, enjoying challenges, preferring loan working with clear results over teamwork. 
Affiliation is motivated by social connections to fit in and please, valuing relationships and no desire to improve, making them often ineffective or reluctant to change.
One could argue that situations posing a threat to individual needs, increases the likelihood of unethical behaviour. Ensuring organisational culture and leadership drives ethical practices such as inclusion, diversity, and equality, supports an individual’s needs, reducing the feeling of threat. Causes of unethical behaviour are complex, but ethical practices and strong leadership, positively impact retention, motivation, performance, and wellbeing whilst reducing absenteeism, turnover and costs (CIPD 2019). Ethical practise is important in maintaining a focused response to the changing motivational needs of employees. 

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)

COVID 19 forced organisational adaptability to survive fast paced changes of government restrictions, designing new strategies for continued operation, one area was home and hybrid working (CIPD 2023). 
Strict guidelines removed the ambiguity of home working, employees had to stay home, changing when restrictions were relaxed. New strategies were required, ensuring fair and inclusive approaches to increased flexible working requests.  
Hybrid working is advantageous for well-being and inclusion (CIPD 2023), however, the isolation of homeworking held disadvantages for employees whose social needs were not met, and 60% of employees whose roles require them to be in the physical workspace (CIPD 2023).
Inclusion and diversity are fundamental in ensuring diverse attributes and needs are considered, supporting inclusive input into solutions meeting individual and organisational needs (Taylor and Woodhams 2022).
The scope of employees needs must be understood before strategies are devised and executed, utilising employee surveys to capture the insight required, sourcing expert and stakeholder opinion to understand impact. Identifying solutions and how this would be aligned with delivering the service levels expected from key stakeholders and customers, supported by organisational data promoting informed decisions, not opinions and bias (CIPD 2019).
Communication is fundamental in sourcing solutions, ensuring employees are supported and consulted whilst delivering financial measures and KPI’s. Key method for measuring success is 360 feedback, an invaluable source to provide honest feedback and opinion on areas such as communication, leadership and individual morale and motivation. System data supports evidence-based solutions and a measure for success or concern. Your say forums for individualised groups, provides an employee voice platform, capturing specialist information, impact, ideas and solutions.
System data is a key measure of success relating to performance, productivity, absenteeism, and retention, providing invaluable evidence to enhance the current strategies for supporting hybrid and homeworking, underpinned by quarterly engagement surveys, capturing timely feedback, driving proactive responses, and maintaining an inclusive and diverse approach.  Tracking and reporting systems to measure progress against diversity and inclusion are found to be effective for delivering goals and accountability (Taylor & Woodhams 2022).


Task Two
Activity 1
Self-reflection is fundamental in providing invaluable insight and analytically identifying one’s opportunities to grow. Providing honest answers on the self-assessment provided such insight into my areas of personal development. Self-reflection can be over critical, alternatively it can be conceited, dependant on the individual, honesty is fundamental in effective self-reflection.

Feedback enhances self-reflection, providing insight in how others perceive one’s strengths and areas of opportunities, viewed as a positive method for improving performance (CIPD 2022). 

360 feedback is a favoured option to gain insight on several aspects relating to behaviours and performance, and is typically favoured due to anonymity, however, due to the small sample and timescales, I chose employees I knew would be comfortable providing honest feedback.

“until you take the journey of self-reflection, it is almost impossible to grow or learn in life” Iyanla Vanzant, an American life coach and inspirational speaker.

Please see appendix 1 for evidence of assessment pages and 360 feedback received.

Activity 2
The VARK questionnaire is utilised to understand individuals learning preferences, increasing effectiveness by focusing on ways people like to receive information and the delivery of what they have learnt (VARK nd). This is a great foundation with which to understand ones learning style and the most effective and appropriate way to learn, leading to one’s choice of two resource and two action categories. 
Wellbeing is a focus area for many organisations, benefitting both employees and organisations, leading to “increased resilience, better employee engagement, reduced sickness absence and higher performance and productivity” (CIPD 2022). This chosen area allows one to refresh ones knowledge and understanding and look at ways to drive continuous improvement within wellbeing for employees and the organisation, positively impacting retention, absenteeism, working lives and performance to ensure employees feel valued.
Diversity and inclusion are deemed essential in providing organisations with a variety of cultures, voices and thoughts that are fundamental (Cole 2020). To enable one to drive proactively and enhance understanding on this subject area, I felt it would be beneficial to expand one’s research and knowledge, to drive ethical practises and working inclusively whilst fulfilling one’s passion for learning.
Focusing time on my own personal development and learning, often falls short due to time constraints of both home and work. Devising a personal development plan allows one to drive continuous improvement, in a focused format by setting SMART goals as without these one essentially is “shooting in the dark trying to improve” (Leonard and Watts 2022).
Please see appendix 2 for evidence of learning plans and VARK questionnaire result.
Activity 3
Throughout the last 12 months there have been continually changes to the working environment and one’s role, presenting opportunities to reflect, develop and learn. The three development activities during this period were undertaking the intermittent role of Performance Manger, commencing the CIPD Level 5 in People Management and participating in retention listening groups.
Performance Manager Reflection
An intermittent opportunity to undertake the role covering annual leave and a period of absence. It presented exposure to strategic operations within the role and insight into varying perspectives and business impact at both an Area and Regional level, developing new stakeholder relationships and enhancing stakeholder engagement. 
As one was working at a level higher, managing one’s peers to deliver performance and compliance, initially was challenging, due to individual personalities and motivating needs. To ensure effectiveness and fairness one learnt very quickly to adapt approaches and communication, adopting a more questioning approach to drive accountability and ownership. 
Time management proved to be challenging managing both my current role and the intermittent role. Empowering my Team Lead with accountability and responsibility ensured this became more manageable, allowing us both opportunities to grow and learn. Accountability increases one’s skills and confidence (Biddinger nd).
Exposure to varying and new challenges, highlghted some vulnerability, and a shift in thought process was needed to navigate myself through these, as one was now responsible for an Area not just three centres and the impact was significantly higher. Building strong stakeholder relationships was fundamental in supporting and influencing my thought process to ensure the correct decisions were made.  
Level 5 CIPD
Gemma Lillywhite in the CIPD case study: Building confidence and knowledge through CIPD Apprenticeships, epitomises, the reason why one chose this course.
“HR fascinates me, and I think it’s really important to be seen and recognised as a competent HR manager – and to be able to back that up with the credibility, the knowledge and the skills that come from it."
This has been the most demanding and difficult development activity bringing about new challenges, frustrations, and doubts as the course progresses. It has had on many occasions, one questioning their ability to do the course. 
Feedback has helped one develop throughout the course, allowing reflection with which to learn from, to ensure the frustrations and challenges are not continued moving forward.
The first module presented challenges with both the word count and referencing, where there was no structured approach to either.  On completion of the assignment draft, the complexity and frustration came in reducing the word count and trying to organise and log the references. It was a mistake that was not made again and after sharing best practice ideas with learning peers, I adapted my approach successfully, removing these barriers.
It was evident that confidence was a barrier, which presented a mental battle, as generally one is confident in abilities, skills, and behaviours. Feedback from tutors helped alleviate aspects of self-doubt and although one reflected on areas of opportunities to improve, one took great satisfaction and pride in the positive commentary, which reflected the hard work and effort that had gone into each assignment, supporting a growth in confidence.
Positive impacts of this course are also evident, where one has gained confidence to discuss topics, quote laws and confidently contribute to discussions and listening groups to drive and promote change, particularly relating to employee voice, wellbeing, inclusion and diversity, providing a sense of empowerment and reward. They say knowledge is power, however, when one applies that knowledge, confidently, the satisfaction and pride in one’s ability is more powerful.
Retention listening groups
Participation in these groups were rewarding and insightful. One was able to confidently contribute thoughts and opinions regarding areas within an employee’s lifecycle where there were exposed areas of weaknesses and lack of consistency, providing appropriate examples and evidence-based practise to support personal views.
As one progressed through the CIPD qualification, this enhanced one’s confidence and contributions to the listening groups. I empowered employee voice in various platforms to gain valuable and honest feedback from employees to provide insight into areas of the organisation and policies that were positive and working well, and areas that made us vulnerable to leavers. In addition to verbal insight, feedback was presented visually to enhance the impact of the statistical review, clearly evidencing where improvements were needed. Pairing concepts with meaningful images is impactful as 90% of information transmitted to the brain is visual (Sh!ft nd).
All three development activities have presented varying challenges but equally have enhanced my skills, knowledge, confidence, and determination to continue learning and developing.
Sir Winston Churchill said, “Success is not final; failure is not fatal; it is the courage to continue that counts”.





Appendix 1
Activity 1 – assessment pages and 360 feedback
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Email sent to employees requesting feedback Due to organisational GDPR I have had to remove employee surnames, email signatures and email addresses for the below screen shots.
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Feedback from non clinical direct report – Team Manager
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Feedback from clinical direct report
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Feedback from my Line Manager
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Appendix 2
Activity 2 – Development/Learning Plan
[image: ]
[image: ]


Referencing

A conscious rethink (n.d.) Is Self-Reflection And Why Is It So Important?  [Online], available What Is Self-Reflection And Why Is It So Important? (aconsciousrethink.com) (Accessed 18 Aug 2023)
Biddinger, M (n.d The Importance of Accountability [Online], available The Importance of Accountability (cedarville.edu) (Accessed 20 Aug 2023)
CIPD (2019) Diversity management that works: summary of recommendations [Online], available Diversity management that works: summary of recommendations | CIPD (Accessed 16 Aug 2023)
CIPD (2019) Ethics at work:An employer’s guide (CPD) [Online], available Ethics at work: An employer’s guide | CIPD (Accessed 4 Aug 2023)
CIPD (2019) Rotten apples, bad barrels and sticky situations: a review of unethical workplace behaviour [Online], available Rotten apples, bad barrels and sticky situations: a review of unethical workplace behaviour | CIPD (Accessed 15 Aug 2023)
CIPD (2020) People profession 2030: a collective view of future trends report.[Online], available People Profession 2030: a collective view of future trends report (cipd.org) (Accessed 2 Aug 2023)
CIPD (2021) Whistleblowing on non-compliance with COVID-19 rules: Lough v Taaks of Scotland Ltd and Singh: ET: September 2021  [Online], available Whistleblowing: UK employment law | CIPD (Accessed 14 Aug 2023)
CIPD (2021) Whistleblowing: UK employment law [Online], available Whistleblowing: UK employment law | CIPD (Accessed 14 Aug 2023)
CIPD (2022) Dealing with bullying and workplace conflict: a guide for managers [Online], available Dealing with bullying and workplace conflict: a guide for managers | CIPD (Accessed 14 Aug 2023)
CIPD (2022) Employee communication [Online], available Employee communication | CIPD (Accessed 10 Aug 2023)
CIPD (2022) Equality, diversity and inclusion in the Workplace [Online], available Equality, diversity and inclusion in the Workplace | Factsheets | CIPD (Accessed 16 Aug 2023)
CIPD (2022) Ethical Practice and the Role of People Professionals [Online], available Ethical Practice and the Role of People Professionals | Factsheets | CIPD (Accessed 15 Aug 2023)
CIPD (2022) Performance feedback: an evidence review [Online], available Performance feedback: an evidence review | CIPD | CIPD (Accessed 18 Aug 2023
CIPD (2022) Redefining the role of people professionals in the digital era [Online], available The Profession Map / Professional values and purpose | CIPD (Accessed 2 Aug 2023)
CIPD (2022) Wellbeing at Work {Online], available Wellbeing at Work | Factsheets | CIPD (Accessed 20 Aug 2023
CIPD (2023) Change Management (CPD) [Online], available Change Management | CIPD (Accessed 5 Aug 2023)
CIPD (2023) Evidence-based practice for effective decision-making [Online], available Evidence-based practice for effective decision-making | Factsheets | CIPD (Accessed 10 Aug 2023)
CIPD (2023) Flexible Working Practices [Online], available Flexible Working Practices | Factsheets | CIPD (Accessed 16 Aug 2023)
CIPD (n.d) What is Continuing Professional Development (CPD) Online], available What is Continuing Professional Development (CPD) | CIPD (Accessed 2 Aug 2023)
CIPD (n.d.) Professional Values and Purpose [Online], available The Profession Map / Professional values and purpose | CIPD (Accessed 2 Aug 2023)
CIPD (n.d.) The Profession Map [Online], available full-standards-november-2022_tcm29-112150.pdf (cipd.org) (Accessed 2 Aug 2023)
Cole, B (2020) 8 Reasons Why Diversity And Inclusion Are Essential To Business Success [Online], available 8 Reasons Why Diversity And Inclusion Are Essential To Business Success (forbes.com) (Accessed 20 Aug 2023)
Collins Dictionary (n.d.) Ethical Value, definition and meaning [Online], available Ethical value definition and meaning | Collins English Dictionary (collinsdictionary.com) (Accessed 3 August 2023)
Collins Dictionary (n.d.) Professional [Online], available Professional definition and meaning | Collins English Dictionary (collinsdictionary.com) (Accessed 2 August 2023)
Darren, W (2023) Core Values of Leadership [Online], available Core Values of Leadership (linkedin.com) (Accessed 4 Aug 2023)
Dessler, W (2023) How the role of the hr professional is evolving [Online], available How the Role of HR Professionals Is Evolving (caycon.com) (Accessed 2 Aug 2023)
GOVUK (2020) Allay (UK) Ltd v Mr S Gehlen : UKEAT/0031/20/AT  [Online], available Microsoft Word - 20_0031 rs fh RB AT.docx (publishing.service.gov.uk) (Accessed 14 Aug 2023
GOVUK (nd) Whistleblowing for employees: What is a whistleblower [Online], available Whistleblowing for employees: What is a whistleblower - GOV.UK (www.gov.uk) (Accessed 14 Aug 2023)
Homs,J (n.d.) Maslow's Hierarchy & Ethics [Online], available Maslow's Hierarchy & Ethics (chron.com) (Accessed 15 Aug 2023)
Indeed (2022) What is McClelland's theory of needs? (And how to apply it) [Online], available What is McClelland's theory of needs? (And how to apply it) | Indeed.com UK (Accessed 15 Aug 2023)
Kaplan (nd) Why is confidence in the workplace important and how do I improve mine? [Online], available Why is confidence in the workplace important and how do I improve mine? - Kaplan Professional (Accessed 10 Aug 2023)
Kurt,S (2021) McClelland’s Three Needs Theory: Power, Achievement, and Affiliation [Online], available McClelland’s Three Needs Theory: Power, Achievement, and Affiliation - Education Library(Accessed 15 Aug 2023)
Leonard, K and Watts, R  (2020) The Ultimate Guide to S.M.A.R.T. Goal [Online], available The Ultimate Guide to S.M.A.R.T. Goals – Forbes Advisor (Accessed 20 Aug 2023)
Lillywhite, G (n.d.) Case study: Building confidence and knowledge through CIPD Apprenticeships {Online], available Case study: Building confidence and knowledge through CIPD Apprenticeships | CIPD (Accessed 20 Aug 2023
Linked in (n.d ) Why Employee Retention Matters and How to Improve It [Online], available Why Employee Retention Matters and How to Improve It (linkedin.com) (Accessed 20 Aug 2023)
Mason, G (2016) The 10 characteristics of professionalism [Online], available The 10 Characteristics of Professionalism (linkedin.com) (Accessed 2 Aug 2023)
Mcleod,S (2023) Maslow's Hierarchy of Needs [Online], available Maslow's Hierarchy of Needs (simplypsychology.org) (Accessed 15 Aug 2023)
Miller, J  (2023) The Importance of Adaptability in Business [Online], available The Importance of Adaptability in Business (linkedin.com) (Accessed 5 Aug 2023)
Odell, D (2021) 7 C’s of Effective Communication [Online], available 7 C’s of Effective Communication [With Examples] (linkedin.com) (Accessed 10 Aug 2023)
Psychology today (nd) Confidence [Online], available Confidence | Psychology Today (Accessed 10 Aug 2023)
Russell, T (n.d.) The Profession Map / Core behaviours / Ethical practice [Online], available The Profession Map / Core behaviours / Ethical practice | CIPD (Accessed 14 Aug 2023)
Saundry, R, Fisher,V and Kinsey, S (2019) Research: Managing workplace conflict: the changing role of HR [Online], available Managing workplace conflict: the changing role of HR | Acas (Accessed 10 Aug 2023)
Sh!ft (n.d ) Studies Confirm the Power of Visuals to Engage Your Audience in eLearning [Online], available Studies Confirm the Power of Visuals to Engage Your Audience in eLearning (shiftelearning.com) (Accessed 20 Aug 2023)
Taylor, S & Woodham, C. (2022) Human Resource Management: People and Organisations, 3rd   Edition CIPD, London, CIPD. Page 216 - 221
Taylor, S & Woodham, C. (2022) Studying Human Resource Management: A guide to study, context and practice of HR, 3rd   Edition CIPD, London, CIPD. Page 114
TINYpulse (2019) Employee Engagement Report [Online], available EE Report 2019.pdf (tinypulse.com) (Accessed  Aug 2023)
VARK (n.d.) Introduction to VARK – for better learning [Online], available Introduction to VARK – for better learning (vark-learn.com) (Accessed 18 Aug 2023
Webber, A (2020) Focus on listening skills to encourage 'speak up' culture [Online], available CIPD ACE: Focus on listening skills to encourage 'speak up' culture - Personnel Today  (Accessed 10 Aug 2023)















Bibliography
(PDF) Effect of work motivation and job satisfaction on employee performance: Mediating role of employee engagement (researchgate.net)
14 Essential Leadership Values To Consider Developing | Indeed.com
15 Ways You Can Find The Confidence To Speak Up (forbes.com)
7 Best Strategies for Team Empowerment (betterup.com)
7 C’s of Effective Communication [With Examples] (linkedin.com)
8 ethical issues in business and how to manage them | Indeed.com UK
8 Reasons Why Diversity And Inclusion Are Essential To Business Success (forbes.com)
A Complete Guide to Integrity in the Workplace | Indeed.com
building-inclusive-workplaces-report-sept-2019_tcm18-64154.pdf (cipd.org)
Case study: Building confidence and knowledge through CIPD Apprenticeships | CIPD
Change Management | CIPD
CIPD ACE: Focus on listening skills to encourage 'speak up' culture - Personnel Today
Competence & Competency Frameworks | Factsheets | CIPD
Confidence | Psychology Today
Core Values of Leadership (linkedin.com)
Dealing with bullying and workplace conflict: a guide for managers | CIPD
Diversity management that works: summary of recommendations | CIPD
EE Report 2019.pdf (tinypulse.com)
Effective hybrid working: practical guidance | CIPD
Employee communication | CIPD
Equality, diversity and inclusion in the Workplace | Factsheets | CIPD
Ethical Conflicts in the Workplace (chron.com)
Ethical Practice and the Role of People Professionals | Factsheets | CIPD
Ethical value definition and meaning | Collins English Dictionary (collinsdictionary.com)
Ethics at work: An employer’s guide | CIPD
Ethics at work: An employer’s guide | CIPD
Evidence-based practice for effective decision-making | Factsheets | CIPD
Explore the Profession Map | CIPD
Flexible Working Practices | Factsheets | CIPD
full-standards-november-2022_tcm29-112150.pdf (cipd.org)
How the Role of HR Professionals Is Evolving (caycon.com)
Introduction to VARK – for better learning (vark-learn.com)
Listening to People (hbr.org)
Managing conflict in the modern workplace | CIPD
Managing workplace conflict: the changing role of HR | Acas
Maslow's Hierarchy & Ethics (chron.com)
Maslow's Hierarchy of Needs (simplypsychology.org)
McClelland’s Three Needs Theory: Power, Achievement, and Affiliation - Education Library
Microsoft Word - 20_0031 rs fh RB AT.docx (publishing.service.gov.uk)
People Profession 2030 future trends | CIPD
People Profession 2030: a collective view of future trends report (cipd.org)
Performance feedback: an evidence review | CIPD | CIPD
Professional definition and meaning | Collins English Dictionary (collinsdictionary.com)
professional-identity-research-report-updatedpffmay20_tcm29-17960.pdf (cipd.org)
profession-map_full-standards-download.pdf (cipd.org)
Purpose, Ethical Values, Culture & Behaviours | Institute of Business Ethics - IBE
Recognise When and How you Would Raise Matters Which Conflict with Ethical Values or Legislation (cipdforum.co.uk)
Redefining the role of people professionals in the digital era | CIPD
Rotten apples, bad barrels and sticky situations: a review of unethical workplace behaviour | CIPD
Studies Confirm the Power of Visuals to Engage Your Audience in eLearning (shiftelearning.com)
Taylor, S & Woodham, C. (2022) Human Resource Management: People and organisations , 3rd   Edition 
The 10 Characteristics of Professionalism (linkedin.com)
The 7 Cs of Communication (professionalacademy.com)
The Advantages and Disadvantages of CPD | Breeze Academy
The Importance of Accountability (cedarville.edu)
The Importance of Adaptability in Business (linkedin.com)
The Importance Of Empowering Your Employees (forbes.com)
The Importance Of Empowering Your Employees (forbes.com)
The Profession Map / Core behaviours / Ethical practice | CIPD
The Profession Map / Professional values and purpose | CIPD
The Profession Map / Professional values and purpose | CIPD 
The Ultimate Guide to S.M.A.R.T. Goals – Forbes Advisor
Thursday-COVID-19-Communication-Theimportanceoflistening.pdf (bangor.ac.uk)
unethical-behaviour-in-the-workplace_report-2_tcm18-57022.pdf (cipd.org)
Wellbeing at Work | Factsheets | CIPD
What is 360 feedback? (with examples, benefits and FAQs) | Indeed.com UK
What is Continuing Professional Development (CPD) | CIPD
What is McClelland's theory of needs? (And how to apply it) | Indeed.com UK
What Is Self-Reflection And Why Is It So Important? (aconsciousrethink.com)
Whistleblowing for employees: What is a whistleblower - GOV.UK (www.gov.uk)
Whistleblowing: UK employment law | CIPD
Why Employee Retention Matters and How to Improve It (linkedin.com)
Why is confidence in the workplace important and how do I improve mine? - Kaplan Professional
Why work in the people profession? | CIPD | CIPD
Workplace conflict: research and commentary | Acas
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From:1ead Leanne DWP BRIDGEND AC <LEANNE HEAD@CHDADWP.GOV.UK>
Sent: 21 August 2023 12:03

To: Cra DWP NCWPORT AC Lorraine DWP NEWPORT AC Justin DWP NEWPORT AC. Melanie Bidgend AC

bublect: 360 fecdback

Afternoon all

Thank you for agreeing to provide me with feedback to help assist in highlighting areas of opportunity personally and within my role, in line with the CIP core behaviours.
As we discussed, please be honest within your feedback as this will benefit my growth and developmen.

| have aitached the excel workbook, if you could put an "X" in the box tha you feel applies.

| eally appreciate your support,

Thank you

ind regards

Leanne Head
Assessment Cantra Manager — East Wale

Centre for Health and Disability Assessments
Lower Ground Floor, Crown Buikings, Angel Steet, Bridgend. CF31 4AA
Moble : +44 (0)7826817381

Leanne Head@chda dwp.qov.uk

EMAILBLOCK
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From: Lorraine

Sent: 15 August 2023 11:15

To: Head Leanne DWP BRIDGEND AC
Subject: Feedback

Morning Leanne,

| have completed the feedback, good luck with the assignment | am sure you will be amazing.

Kind regards

Lorraine
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From: Craig

Sent: 16 August 2023 09:15

To: Head Leanne DWP BRIDGEND AC
Subject: Stats

Hi Leanne,

| have completed the attached, let me know if you need anything else.

Hope its ok.

Kind regards

Craig
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From: Mel

Sent: 16 August 2023 14:15

To: Head Leanne DWP BRIDGEND AC
Subject: Feedback

Hi Leanne,

All done, some of the areas | was a little unsure of, so | have just gone with an answer based on what | think you would do.

Kind regards

Mel
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From: Justin

Sent: 19 August 2023 16:15

To: Head Leanne DWP BRIDGEND AC
Subject: Feedback

Hi Leanne

| have completed the attached, please let me know if you need any support and if we need to look at development opportunities.

Kind regards
Justin
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