

AC 1.1
The CIPD have created a profession map which contains all relevant and optional responsibilities of a people professional, which I have included below:
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The CIPD Profession Map
The CIPD Profession Map outlines the purpose of a people professional is central to the following values; A People Professional should be principals-led and should always do what they believe is the right thing to do, regardless of policy; A People Professional should always make evidence-based decisions; A People Professional should be outcomes-driven and achieve results; All People Professionals should have the core knowledge which makes up the expertise of a People Professional; and all People Professionals should exhibit the core behaviours which are being principle-led, evidence-based and outcomes-driven. These values are at the core of being a people professional and should be central to everyone practicing within Human Resources.
Outside of the purpose and core values is specialist knowledge. This section in the CIPD profession map is noted as ‘optional’. The CIPD highlights that this section may be role-specific and, depending on what you are tasked to do within your organisation, may lead to a People Professional being specialised for specific reasons, or if the professional is more general, they may not need to specialise at all. According to the CIPD, these specialised areas within the People Practice are: Employee experience; Employee relations, Equality, diversity and inclusion; Learning and development; Organisational development and design; People analytics; Resourcing; Reward; Talent management; and Wellbeing. All of these specialised areas will require the People Professional to undertake further training to broaden their knowledge on each subject. 

AC 1.2
I believe the mental and physical well-being is one of my core values and have reflected this within my work by assisting in the creation of a new performance appraisal for my organisation called Feedback, Focus and Future. This new process provides managers with an opportunity to discuss their staff’s wellbeing within work and to also provide their staff members with a chance to discuss any barriers they are experiencing. I have provided resources on the importance of wellbeing and created a manager's toolkit, which managers can utilise to both receive and give the best feedback possible during their conversations with staff. We have developed this approach following feedback on a recent staff survey, which outlined that our employees do not feel they are listened to and that some staff members have very little interaction with their line manager. Machell. M (2023), through HR magazine, notes that the CIPD reported that 50% of those with a bad line manager have claimed that their mental health has been affected. This new process aims to train managers to conduct meaningful conversations while providing effective and constructive feedback to staff. During the creation of this new process, I believe we have initiated a culture change within the organisation from being a solely business, customer-focused and financially based organisation to one that also has an opportunity to nurture its employees' welfare. 
The most important ethical value I have is being honest, always doing what I believe is the right thing, whether it has a positive or negative impact. I believe being honest is essential to being a People Professional, as we set the benchmark for others within an organisation. If we are honest and open about where we are, then it opens the door for other staff members to do the same. If someone is not honest, this can lead to unnecessary friction between teams and employees and can hinder the organisation through employee welfare. I have reflected this within my work when undertaking projects within the Recruitment team within my organisation. During my time there, we looked at the current systems and processes. During these discussions, I was honest when things did not go to plan and openly accepted responsibility when things went wrong. This allowed us as a team to learn from my mistakes and create a more efficient process moving forward. This approach also enabled everyone else within the team to be honest about their shortfalls and allowed us to further develop our processes cohesively.

AC 1.3
Westford University highlights six options to help influence organisational culture, which include: ensuring people are treated fairly; promoting diversity; creating a positive environment; driving organisational values and ethics; providing training and development opportunities; and encouraging innovation. The CIPD further strengthens this by outlining that a People Professional should ‘have the ability to challenge, speak up when something isn’t right and take a stand to do the right thing’. Using this information, I have determined that a People Professional should be present at discussions which effect an organisations workforce in order; to ensure that organisational values are at the heart of any decisions made; ensure everyone involved is treated fairly and include the organisations Learning and Development team to provide any required training if necessary. 
During smaller discussions, for example between a manager and a team, a people professional may not be required, unless there is a team issue which would need to be addressed with a people professional present. 
In conclusion, as a people professional, you are expected to drive an organisation's culture and remind employees of the standard expected across the organisation. This is especially important when making decisions which can affect an organisation, and a People Professional should be present during the planning process. 

AC 1.4
As a People Professional, it is our duty to work in line with the organisation's ethics. The CIPD notes that ‘ethical practice is the application of ethical values in organisational behaviour’ and applies to ‘all aspects of an organisation's conduct, including corporate governance and responsibility’. 
An example of this has been outlined in a CIPD forum where a manager within an organisation has a reasonable belief that a staff member has been ingesting alcohol before driving a class C vehicle due to the smell of their breath. The organisation does not have a drug and alcohol policy, and the organisation is struggling to fully investigate the matter due to union intervention. The employee has contacted their dentist and is also awaiting a response from their GP regarding this matter, as they have suggested that they have not consumed alcohol during their working hours. Within the forum, there have been suggestions from multiple People Professionals, including using an ‘off the shelf breathalyser’ or involving the police. I believe these options are unethical as there isn’t a policy to back the organisation in doing so.
In this instance, my first response would be to suspend the employee with pay pending an investigation and to review the organisation's code of conduct. If there is no section on this, then I would suggest creating a comprehensive policy with the assistance of the union, allowing the organisation to test its drivers before they leave the depot. Once this has been actioned, the policy would then need to be signed by all staff members, and if this issue were to arise again, use the policy and action accordingly. If the employee is found not to have ingested alcohol, then the organisation will need to investigate who made these accusations and why, as this could then become an issue between team members. If this is true, then those who made the accusations should be held accountable, as this could then become a workplace bullying issue.
An example of illegal activity has also been given in the CIPD forums. In this instance, a worker is using his three-seater work van and driving around with himself, his wife, a one-year-old and a five-year-old. The five-year-old is being forced to crouch down within the footwell of the vehicle due to there are not enough seats for them in the van. The worker in question is already on their final written warning and has recently had to crash in work vans, both of which they are at fault for. In this scenario, I would investigate further, and if found to be true, I would give the employee their notice of termination with immediate effect and revoke the van from them as soon as possible. There are multiple reasons for this. Firstly, the safety of the child is paramount and driving with the child in the footwell could be seen as negligence.  If there is evidence of this, I would also refer the matter to social services and the police to investigate further. The second reason is that there are questions about the use of the vehicle for personal trips. If the company is paying for the vehicle's fuel, I would then review the policy on the use of work vans, which may state that they are not to be used for personal trips. If the driver is also seen doing this by potential customers, this could also damage the organisation's reputation and result in the loss of business customers.

AC 2.1
The American Psychological Association (2012) has conducted a study into how feeling valued in a workplace can reflect in motivation at work. The key findings from their survey of 1,714 adults found that 93% of employees who indicated that they feel valued also indicated that they feel motivated in the workplace, 88% said they are engaged, and 21% said they were looking for alternate employment. These statistics were then compared to employees who said they do not feel valued. 33% of these employees said they were motivated at work, 38% said they were engaged, and 50% indicated they were looking for alternate employment. These findings are further supported by Badiru. S (2024), via LinkedIn, outlines that employees who feel valued are more productive, engaged and satisfied.

AC 2.2
CIPD (2019) outlines inclusivity as an ‘individual experience and allowing everyone at work to contribute and feel part of an organisation’. In order for an organisation to be truly inclusive, it should allow everyone to give their view on an organisation's core values or policies. ACAS outlines that a ‘workplace encouraging inclusion can help make it more successful, keep employees motivated, look attractive, improve ideas and prevent legal issues around harassment and discrimination’. 
For all organisations, an all-staff survey can be sent out to get the views of all employees. Responses for these surveys should be anonymous but also gather enough information to ensure that initiatives created post-survey are as inclusive as they can be. If the organisation is multi-departmental, then giving information on the employee's directorate or area may be an option, however, this needs to be as anonymous as possible. The CIPD outlines some ways to ensure that an organisation is as inclusive as possible. These range from creating a bespoke survey, adding inclusion questions to exit questionnaires, using existing data, running focus groups, and analysing existing workforce data. I feel that a staff survey and running focus groups that are as inclusive as possible are the best ways to help an organisation be inclusive.

AC 2.3
[bookmark: _Hlk165445609]When I worked with the Recruitment Team within my organisation, as a team, we undertook a lot of project work to improve the service we provided. I am a very proactive person, and when something needs to be done, I am very quick to offer myself to action. I very quickly learned, however, that this approach is not always the best due to my only having limited knowledge about certain policies and system use within the team. Due to this, I then sought to include my colleagues during these discussions to get their expert advice on what we can do to improve our practice as a team. This decision was the best outcome for our team as we learned each other’s strengths and weaknesses, which led to improved collaboration, understanding and trust between us and therefore, led to a more streamlined way of working which suited everyone. My manager at the time would always call us the ‘dream team’ due to us working so well together to provide an efficient and effective service, and she felt that we were able to achieve any task given to us.
Following my departure from the Recruitment Team and joining the Learning and Development Team, I have undertaken a DISC profile assessment to further understand my preferred working style. All other team members have also undertaken this assessment, which has led to us working cohesively and understanding how to approach one another when other information needs to be shared.

AC 3.1
One of the biggest evolving factors in the people profession outside of the people themselves is advancements in technology, such as AI support. Mohdzanini. H (2024) notes that ‘digital transformation is an ongoing effort of aligning people, culture, structure, tasks and technology so an organisation can thrive’. Using this information and looking at current advances in technology, I would like to keep updated on any relevant developments in the People profession and technology. With this in mind, I have added into my CPD plan to keep up-to-date with any technological advancements relevant to my service.
Following any technological advancements, it is also important to note that the younger workforce has different priorities when it comes to employment than those who have been in work for decades. Baker, T (2024) writes that ‘Generation-Z have changed the modern workplace through caring about the organisational values, having room to grow, flexible working and valuing mental health support, wellbeing initiatives and a healthy work-life balance.’ With this in mind, it is important as a people professional to be aware of the social changes in staff and adjust policies and procedures accordingly so employees still feel valued and motivated.

AC 3.2
Following my latest one-to-one with my line manager, we have discussed my strengths, weaknesses and development areas which I can now work towards to improve how I work.
Strengths
During my one-to-one, I felt that my strengths are:
I am a quick learner, which has shown during my transition from the Recruitment Team to the Learning and Development team seven months ago. I work well under pressure, especially when workloads are high. I have a great ability to challenge when I feel something is not quite right or if I need to understand something further. I am results-driven and am keen to achieve progress when required. 
Weaknesses
I feel my organisational skills could be much better due to getting jumbled with some workstreams. Sometimes I can voice too much, which others can find frustrating, and I feel that I could say ‘no’ to more work when my workload is high and I have priorities to sort first.  
Development Areas
Firstly, I have agreed to make a list of items to action for a project to ensure that I do not get confused between tasks. I have also made an active choice to listen before I speak more to ensure that everyone can contribute to discussions, and lastly, I have started to inform customers of my workload before taking on any work, so they are aware of the possible turnaround of their project. I am also undertaking this CIPD level 5 course and have completed my Coaching and Mentoring level 3 certificate, and also my Education and Training level 3 certificate in relation to my traineeship within my organisation. After all three qualifications have been completed, I will then be undertaking two ILM Level 5 qualifications and a PGCE to further my knowledge and complete my traineeship.

Also, following feedback from my past assignments of my CIPD Level 5, I am looking to develop my writing skills and ensure that I fully reference my source material. I would also like to take more time to read the resources in the recommended reading section for each assignment and make full use of the library within Trinity University.

AC 3.3
To further explain from the previous question, I am currently undertaking my CIPD level 5 and have completed my CMI level 3 in Coaching and Mentoring and my Level 3 Education and Training. Once these have been completed, I will then be undertaking two ILM level 5 qualifications and a PGCE to complete my traineeship within my organisation. 
I am also undertaking an Aspiring Managers course to give myself an understanding of the role and expectations of a manager within my organisation. This course is part of an eight-tier model created by my organisation to give staff the tools they need to progress within the organisation. These courses are CPD-accredited and will be a bonus to me should I apply for a management position.
Once I have completed my Aspiring Managers course, I will then plan to undertake the next part of the eight-tier model, which is the Managers Compass. I am also keen to further my knowledge in neurodiversity and mental health. I believe that this will also assist in my aspirations to become a trained People Professional and climb the ladder within my organisation. 

AC 3.4
When I was first employed by my organisation over seven years ago, I undertook an NVQ level 2 in Business Administration. This course gave me the opportunity and skills to start my career within my organisation, which has now led me to also progress over the years. During this qualification, I believe I was motivated to improve my work performance and also felt more able to speak out about any issues I was facing at the time.
Over the last year, I have completed a Coaching and Mentoring Level 3 Certificate, which has changed the way I provide feedback to my colleagues, and I am now able to effectively coach staff members to help them find new ways of working more effectively. This course has provided me with a toolkit both professionally and personally, and has been incredibly useful.
I have also completed my Level 3 Education and Training through Pembrokeshire College. This course has helped me develop learning plans for any courses we provide our staff and has given me an overview of the teaching profession. This course has helped me to become more organised when setting up a course, and I will no doubt use these skills when undertaking my PGCE.




My CPD Plan:
	Course
	Reason for Undertaking
	Skills Acquired
	Duration
	Completed

	CIPD Level 5
	Building and managing relationships, using data for decisions, digital proficiency, project management tools
	Communication, decision-making, strategic vision, quality service management
	18 months
	Currently Undertaking

	Coaching & Mentoring Level 3 CMI
	Stay updated with coaching techniques
	Active listening, empathy, communication, goal setting, feedback, trust, problem-solving, adaptability
	3 months
	Yes (Dec 2024)

	Education and Training Level 3
	Structure training and plan lessons
	Practical application, teaching, career progression
	3 months
	Yes (Dec 2024)

	Keep up to date with technological advances
	Advances in AI and how this could be helpful in the learning environment
	How to use AI effectively
	Ongoing
	

	Learning new ways to administer LMS
	Look at the newest tech available from our supplier
	Advances in our LMS administration
	1 day
	

	Level 3 Mental Health for Managers
	Emphasis on mental health post-COVID
	Employee welfare, communication, support resources
	2 days
	

	Complaints Training
	Assist with team complaints
	Effective complaint referral
	1 day
	

	ILM Level 5 in Project Management
	Leading major projects, mentoring, navigating challenges, team building
	Strategic planning, decision-making, team development, accountability, vision
	18 months
	

	ILM Level 5 in Coaching
	Develop leadership coaching skills
	Personal growth, communication, trust, empowerment, strategic thinking, adaptability, goal achievement
	18 months
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