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1) With reference to typical activities and behaviours, appraise what it means to be a ‘people professional’. (AC 1.1) 

Being a people professional is someone who oversees the productivity and well-being of others inside an organisation is known as a people professional. HR responsibilities including hiring, training, and employee relations fall under this category. However, it also includes responsibilities that aren't typically associated with "human resources," such as making sure that the workplace culture is positive and that staff members are motivated and productive (CIPD, 2023)

It takes both a profound understanding of human behaviour and the capacity to inspire and influence others to work in the people profession. Although it's not an easy profession, seeing the good effects you have on the people you work with may be immensely satisfying.

People professionals needs to be able to comprehend and sympathise with others, communicate well, manage talent, coach and mentor, settle disputes, never stop learning, and uphold ethical standards. These professionals are essential for fostering positive work environments, supporting personal growth, and advancing the performance of organisations (Biswajeet)


The knowledge, abilities, and behaviours that HR professionals must exhibit in order to be successful in their positions are outlined in the CIPD professional map. It is separated into three primary sections: Behaviours, Specialist HR, and Core HR. The map is intended to assist experts in identifying

According to (CIPD) The knowledge, abilities, and behaviours that HR professionals must exhibit in order to be successful in their positions are outlined in the CIPD professional map. It is separated into three primary sections: Behaviours, Specialist HR, and Core HR. Professionals may use the map to assess their existing competencies, pinpoint areas of weakness in their knowledge and skill set, and plan their professional growth. People workers need to make sure that their actions and attitudes align with the CIPD values by using this framework. 

People professionals need to have a deep awareness of human behaviour, emotions, and wants. To comprehend the problems and perspectives of others, they need to be empathetic, capable of placing themselves in their shoes, and engaged in active listening(Knowledgecity, 2020)

Human resources professionals bear the responsibility of acquiring talent, managing performance, retaining staff, and guaranteeing adherence to employment regulations. They are engaged in hiring, developing and educating employees, paying employees, and fostering a happy work environment. People workers frequently mediate conflicts, help parties come to an understanding, and support individuals or groups in obtaining resolutions. They must remain objective, restrain their emotions, and promote productive dialogue in order to settle disputes. (Staff, 2024)




























2) Discuss how ethical values underpin the work of a people professional, including two examples of how ethical values might be applied in a people practice context. (AC 1.2)

The work of a people professional greatly depends on moral principles. They set the example for behaviour, choices, and interactions with coworkers by fostering an environment of justice, respect, and trust. People managers contribute to the creation of a welcoming and inclusive work environment that fosters the growth and well-being of all workers by upholding ethical principles.  Here are two instances of how moral principles might be used in a setting including human practices:
Equitable opportunities - According to Sharp (2019) It is the responsibility of human resources specialists to treat every employee in a business fairly and equally. People professionals have a moral duty to create a diverse and inclusive work environment where people are evaluated on their abilities and qualities rather on their sexual orientation or race. They also have a duty to maintain the confidentiality of employee information at all times. This implies that private and secure handling of sensitive information shared by staff members or acquired during their work is necessary. People specialists are urged by ethical guidelines to uphold this idea, ensuring that employee data is not shared with unapproved parties.

Equal Opportunities – According to Russell & Weeks, (2024) It is the responsibility of human resources specialists to treat every employee in a business fairly and equally. Building an inclusive and diverse workplace where people are evaluated on their abilities and merits rather than attributes like age, sexual orientation, or ethnicity is required of them by moral commitments. Employee relations experts should work to remove discriminatory practices so that all workers have equitable access to resources, opportunities, and benefits. For instance, in the hiring process, moral principles require impartial and equitable selection based on credentials and abilities rather than preconceived notions or bias.












3) Consider the importance of people professionals being able to influence others and ensure that the ‘people practice voice’ is heard in an organisation, through informed, clear and confident communication. (AC 1.3)

Human resource managers and experts are among the people professionals who have a significant impact on the practices, policies, and culture of their organisations. Their speciality is in comprehending the requirements, drives, and advancement of the labour force. However, their communication abilities are a major factor in their capacity to carry out projects and adjustments. 
To present a strong argument for their recommendations, people experts must communicate with knowledge. They must be up to date on the newest developments in their field's best practices, research, and trends. For example, keeping up with new developments in HR technology or employment rules might assist them in making persuasive presentations to stakeholders (CIPD,ND)
For human resources professionals to become credible and trusted inside their organisations, confident communication is essential. While being receptive to criticism and cooperation, they must project confidence in their concepts and suggestions. Establishing a healthy balance between assertiveness and approachability may be beneficial in fostering strong bonds with stakeholders and coworkers.
Effective communication skills enable people professionals to:
Develop a solid rapport with staff members by being a clear and compassionate communicator. This will help to promote team member involvement, respect, and trust.

-Handle conflicts: They may assist in finding a fair and equitable solution that keeps the organization's morale and production high by encouraging open communication between the parties to a disagreement. Create an atmosphere where workers feel appreciated, involved, and inspired to put out their best efforts in the pursuit of shared objectives by encouraging good communication throughout the company (Forbes, 2015)
-Boost employee performance: Workers may develop their abilities and progress in their careers by receiving regular feedback based on explicit performance objectives (Gifford, 2024)
-Boost organisational efficiency: Businesses may save time and money while guaranteeing that important information reaches the appropriate people at the right time by optimising internal communication channels through technology or process changes (Mckinsey,2023)








4) For each of the situations below (a & b), provide an example of an issue that would cause you to raise the matter to a manager (or other authority) - and describe how you would do this.
a) where you consider something to be unethical (whether or not it is illegal),
b) where you believe something contravenes legislation. (AC 1.4)


A- An example of unethical practice would be a serious Breach of health and safety within the workplace, where someone has done something to cause harm to themselves or another person which could result in serious accident or even worse a fatality, which would result in the health and safety executive being notified and a full investigation conducted by the authorities. If this was a fatality it would be a police investigation. Example, walking through the warehouse, you see a forklift driver unloading pallets wearing no PPE, not complying with the 2-metre rule and loading pallets in an unsafe manner, which may result in the stacked pallets collapsing and seriously injuring a coworker. You would report this to their line manager and explain that in line with company policy this is a serious breach of health and safety, and insist the manager immediately meets with coworker and discuss allegation that has been raised. As this is gross misconduct, the individual would be suspended, and a full investigation takes place.  (Duncan, 2023)

B- An example of something that contravenes legislation, if I witnessed drug misuse and dealing within the workplace. I would raise this immediately with that person’s manager and HR manager. This breaches company drug and alcohol policy which may result in the individual having to take a drug test and being suspended. Not only does this breach legislation but is also a criminal offence. I may take my issues to a higher authority inside the organisation, such a senior management or the company's legal representative, I would proceed in the same manner, offering my proof and asking that the problem be addressed. In order to make sure that the relevant laws are upheld and action is taken.














5) Discuss two theories or models relating to the human and business benefits of people at work feeling included, valued, and fairly treated, concluding your discussion with a summary of your own view of these benefits. (AC 2.1) 

Two Theories or Models on the Benefits of Inclusion, Valued Treatment, and Fair Treatment at Work for People and Businesses:
Social Identity Theory: According to this theory, people get a big portion of their sense of who they are from the groups they are a member of. Employees' sense of identity and belonging to the company is strengthened when they are treated fairly, appreciated, and involved in the workplace. Increased motivation, devotion to the company, and work satisfaction follow from this. When workers feel appreciated, they are more likely to exhibit productive, innovative, and cooperative behaviours that are advantageous to the company (Amber M. Gaffney and Micheal A.Hogg, 2023)

Expectancy Theory - According to expectancy theory, people are driven to take particular behaviours because of what they anticipate will happen as a result of those acts. Employees are more likely to think that their efforts will result in benefits like recognition, awards, and career promotion when they are treated fairly, involved, and respected at work. They are therefore inspired by this idea to work more and make more valuable contributions to the success of the company. Fair treatment and inclusion in the workplace cultivate employee trust and loyalty, which increases retention rates and lowers turnover costs for businesses (Sutton, 2024)

I think there are a lot of important advantages when employees feel respected, included, and treated fairly at work. It has a favourable effect on organisational performance and success in addition to raising employee happiness and well-being levels. Additionally, studies indicates that leadership development programmes may benefit staff members in a variety of ways, from enhancing self-assurance and readiness to fortifying relationships and increasing general efficacy. Offering development chances to your staff might also help them feel more valued and included in your company. You may assist your staff in learning new skills and demonstrating a commitment to their development by giving them access to growth opportunities through training programmes and mentoring for newer hires. (Wormington, 2024)









6) Discuss two ways in which a people professional can build inclusivity into a people practice initiative at the design stage, and two ways of checking inclusivity after a people practice initiative is implemented. (AC 2.2)

As explained below, there are two methods that people professionals might incorporate inclusion during the design phase of a people practice initiative:
Completing an evaluation of diversity:
Before creating a people practice programme, an organization's current diversity and inclusion policies might be thoroughly evaluated by a people professional. Finding any gaps or areas for development may involve conducting focus groups or surveys with employees from a variety of backgrounds, as well as looking at demographic data. The people professional may adjust the programme to be more inclusive and resolve any disparities by having a thorough understanding of the current degree of diversity within the company (CIPD, 2022).
Including a range of viewpoints during the design phase:

According to Boatman (2022) It is imperative that employees from diverse backgrounds be included in the design process of a people practice initiative in order to ensure that it is really inclusive. This may entail forming a diverse task force or advisory group to offer feedback on the programme, working with staff members from different backgrounds to create solutions, and considering several points of view when making decisions. A varied range of viewpoints added to the design process increases the likelihood that the programme will be inclusive and fulfil the needs of every employee.
Two ways in which people professionals can check inclusivity after a people practice initiative is implemented:

Get Employee Feedback and Conduct Surveys: 
Gathering employee feedback and conducting surveys is one efficient method that people professionals may use to verify inclusiveness following the implementation of a people practice project. These comments might offer insightful information on how various groups within the organisation see the effort. People managers may find any gaps in inclusion and make the necessary changes to guarantee that every employee feels appreciated and included by examining survey results (Judd, 2018)

Track Important indicators: 
Keeping an eye on important indicators pertaining to inclusion and diversity inside the company is another technique to assess inclusiveness. Employee engagement levels across various demographic groups, the percentage of underrepresented workers who remain in their jobs, and the representation of diverse groups in leadership roles are just a few of the indicators that human resources managers may monitor. Organisations may evaluate the effects of their people practice efforts on inclusion and make data-driven choices to foster a more inclusive workplace culture by routinely analysing these measures(Romansky, 2021)
Task Two – Professional Review

1. Reflect on your own approach to working inclusively and building positive working relationships with others. (AC 2.3)

Whether specialised or generalist, the job of people professionals is always changing in response to the shifting dynamics of the workplace and the larger corporate environment. HR specialists were once thought to as administrators who mostly handled payroll, compliance, and hiring-related matters. But as the value of human capital in fostering organisational success has been more widely acknowledged, people professionals' roles have grown dramatically.
The following are some notable ways that the role of a people professional is evolving: 

Strategic partners:  According to Coogan (2023) An increasing number of people view HR specialists as critical business partners who contribute to the overall success of the company. As such, they need to be well-versed in the sector and capable of aligning the company's goals with its HR strategy.
Data-driven decision-making: As analytics and technology have developed, HR professionals are using data to inform decisions more and more. As a result, they must be comfortable managing data, interpreting metrics, and using insights to guide HR strategy. 
Experience as an employee: HR professionals are placing more of an emphasis on creating a positive work environment in all areas, including hiring, onboarding, development, and beyond. Employee experience: Human resources professionals are placing increasing attention on creating a positive employee experience at every stage of the process, from hiring to onboarding to development and beyond. This means creating a supportive atmosphere, providing opportunities for growth, and promoting employee participation (Mohdzani, 2022).
Flexible and remote work: Human resources professionals need to be able to effectively support and manage a distributed workforce as these work arrangements grow more widespread. This means setting up the systems and resources required to support remote work and guiding employees through the challenges of working from home.(Linkedin,2023)
 Diversity, equity, and inclusion: According to (Ali, 2022) People professionals play a crucial role in their organisations' promotion of initiatives pertaining to diversity, equality, and inclusion. This includes creating inclusive policies and practices, promoting diversity in hiring and career promotion, and fostering a sense of community.






2. Explore how the role of a people professional (specialist or generalist) is evolving and the implications this has for your CPD. (AC 3.1)

Whether they are experts or generalists, the job of people professionals has changed significantly in recent years as a result of a number of variables including changing organisational demands, changing workforce demographics, and technology improvements. The field's Continuous Professional Development (CPD) is affected by this evolution.
HR specialists were formerly thought of as administrators handling standard duties like benefits and payroll processing. Nonetheless, there is a growing expectation for today's human resources specialists to function as strategic business partners. They must participate in decision-making processes, match HR strategies with overarching company goals, and have a thorough comprehension of how HR procedures affect organisational success (CIPD, 2022)
An additional crucial facet of the changing job of human resource professionals is the growing focus on making decisions based on data. It is increasingly required of HR professionals to use data to guide their plans and choices due to the growth of HR analytics and technology. They must thus have a good background in analysis and a comprehensive grasp of the metrics pertaining to talent management, workforce planning, and employee engagement (CIPD, 2022)
Consequences for CPD
The evolving role of people professionals necessitates continuing professional development (CPD) in order to remain current and productive in the area. To pick up new abilities, keep current with market trends, and adjust to changing needs, one must never stop learning. Investments in Continuing Professional Development (CPD) programmes that address topics including strategic thinking, data analysis, change management, employee relations, diversity and inclusion, and leadership development are necessary for HR professionals. (Dessler, 2024)
Opportunities for networking with colleagues in the field, going to conferences and seminars, being certified as a SHRM-CP or PHR, taking online courses on cutting-edge HR subjects, and looking for mentoring from seasoned professionals should all be part of continuous professional development.











3. With reference to your responses for Q1 & Q2, and feedback on your behaviours or performance obtained from (at least) one other person, assess your current strengths, weaknesses, and development needs.  Your response should include an explanation of the feedback received and how it has informed your self- assessment. (AC 3.2)

Observation from my colleague –
I recently received feedback on my communication skills from one of my coworkers, they mentioned that I am quiet in certain topics of meetings, when I do speak it is valuable information and never talking for the sake of it. This didn’t surprise me as I know I am an introvert, however I take onboard that this can look as though I am maybe not engaged and dismissed which leaves me vulnerable at times to criticism.
Self-Assessment-
I have evaluated the feedback received by my colleagues, I will work on my presence, and try to be more open and talkative during meetings.
Below I have stated my strengths and weaknesses which I feel I have - 
Strengths:
•	Collaborative: I always work collaboratively with other members of staff, this way we get the best outcome of situations as we have combined knowledge. 
•	communication skills: I am able to communicate clearly and detailed with other members of staff and stakeholders.

Weaknesses:
•	Time management workload: I tend to start multiple tasks rather than solely work on one leaving me struggling with deadlines.










4. In follow-up to your self-assessment, identify a range of formal or informal development activities you will undertake to support your ongoing professional development. Your response should include a brief description of your chosen activities and your reasons for selecting them. (AC 3.3)

Attending workshops- I will enrol in workshops and conferences days to keep up to date with the most recent changes to HR and employment law. This will help me in my role to provide accurate information and fulfil my duties as a HR professional.

Education – I will enrol to CIPD level 7 this year, this will help me to progress within my current role and progress to HR Director level.

Training – I am participating in ACAS training programmes to learn new legislations and changes. I try to do 3 a month to keep myself upto date. 



5. Reflect on the impact of three previous learning activities (i.e., not the activities planned at Q4 above) on your behaviour and performance.  The selected activities may be any formal/planned or informal/unplanned activities undertaken in the last 12 months, which you consider to have impacted your behaviour and performance.  (AC 3.4)

I have completed training courses with ACAS to help me deal with day-to-day HR issues that may arise in the workplace. I have attended breakfast meetings with local law firm which provides regular updates and change, and legislation state a case example. I have completed a course on labour relations working with a union, understanding what a union recognition agreement complies of. 
I have done workshops on employee kills and analysis, and operational excellence and workflow assessments.
These courses provide me with the skills and tools to deliver on the business HR objectives. 
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