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

The CIPD’s profession-map captures the core areas of expertise, behaviours and knowledge required for effective HR professionals, but as Taylor and Woodhams (2022) highlight, it’s the ability to carry out these principles in pragmatic terms that makes a difference. The Profession Map behaviours include being a credible and trusted advisor, being curious, collaborative, and demonstrating courage to challenge assumptions and drive change. CIPD, (2023) 
The ability to influence is important because it can impact how the people professional contributes too and effects change within the organisation, Taylor and Woodhams (2022). With a range of activities from championing their people, hiring, using data to inform decisions and challenging senior management, influence is important. Furthermore, assertiveness is crucial when deciding on outcomes, Waite et all (2021). Confidence is an important factor in being assertive, people may fear repercussions of speaking up which can impact on the morale and the culture of the organisation. Taylor and Woodhams (2022)
If an organisation is declining employees’ requests to work part-time due to the impact on call volumes, and the requests are by women, the people professional will be looking to adopt confidence and assertiveness in reminding managers to be flexible and to act in accordance with Employment Law. They will need to carefully consider what might be right for the organisation but could also be unfair treatment. Taylor and Woodhams (2022). 
As well as assertiveness, collaboration with a supportive team can help when challenging senior management as it aids critical thinking leading to the right outcomes. The impact the People Professional has on displaying these behaviours, can influence others to raise concerns because often it’s more than one person thinking the same, as explained by Heffernan, (2012). 
A people professional encompasses engaging in various HR activities while embodying behaviours that contribute to personal and organisational effectiveness. By adopting the behaviours outlined above, they can effectively navigate the complexities of the modern workplace and drive positive outcomes for all. 











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 significance of ethics for the people professional (PP) is important because it sets the standard of principles and behaviours that enhance decision-making and outcomes. The beliefs that drive these behaviours are shaped early on in life and carry into adulthood, so can help at work for effective decision making, positive interactions with others, resolving disputes, and the overall culture of the organisation. Taylor and Woodhams (2022) 
Conflict can arise in the PPs’ own values when factors such as maximising profit, doing the right thing for the employees and working within the legal framework must be considered, as highlighted by Taylor and Woodhams (2022) The CIPD’s profession map further supports this by a three-step approach of what professional values are based on; principles led, evidence based, and outcomes driven. CIPD, (2023) 
Codes of conduct are a set of standards based on ethical behaviours that the organisation wishes to operate, Deontology is a theory that focuses on what is right or wrong regardless of the outcome, Waite et al, (2022) In practical terms this can be useful in determining the practice in a disciplinary policy, for example an absence policy stating how many times you would need to be absent before being dismissed.  Within this theory no exceptions are considered, to place emphasis on equality to all. (Twelve pros and cons of deontological ethics, 2019)
However, the downside to applying this principle in its strictest sense, would be the moral and ethical dilemma for the PP. If an employee was dismissed and it was later found that they had an underlying medical condition, the dismissal would be unfair. Therefore, an organisation is likely to consider extenuating circumstances or reasonable adjustments before dismissal occurred.
Utilitarianism theory evaluates the morality of actions based on their consequences, the aim is to maximise overall happiness for the greatest number of people Tardi, (2023) In a PP context this involves making decisions that result in the greatest benefit for all. 
A people professional applying utilitarian principles might prioritise policies and practices that enhance employee well-being, promote diversity and inclusion, and create a positive culture, as these factors contribute to greater satisfaction and productivity. Applying a wellbeing strategy ensures that staff feel supported, thus contributing to positive outcomes which can support employees and stakeholders in achieving fair outcomes for all. 
However, balancing the outcomes in the short-term with the long-term need to be considered as Tardi, (2023) explains. An organisation may put emphasis on employee wellbeing to achieve overall employee satisfaction, that in the long term, this could result in a reduction of performance management as managers may be reluctant to have difficult conversations through fear of reducing employee satisfaction. 






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)

The ability to influence at a high level can be the difference between having ideas and wanting to make changes, to having them considered by the right people in the organisation as critical for its success. To enable that to happen the People Professional (PP) will display a set of behaviours that can allow their voice to be heard, the aim shouldn’t be for the quick wins but the ability to influence minds to change for the long term to gain the desired outcome. Ulrich (2018) explains that ‘’Influence is not a coercion that compels change, but a patient persuasion’’. 
The importance of the PP understanding the needs of the business areas, as well as adopting curiosity and an understanding of resistance to change, will enable them to influence change. The ability to influence involves a level of trust, trust as outlined by David Maisters, ‘’Trust Equation’’ includes credibility and reliability. Yapp (2015). It is the foundations of a strong relationship that will help initiate change through informed and confident communication that enables the PP’s voice to be heard. 
The ability to express views is critical for the PP, others will rely on them as their voice as they represent the organisation. The ability for the PP to disagree and speak truth to power can achieve results and affords others the comfort in doing the same which creates a more diverse workforce. Waite et al, (2022) There will be times when what the PP is highlighting may be met with resistance so it’s important that these behaviours are encouraged to allow the best outcomes. (CIPD, 2024)
The ability to influence allows for transparency in an organisation which values people’s opinions and ensures fairness in practices, this results in improved morale and increases employee satisfaction. An organisation may wish to implement sophisticated technology that removes the more mundane tasks from their phone operators, this could be concerning for the employees as they may feel it puts them out of a job. The PP will need to influence how this is communicated to the employees by highlighting the benefits of it and how it allows them to spend more time on more meaningful tasks. 
The PP will have employment law as framework and safeguard for protecting the business but the value in influencing early on is a preventative before any unethical behaviour or breach of employment law occurs. Influence can be achieved through instruction and guided discussions with management as well as training managers on HR policies and practices. (CIPD, 2024)








4) [bookmark: _Hlk133927075][bookmark: _Hlk133927739]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: 

A senior manager suspected one of their managers was manipulating the team’s attendance figures. 

In this example I would cross check the evidence to make sure it was correct. I would advise on holding an investigatory meeting to allow the manager to put their point across and establish what the reasons were for doing it. 

I would highlight the concern to the internal risk teams so they could follow their due diligence. I would guide the senior manager through the investigation, making sure the findings were factual and evidence based. I would pass the completed investigation to an independent manager and HR advisor to determine what the claims amounted too and if disciplinary action was needed. As outlined in the ACAS code of practice, it is important for the investigation to be fair and transparent and supporting both the employee and the organisation. (CIPD, 2023a) 

There are several implications of this example, ranging from financial loss, legal and reputational implications as well as the actions in a position of trust. Acting quickly and highlighting the importance of the manager carrying out their duties in a way that reflects ethical standards is key in maintaining those standards. I would follow up with an audit on internal fraud and ethical standards training.

B: 

An employee unhappy with the process for not attending a social event due to religious reasons. 

An event was scheduled in a pub and the team were allowed to finish work early. An employee was asked by their manager to either work the time back or to take annual leave, they could not attend the event due to their religion not permitting them and they couldn’t stay on in work due to the department closing. 

The employee was unhappy with the options. The manager thought they were treating everyone fairly by applying the same advice to everyone who could not attend. I would have a discussion with the manager around their understanding of Diversity and Inclusion and remind them of the policy and the annual training. I would coach the manager on the concept of micro-aggressions and the importance of maintaining compassion on an individual basis. 

It would be necessary to remind the manager that expecting them to work the time back or take annual leave for an event they could not attend due to their religious beliefs, could constitute discriminatory behaviour (CIPD, 2023b) Reminding the manager of our standards and to act with compassion, creates inclusivity and shows employees we will do the right thing. It also helps to reduce grievances that can lead to tribunal claims for discriminatory behaviour. I would follow up with a suggestion to the department manager of training around this for future planned events. 
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)

Maslow’s hierarchy of needs theory emphasises the importance of satisfying various levels of human needs to achieve self-actualisation. According to Maslow, individuals are motivated to fulfil those needs, with fulfilment occurring in a linear way Mullins (2007) Feeling included, valued, and fairly treated at work can address needs across several levels of Maslow’s hierarchy, at work it can fulfil the social need by providing a sense of belonging and acceptance. Additionally, being treated fairly contributes to satisfying esteem needs by fostering feelings of respect and recognition from management. Multiple studies have shown that recognition and being treated fairly leads to better engagement and therefore increased productivity. Taylor and Woodhams, (2022)
There can be limitations to applying this theory at work, some do not always satisfy their needs through work alone, therefore, the manager would need understand an employee’s personal life to understand their behaviour in work, which might not always be possible. Differences in people will mean varying values to the needs. Some people may be satisfied with working in an organisation with comparative pay, in comparison to those favouring a higher salary but with less stability. Mullins, (2007) Furthermore, differences in generational expectations will also play a factor in needs being met, because what satisfies the needs of one generational group, may be different to another, CIPD, (podcast 203). 
Herzberg two-factor theory distinguishes between hygiene factors and motivators in the workplace. Hygiene factors such as salary, working conditions and policies are essential for preventing dissatisfaction, but don’t necessarily lead to satisfaction. Motivators, such as recognition, achievement and responsibility are factors that can lead to job satisfaction and motivation.   
Feeling included, valued and fairly treated at work can be considered motivators in Herzberg’s model, when employees feel this, they are more likely to experience job satisfaction and motivation, which will lead to increased productivity and engagement. Mullins, (2007) Fair treatment acts as a hygiene factor, which when applied, prevents dissatisfaction among employees. The perception of fairness in decision making process, allocation of resources and opportunities for growth is less likely to lead to demotivation.  
I think it is important to address the human needs and motivators in the workplace to help foster a positive work environment. Ensuring that employees feel valued, included, and fairly treated not only satisfies their psychological needs but contributes to the organisation by way of increased motivation, productivity and overall employee satisfaction. 






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)

When looking at the recruitment and selection process the people practitioner (PP) could conduct a comprehensive analysis of the role, speaking to a variety of stakeholders will capture more experiences and perspectives to enable inclusivity, Rothstein & Goffin (2006).

They should consider the wording in the advert to not discourage certain groups and could consider blind screening which can reduce unconscious bias. An informal interview can alleviate stress and encourage the best out of people, and if there are any tests, to consider if they are essential as part of the role. Taylor and Woodhams (2022) Tests can be stressful and should only be used if it’s essential requirement in someone’s ability to do the role.  

They could consider recruiting specifically for underrepresented groups, for example if an organisation wants to increase the number of women on their board of directors, they may interview a man and a woman of equal calibre but can give the job to the woman, this is known as positive action and considered lawful, and can highlight the companies’ endeavours to promote inclusivity. Taylor and Woodhams, (2022)

Once the recruitment and selection process is implemented, the PP can monitor the outcomes by tracking diversity metrics such as applicant demographics, selection rates by demographic group and workforce representation. Kalev, et, al, (2006). Regular reporting on these metrics can improve inclusivity for future hiring. Obtaining feedback from new candidates on their experience of the process can identify areas for improvement, additionally ongoing engagement with employees can help for future recruitment initiatives. (CIPD, 2022)

If the PP wanted to develop a Health and Wellbeing Policy, they can promote inclusivity by conducting thorough needs assessments and consulting with a diverse range of stakeholders, this can involve engaging with employees from different demographic groups to understand their health and wellbeing priorities, this can be achieved through surveys and interviews. Taylor and Woodhams, (2022) This will help incorporate diversity into the design process so that the PP can tailor processes to the policy that are relevant and accessible to all. Highlighting wellbeing services in the local area or using a corporate counselling service. 

Upon implementation, feedback from surveys can identify the effectiveness of wellbeing in the workplace, employee engagement scores and feedback around the well-being initiative can highlight its impact. Spicer (2024) argues the effectiveness on health and wellbeing policies in the workplace as it is ignoring the actual cause of stress. Studies conducted within the research showed little to no improvement in wellbeing after the implementation and that the real problem is more to do with workplace practices.  


 










Task two. 

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

I have worked with a variety of areas across the business of which have people from varying backgrounds, cultures and with varying skill sets and abilities. About 50% of my time is spent advising managers on how to improve performance. In some of the more technical areas managers have less exposure to performance issues, they are also more analytical and so when issues arise, they are less likely to know how to handle them and by their own admission, feel like they lack the people skills needed to deal with the situation. 
I prioritise building relationships with the managers and senior management and do this by spending time observing and attending meetings, not only to understand what their business objectives are, are but to get to know them. This helps guide my feedback to support the managers who are trying to resolve performance issues. It also helps to ensure that they feel they can come to me for advice and support for business problems and solutions.  
Actively listening, according to London, et al (2023) helps create secure attachments, which can impact how feedback is given and received. With much of my time spent talking to managers about performance concerns, trying to understand them is important for when I offer advice and guidance, knowing their style of feedback can create inclusivity between me and them, it’s also beneficial to discuss their style for when they have discussions with their employees. 

















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)

The advancements in AI and technology have meant that businesses have needed to increase their capabilities to meet demand and achieve success. (CIPD, 2017 – podcast) The application of robotics has enhanced parts of my role, ie, manually sending letters which has afforded me more time to work strategically on business issues and improving practices in those areas.
The organisation has changed its HR operating model to the business partner model. Centres of excellence have replaced the HR generalist role enabling a more strategic way of working. We are using more data now than ever before to inform decisions. This has helped me to identify areas of weaknesses and implement initiatives that are aligned with the HR function and that of the business. 
Social changes, cost of living crisis and different generational changes are just some of the factors that have driven the changing direction of the business, the HR function and how it operates. The demand to meet these new changes required a new operating model that compliments the strategic direction of the business, which is diversification and becoming more digital. The need to continuously evolve as an organisation is fundamental to its success continuing, it also ensures that we can anticipate and get ready for the next generation of workers. 
As advised in the CIPD podcast 185, the next generation of workers might want to have a clear path of how their development will look, they have knowledge that is readily available and a growth mindset from learning quicker, which excels the need for better succession planning, I have been involved in this over the past year with the business areas I work with and have created succession plans for this, allowing for the use of data and technologically to be high on the agenda.  














3) [bookmark: _Hlk129787405]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)


A recent appraisal highlighted that I am conscientious and adopt a task-oriented approach to business problems. It stated that I have the balance right when assessing what is right for the employee and what is important for the business. This was demonstrated when a senior manager wanted advice on someone who had a lot of absences and was performing below the standard required. The manager highlighted my ability to listen, display empathy and help them arrive at a decision that was fairly assessed for the person as well as satisfying the needs of the department to remain productive. 

It stated that I deliver high-quality work, ensuring that projects are brought to completion efficiently and effectively, I feel this demonstrates me as a completer-finisher, as outlined in Belbin’s team-roles, Mullins, (2007) This was highlighted when I was part of a project for automation of managers tasks.

I tend to take on a lot and can worry about this when it gets too much, with a tendency, at times, towards perfectionism. I’ve been made aware that I could delegate more, which interestingly are also seen as the contrasts to the strengths outlined in Belbin’s team roles, Mullins, (2007). I have been given feedback about lacking confidence in larger group settings. 

















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)

With reference to the weaknesses outlined in the previous question I would like to enrol in a public speaking course or workshop led by a professional instructor to learn techniques and receive constructive feedback. I think the formal course will offer structured guidance and professional expertise to help me improve specific skills. With reference to delegation, I have just received a promotion and I have been asked to mentor a new employee and help her to understand the admiral culture and ways of working. I feel this will help improve the responsibility and knowledge I can pass on, whilst also helping me to delegate so that I don’t take on too much. This will help develop leadership skills and can help foster trust within our team which can help lead to increased productivity and teamwork. 
With regards to perfectionism tendencies, I can look at setting small achievable goals with specific deadlines to help practice letting go of perfectionist tendencies. This can help break the cycle of perfectionism by encouraging progress over perfection. I have signed up to an Insights Discovery course, which is a psychometric tool based on the psychologist Carl Jung, Mullins (2007) this will help me along with my team members understand each other’s style and strengths, why we behave the way we do and how we can work best together as a team, whilst also understanding the departments that we are partnered with as people practitioners.
With regards to improving strategic skills I can read books and articles, as well as completing the CIPD, and discuss them with my lecturer or peer group to gain different perspectives. The evidence-based learning module has helped shaped my understanding of the importance of reputable and credible sources and how that can build a case when I want to introduce something to business leaders. Each of these activities provides a combination of hands-on experience, theoretical knowledge, and support to help me grow and improve in these key areas. 











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)

	Activity 
	Impact 

	People Analytics 
	I had an objective set to become more confident with analysing data. 

A senior manager highlighted their concern that absence in their department had increased, they thought that the absence disciplinary policy was not effective in reducing short-term absence. 

I examined the amount of absence per person over a 12-month period by using a pivot table on the raw data, I cross referenced it against our policy (which is 4 occasions leading to disciplinary action). I noticed several employees on more than 4 occasions of short-term absence. I then looked at who had been disciplined and it transpired that the disciplinary process hadn’t been followed by the managers for several employees. This highlighted a wider issue that the managers were not following the policy.  

Analysing this data and cross referencing against any disciplinary action that may have been taken, taught me the importance of what data can show and enabled me to see if our internal policies were effective. It also gave me the confidence to deliver the outcome of my findings to the manager. 

I was able to identify that it wasn’t the policy that wasn’t working, it was the managers not applying it and so we introduced a training plan for them. 

This activity has changed my behaviour as I am more confident with using data and having the confidence to highlight concerns with it. It allows me to be better informed in my decision making and ensures that I am credible when suggesting solutions. This is outlined in Taylor and Woodhams, (2022) as an important factor to raising concerns using credible data. 
 

	Learning and Development 
	The HR team received Clifton Strengths assessment training. The training returned everyone’s individual scores and allowed us to see what comes naturally to us. This informed where we could improve to help us work better. 

I scored lower in the influencing section for gaining command. I lacked confidence with speaking to senior leaders outside of my direct department so I decided to take the lead on part of a project so that I could overcome this. 

The project involved me being responsible for setting up meetings and gathering information from senior managers on important tasks that general managers needed to complete and the impact those tasks had on other areas, and what the risk were of not doing them. 

I oversaw those meetings and was responsible for passing that information over to the training team for them to develop a training session out of the information I collected.

This helped increase my confidence of speaking to senior members and leading a project. I was more confident addressing senior managers after this project, it has enabled me to build relationships with a wider group and enhanced my performance with project work. 

The importance of applying theories of learning can positively influence behaviour as advised in Mullins (2007). 
 

	Wellbeing 
	I attended a two-day course on mental health first aid training. This course explained different types of mental illnesses, how to spot signs of, and respond to, people who are feeling suicidal.  

The course increased my confidence having conversations with people who are suffering, and I was able to understand the importance of additional questions to ask when someone tells you that they are suicidal. 

It allowed me to understand the difference between supporting someone and at what point the medical professionals would need to intervene. 

Following on from this training I have felt confident to update the wellbeing and mental health training that I provide to the managers I support. The training has shaped how I give advice to the managers about the people they support, by reminding them that although we are there to help and offer services, the trained medical professionals are the best people to help and support in more serious times.

Often managers tell me they feel as though they should support their employees out of hours and this training and enabled me to give practical advice, making them aware of support services and the plan to check back in afterwards. Whilst enabling the managers to look after their own health and wellbeing in the process. 

As explained in Taylor and Woodhams (2022) managers are vital in the health and well-being of employees so carrying out this training and being able to apply it, helps to increase the confidence of the managers when they have the conversations with employees about their mental health.  
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