Professional behaviours and valuing people
 AC 1.1

The CIPD Profession map defines the core values, knowledge and behaviours for a people professional in the workplace. The Profession Map can be adopted by everyone that works within the people profession, include specialist roles, it is designed to evolve as new roles and specialisms emerge (CIPD,2023)
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Figure 1 – CIPD Profession Map (CIPD,2023)

The purpose of People Practice Professionals is to create positive working environments within an organisation through shared values and robust standards. This instils trust with employees and in turn helps have a bigger impact on the organisation. 

The Profession Map enables People Professionals to self-assess themselves against the different areas which are incorporated in their role. The map is centred around Purpose and then built on 3 core values principles-led, evidence-based and outcomes-driven. 

Core Knowledge relates to People Professionals having the expert knowledge to best support the organisation. Core Behaviours align with the values and consistent ways of working. Specialist knowledge refers to the need for specialist within the people profession such as Learning and Development professionals (CIPD,2023).

The profession map also helps HR Professionals excel in their roles and careers by identifying pathways and areas to develop.  

Within my role I ensure Ethical practice is adhered to in line with the CIPD Code of Conduct and Ethics. It consists of 5 key virtues and its purpose is to protect and uphold the reputation of HR Professionals. It encourages reflection practice and helps support ethical decision making, also outlining the consequences if not adhered to (CIPD,2023).
A focus on employee relations helps to support managers and employees through different processes, such as Absence Management, Disciplinary and Grievance and Capability. People professionals are involved to ensure the process is fair and aligns with the organisational policies. 

 AC 1.2  

Ethical values support decision making and behaviour within an organisation. The people professional role is underpinned by ethics such as equality and fairness. 

Utilitarianism suggests the best decision is the one that maximises overall happiness for the majority of people. For example, when implementing change within an organisation, feedback from employees will be considered on majority with thought given that no decision will please everyone (Clark, 2015). As a people professional this can be applied when creating policies to maximise the benefit for employees, such as Flexible Working. Utilitarianism can also model resource allocation such as training ensuring it has the most impact on the workforce.  

A personal value I have as a people professional is fairness which I apply in all decision making and advice giving to managers. Fairness ensures equal opportunities for all employees, transparent processes within the organisation and having clear and open communication to all employees. Promoting fairness within a company enhances employee morale, productivity including innovation and creativity from employees. When policies and process are applied consistently this can also help reduce conflict within the team. I apply this in my role on a daily basis when supporting managers making workforce decisions. For example when recruiting into the organisation, ensuring that the manager follows the recruitment process fairly, and they are aware of the Safer Recruitment Policy we have in place. When deciding on the interview strategy that it is applicable to the role and scored fairly for all applicants, using a scoring matrix. Research carried out by CIPD discuss 8 ethical lenses to support ethical decision making, the ‘Fairness lens’ is part of this and is included in the principles for the procession and links to the profession map (Young, 2024)


AC 1.3

People professional involvement in stakeholders meetings is crucial. They can influence decision making to ensure decisions align with organisational goals. When discussing change People Professionals will have credibility and trust from the workforce, therefore when implementing any change, the workforce will be more receptive to it. People professionals also have a wealth of knowledge in employment law, which could be vital when discussing any area of the organisation. Senior Leadership will rely on this knowledge to influence their decision making. The consequences of not involving people professionals could lead to tribunal claims from employees. 

Evidence based decision making is something that People Professional carry out regularly and can influence discussions and decisions. When backed by knowledge and evidence it enables people professionals to address concerns, and support organisations through change and uncertainty. A key behaviour of people professional is the ability to challenge decisions when there is resistance or opposition (CIPD,2023)

If people professionals are unable to influence it makes is difficult to align organisational goals and create a positive culture towards change. It also makes it more difficult to resolve conflicts within the organisation. People professionals are usually the link between Senior Leadership Team and employees, not having the ability to influence others could cause disconnects between employee needs and then organisational strategy. 

 AC 1.4

Bullying and harassment is an example of an unethical matter within the workplace. The matter may arise by the employee raising a grievance against another employee or use of the whistleblowing policy. Once I am made aware of the issue, I would then assess the severity of the situation and the individuals involved. I would speak to the employee who has raised the concern to get a better understanding. A decision then made as to whether the complaint can be resolved informally or whether formal action is required. 

I would have discussions with a colleague or my line manager for their opinion and interpretation of the situation. It may also be appropriate to speak to the individual accused of the behaviour to ascertain their version of events. I would then pass all the information over to an independent investigating officer to look into the matter further. I would ensure that both parties feel supported throughout the process. 

It is important that employees feel any unethical behaviour is taken seriously which helps reinforce a safe culture for the workforce (Mahan 2021).

One example of illegal matters is discrimination towards an individual who has been unsuccessful in their application for a position due to their ethnicity, however, may be highly qualified that area of work. I could be made aware of this situation by the applicant themselves or through conversations with the line manager. I would speak to the line manager in the first instance to understand their scoring matrix from the recruitment process and sensitively discuss their decision making for the applicant. Depending on the recruiting managers response, I would further discuss this situation with another colleague or my line manager for their views. If I felt that the applicant had been discriminated against and would discuss with the Chief HR Officer who would the bring the issue to the attention of the Head of Service.  

In the UK the Equality Act 2010 makes it illegal to discriminate against an individual based on protected characteristics – ethnicity is one of those (Cheung & Akay 2024).

 AC 2.1

Daniel Pinks theory of Motivation details the importance of intrinsic motivation over extrinsic rewards which consists of 3 key elements – Autonomy, Mastery and Purpose. Having Autonomy empowers employees in the work place to make their own decisions and take ownership of their work, employees will feel valued in the organisation. Mastery encourages learning and development and enhances opportunities for employees, therefore employees will become motivated and committed to their work and achievements. Employees are also more likely to feel included when they understand how their work aligns with organisational goals (Pink 2010).

Herzberg’s two factor motivation theory argues there are exclusive factors within a workplace that can increase or decrease job satisfaction, these are Hygiene Factors and motivators. 

[image: Herzberg's Two Factor Theory of Motivation (Motivator-Hygiene Factors)] Figure 1 – Hertzberg’s Two Factor Theory (Mamgain 2022)

Hygiene Factors within the workplace will not necessarily motivate employees however if they are not sufficient it can leave to dissatisfaction. The presence of the 6 motivators in an organisation will led to higher job satisfaction. By focussing on the motivators within an organisation employees will feel included and valued within the workplace (Nickerson 2023) 

Implementing a coaching culture within an organisation helps employees make decision for themselves and in turn more impactful on the work place. This also links in with Danial Pinks theory. Every workplace needs to ensure they meet the Hygiene Factors for any employee, then by building on this employees will feel included, valued and that they are treated fairly.

[bookmark: _Hlk159579697] AC 2.2

The Plan-Do-Check-Act (PDCA) cycle is a well-known continuous improvement framework that provides a structured approach to designing, evaluating, and implementing successful and achievable inclusive people practice initiatives. By focusing on this structure, inclusivity can be embedded from the outset, and the effectiveness of the initiative can be continuously assessed throughout its lifecycle (Jurevicius 2024)
The Planning phase is the first phase that provides an opportunity to identify potential barriers. It should be known about the workforce demographics, keeping in mind that potential barriers that different groups of employees might face include gender, ethnicity, disability, and age. An equal opportunities survey can be administered as part of recruitment or induction to identify workforce Can gain. This data will provide insight into the different needs of the employees so that appropriate evaluation of feedback can be made.

It is essential to use inclusive language within policy, training documents, and internal communications because this sets the right tone for encouraging inclusive behaviour, supported by management. Inclusivity can also be embedded within the workplace through policy and practice. This includes areas such as within flexible working, and accessible interview styles for new employees during the recruitment process. By engaging many more stakeholders in the planning process such as employee consultation groups, managers, union representatives, and departmental staff, this will help to ensure that a variety of perspectives are heard and considered. 

It is important to address any unconscious bias when making decisions and hiring within the workplace. For example, ensuring representation in leadership positions and encouraging fair representation in the workforce helps enhance inclusivity. All these are inclusive people practices in the workplace.

The second step is Do, which is the execution of inclusive initiatives in the workplace. Once the planning and consultation stage has been completed, all the data, intelligence, and feedback gathered should be incorporated into the execution process. Good communication should be present so that employees are aware and can take advantage of the initiatives. Management training might be required to ensure the effective launch of the initiatives, as well as other stakeholders' training to increase inclusivity in the process.

In implementation, monitoring procedures should be used to ensure all are covered. Problems or hindrances that could arise must be detected and corrected early on, and ongoing feedback must be promoted throughout the process.

After being put into practice, the Check stage is one of tracking and quantifying how well the initiative has performed. It is not just enough to hope that an initiative has been effective—there must be some system by which its impact is determined. Data and feedback must be gathered during this phase. This can involve conducting surveys, focus groups, and participation audits to see if workers are involved.

Key performance indicators are great and may include information on things such as the levels of employee engagement, rates of promotion, retention rates, and percentage of different demographic groups that are present within the workforce. You should also analyse any employee grievances or complaints regarding exclusion as this data will help decide whether there has been an improvement or not. Though it may be a matter of time before sufficient data is collected, this is a significant step to ensure the success of the initiative.

Finally, the Act stage is where improvements are implemented in response to what is discovered from the Check stage. Some improvement as an example might be the need to make training more accessible to staff, enhancing the recruitment strategies to secure a broader diversity of talent, or updating policies and procedures to make them as inclusive as possible and accessible to all. Lessons are to be shared, and best practice is to be integrated into how the organisation operates on an ongoing basis.

PDCA cycle ensures inclusivity is not a one-time activity but rather an ongoing process. Through consistently identifying and eliminating obstacles, it promotes sustained improvement, which forms the cornerstone of quality management as well as effective people practices (Jurevicius 2024).

 AC 2.3


I think that building and maintaining positive relationships is crucial, and I make an effort to provide good service to others by being truthful, reliable, and honest in my communication. I see collaborating and doing my best to provide a welcoming and open work culture. I am never hesitant to assist others and offer advice, and I enable the team to thrive by helping senior managers with casework and operational matters.

There are also areas where I could improve, I voluntarily take on extra work to support the team and others however I would like to improve workload management in order to keep my work in a balanced manner. Seeking formal feedback on a more regular basis and long-term planning will also help me further develop my skills and impact.

My manager has identified in the feedback that I don't merely respond to issues from line managers but instead, i am always looking for ways to avert and solve them in the most effective manner possible by way of communication and action as a part of my job. I have also been provided with quality feedback regarding my experience and know-how and am recognised and appreciated by a variety of different internal and external groups. I make sure that I am current with today's best practice and try to be as supportive as I can to others in my role, whether that is in my team, or working inclusively with others across the council. My line manager has also selected trust and working in collaboration as areas that I am most competent in, in order to guarantee that I am unbiassed, committed, and display good integrity to serve all parts of Pembrokeshire County Council. I am commendable for my ability to assist others and my willingness to assist them, and for stepping forward when people are in need within the workplace. I have also been rewarded for leadership skills, employing my experience as an HR Advisor in a thriving secondment job where I had valuable experience. I continue to utilise this experience to assist, manage, and support others.

In general, the feedback leaves me feeling valued and confident that my input is satisfactory within my team but also within the wider goals and objectives of Pembrokeshire County Council. It also highlights the fact that I am going beyond expectations in my position.  I do realise that in the future, I must continue to capitalise on these strengths to work collaboratively with others enabling that inclusive culture. I am always open to listening to others points and view during discussions taking these onboard. Whilst being conscious of other experiences and how valuable conversations can be. 


AC 3.1

The evolution of the people practitioner role is going to change dramatically by 2030. This will have an impact on my own professional development, ensuring that I am growing with the trends to be as impactful as possible within HR. It is said within the People Practices 2030 CIPD that the role is drastically being influenced by digitalisation, automation, and also the use of artificial intelligence and data analytics, as mentioned previously. As we integrate new processes, procedures, and also new technologies, as a people practitioner, I am expected to lead the way in ensuring that employees are engaged with the changes, that we're effective in managing any resistance, and creating a positive culture and impact on the workforce.
During my research, there were concerns and considerations about the impact that digital transformation will have on different groups, so this is something we need to be mindful of when creating inclusive practices within the workplace. This will support the UK government's plans to integrate the use of technology, such as artificial intelligence, but it's clear, as an HR team at Pembrokeshire County Council, there are lots of considerations that we need to be mindful of. Based on the report, it seems that there are some extremely positive aspects regarding how technology will help transform HR, as they will move away from traditional HR tasks and be able to hone in more closely on utilising their interpersonal skills and engagement with employees, having a more strategic focus on the organisation's culture, helping to implement change, and in turn, making improvements and driving objectives. To be able to link strategies and technological advancements in an effective way, this will allow me to have more time with people, taking away some of the mundane tasks that require less skill, which AI and automation systems, as per the report, are replacing in lower-skilled jobs (Green, Peters & Young 2020)
It is clear that the need to have high-level personal and interpersonal skills will be more prevalent than ever. We also need to ensure ethical leadership over the coming years as technology integrates into the workplace, ensuring that these are implemented in a fair way. We need to be mindful of job displacement and, have full clarity when introducing new technologies and transforming our processes within the workplace. As stated in the CIPD 2020 report, employees need to be an integral part of the change, not a passing recipient. In relation to my own professional development, it’s clear that the integration of technology into people management functions is going to happen, as the UK government has a strategy to increase this by 2030. I must ensure that I can develop and stay updated on upcoming and the latest HR technologies, considering data analytic tools and the automation platforms that are available.
There are numerous software systems that are being used for time management, communication, and even images and designs, and failure to continue to develop in these areas and reskill where possible will ensure I remain relevant and capable of managing any additions in the workplace effectively. 
AC 3.2

I have assessed myself against two core behaviours of the CIPD People Profession Map, Professional Courage and Influence and Valuing People.

Professional Courage and Influence
	Strengths
	Weaknesses

	I have excellent communication skills which enables me to express ideas clearly and influence others effectively. 
	Some areas within my role that i lack experience, therefore sometimes I may not have the confidence to challenge senior colleagues. 

	I am ethical in my decision making, ensuring I uphold ethical standards to build trust and credibility within the organisation. 
	There are some limitations regarding my ability to influence higher level decision making due to my position within the organisation. 

	
	



	Opportunities 
	Threats

	I engage in continuous professional development to enhance my ability to influence and gain the confidence to challenge decision making. 
	I may experience resistance from more experience colleagues as well as a strong organisational culture within the council could affect my ability to influence. 

	I work on building relationships with key stakeholders to build trust and ability to influence. This can also provide opportunities to demonstrate bold decision making.
	The pressure for me to consistently show professional courage within with workplace could lead to stress or burnout. 



Valuing People 
	Strengths
	Weaknesses

	I am very empathetic and able to foster an inclusive working environment which is important for employee engagement and satisfaction. 
	I may sometimes find it difficult to remain objective when dealing with difficult situations, whilst being empathic. 

	I am able to work collaboratively across different areas of the organisations from departments to schools to help achieve positive outcomes. 
	I do not have extensive experience in dealing with conflict resolution, therefore I could find some situations difficult to manage. 




	Opportunities
	Threats

	Participating in training for conflict resolution and mediation would enhance my skills in managing people effectively. 
	Workplace dynamics can pose a challenge to maintain an inclusive and positive working environment. 

	Obtaining a mentor within the organisation to help provide guidance and support to help enhance my skills. 
	Changes within the workforce can make it difficult to meet the needs of all employees. 



This is the feedback I have received from my line manager about my overall performance. 
	Category
	Line Manager Feedback 

	 Strengths
	Work Quality & Attention to Detail: Produces high-quality work with a thorough understanding of tasks.

	
	Time Management & Reliability: Meets deadlines, completes tasks efficiently, and takes on extra responsibilities.

	
	Expertise & Knowledge: Possesses functional knowledge beyond job requirements and applies best practices.

	
	Customer Focus & Communication: Strives for transparency and continuous process improvement.

	
	Leadership & Professionalism: Recognised for leadership skills, professionalism, and exceeding expectations.

	Weaknesses/Areas for improvement 
	Conflict Resolution: Could benefit from development in handling difficult situations effectively.

	
	Workload Management: High willingness to take on extra tasks may impact prioritisation of key responsibilities.

	
	Workforce Changes: Adapting to organisational shifts and meeting employee needs can be challenging.

	
	Strategic Planning: Needs further focus on long-term planning and trends to enhance professional growth.





 AC 3.3
	
Below is my CPD plan which I plan to achieve in the next 12 months to expand my skills and knowledge to support me in my career development. 

	CPD Activity
	Specific
	Measurable
	Achievable
	Relevant
	Time-Bound

	
	
	
	
	
	

	Develop expertise in HR technologies and automation
	Research and engage with digital HR solutions, data analytics tools, and automation platforms to improve efficiency.
	Attend at least two CPD webinars or workshops on HR technology within the next six months. Record learning through notes and discuss implementation with colleagues.
	Access online courses, and network with professionals in digital HR.
	The role of HR is evolving due to digital transformation, making technological competence essential.
	Complete at least two training sessions and apply learning within 12 months.

	Enhance strategic leadership and change management skills
	Participate in training focused on leading digital transitions and managing workforce change effectively.
	Complete a course or workshop and apply learning by supporting a workforce change within the council.
	Enrol in online or in-person workshops and discuss learning with Chief HR Officer
	Change management is crucial for ensuring smooth digital transformation and maintaining employee engagement.
	Within six months, complete a course and apply knowledge in a project within 12 months.

	Improve ethical leadership in AI and technology adoption
	Gain deeper knowledge of ethical factors in AI and digital transformation, ensuring fairness in HR practices.
	Engage in at least one training session or research report on AI ethics and HR. Present findings to colleagues or apply to policy development.
	Access available resources, training, and expert-led discussions on ethical AI.
	Ethical leadership is critical to ensuring responsible technology implementation in HR.
	Attend at least one training session or complete a study within six months.

	Refine workload management and strategic planning
	Develop strategies to balance workload effectively while maintaining high-quality outputs.
	Regularly review workload with a mentor or line manager and implement time-management techniques.
	Implement workload tracking methods and seek feedback from managers and colleagues.
	Improved workload management ensures sustainable productivity and professional growth.
	Conduct a self-assessment and manager review in the next six months.

	Expand professional network and industry engagement
	Join HR and digital transformation networking events and discuss mentorship programmes
	Attend at least three industry events, webinars within a year.
	Identify relevant industry groups and allocate time to attend.
	Networking provides insights into best practices and future trends in HR.
	Attend events and establish connections within the next 12 months.




AC 3.4

Below is my CPD Record of development activities I have undertaken, what I have learnt from them and how I have applied them in my work. 
	Key dates
	What did you do?
	Why?
	What did you learn from this?
	How have/will you use this?
Any further action?

	
20/03/2025


	Webinar: Compassion in HR: Supporting yourself while supporting others.


	Stress and burnout can be a huge factor for HR Professionals. It’s important to look after ourselves as well as others. We also need to ensure that we can give the right support to our staff.


	Coping strategies when supporting employees in workplace who are affected by personal and workplaces stresses. This is something that can be shared with the wider team to help support with stress and burnout.


	I will use this to support myself when dealing with stressful situations and periods of high work volume. I've also supported staff who have rang HR for support on dealing with their workload and expectations.


 

	10/03/2025

	Grievance Investigation

	In my role I needed to support grievances within the workplace and ensure the idea to the PCC policies and procedures. I also supported the investigation officer investigating a grievance raised. 

	I have learnt the process when a grievance has been raised and how to deal with the sensitive nature of the details. This also follows legislation.

	The use of this experience will be ongoing as more Grievances are raised; I could be the appointed investigating officer. This is inevitable in the workplace and it's important that I can support this.


	25/02/2025

	Redundancy Consultation 

	I supported the HR Manager in a redundancy consultation due to budget cuts. This meant I needed to understand the process that was in place at PCC and also is able to support and utilise the experience of my HR manager.

	I learned valuable experience in managing a redundancy consultation and the important of communication to the workforce. The experience of following a specific process was also good for my learning and development. 

	The skills I gained from this experience will be ongoing, which I can also adapt to different situations in the workplace. Due to budget cuts this is something that has been discussed and having experience is beneficial to my role.


	27/01/2025

	Employment Rights Bill: An Update for 2025 - CIPD
	With the employment rights bill recently announced it’s important to be aware of the proposed changes and when they take effect.
	I learnt the changes that are being proposed and when they are due to come into force.
	Discussion with the HR Team to amend policies to reflect the changes. Informing managers of the changes such as day one rights which will affect their employees.
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