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1. With reference to the CIPD Profession Map, appraise what it means to be a people professional. (AC 1.1).

To be an effective people professional, you should meet the standards set out in the CIPD Profession Map (CIPD, 2024a).

The CIPD Profession Map is a framework that guides people professionals in their roles. This is achieved by providing a benchmark for people professionals to assess and enhance their capabilities. 

Sitting at the heart of the Profession Map is purpose. As defined by CIPD (2024d), the fundamental purpose of the people professional is to champion better work and working lives.

According to CIPD (2024b), the Profession Map can help people professionals make better decisions, drive change and progress their career. It defines the core knowledge, behaviours and specialist knowledge required to help make a positive impact, whatever level or specialism. 

[image: Explore the Profession Map | CIPD]


The biggest asset to any business is having the right people, and a people professional exists as they recognise the value, contribution and impact that people have on an organisation. Their practices can help get the best out of people, delivering great organisation outcomes (CIPD, 2024d). 

People professionals play a critical role in supporting the vision and goals of an organisation, as well as being able to influence a positive working environment. They can empower employees to thrive, both collectively and individually, to support this. 

Employees who thrive deliver better organisation performance (CIPD, 2024).

By applying the Profession Map to their work, a people professional can gain a higher level of credibility and trust. Once in a position of trust, they can have the greatest impact on work practices.

People professionals are involved in all six stages of an employee lifecycle. Each stage is underpinned by the Profession Map which acts as a benchmark.  

For example, recruitment. During the recruitment stage a company has a legal responsibility to ensure no lawful discrimination occurs (Taylor and Woodham, 2022). The Profession Map can help to ensure recruitment decisions are made fairly and ethically, whilst being able to apply and interpret the employment law in this area.

2. Discuss your personal and ethical values (one of each), with examples of how these are evident at work. (AC 1.2).

According to CIPD (2024c), ethical values provide the moral compass by which we live our lives and make decisions.  

Ethical perspectives can influence decision-making. Here are two examples.  

Utilitarianism is an ethical framework which says doing the right thing in any situation will produce the best outcome (CEBE, no date). Armstrong and Taylor (2014, p. 97) state: “Actions are justified when they result in the greatest good to the greatest number of people.”

Deontological theory is an ethical theory which incorporates principles of fairness and justice. It focuses on the importance of rules and moral principles, rather than just the outcome. As explained by Armstrong and Taylor (2024, p. 97): “One should follow the principle that what is right for one is right for everyone.”

When working as a people professional it’s important to know our own values. Our decisions can impact both the organisation and individuals. 

Basing decisions on good principles, living by good values, helps improve the lives of others, creating a positive working environment (CIPD, 2024c).

Personal Value

One of my core values is integrity.  I believe being honest, transparent and having accountability for my actions promotes credibility, respect and trust.  

I encountered a situation in Padda Group, where a manager requested a colleague and friend be considered for a promotion and the manager wanted to lead the interviews without assistance. The manager has strong opinions, and dislikes feedback. 

To manage this situation, I demonstrated professional courage to challenge the manager in a constructive and confident manner, arguing that this process was unfair and biased. 

In line with the CIPD Code of Conduct & Ethics, I have a personal responsibility to act with integrity when I know something is wrong.

To ensure the process remained fair and unbiased, I implemented structured interviews for the senior role, including a diverse panel and the manager, to further enhanced impartiality.  

Ethical Value

Following the deontological theory, an ethical value that is important to me is fairness.  

I believe everyone should be treated equitably, impartially and consistently, regardless of background or circumstances. This helps employees feel valued and respected, creating a positive and inclusive working environment.

At Padda Group, I apply fairness to our recruitment process and recently installed an applicant tracking system (ATS) to support this.

The ATS delivers a recruitment process anonymously and consistently, ensuring the knock-out questions are the same for all applicants, promoting fairness.

It examines key words within a CV, determines if the candidate is suitable based solely on skills and experience, without conscious or unconscious bias over personal characteristics, life experiences or background (BITC, 2024).

Q: Discuss reasons why this is important and the consequences of people practitioners not being willing or able to influence others. (AC 1.3).

People professionals have the power to influence others through the information they hold (CIPD, 2024f), and what we mean by influence, as defined by Ohlrich (2024), is “the ability to affect the thoughts, actions and decisions of others”.

Effective influencing does not simply persuade those to concede to their point of view, it’s about building consensus, fostering buy-in and driving sustainable change towards a common vision (Ohlrich, 2024).

In line with the CIPD Profession Map, influencing others is one of the core behaviours for people professionals. 

During communication, having professional courage is vital as it allows you to contribute to discussions and respond to questions in an informed, clear and confident way (CIPD, 2024f).

Professional courage is also about having the ability to admit a mistake, to take accountability and reflect on mistakes in order to contribute to putting them right.

Being informed helps effective, evidence-based decision-making, builds credibility and trust, and helps promote fairness and compliance. 

For example, staying up to date with employment law guarantees decisions and communications are underpinned by the latest legal compliance, mitigating risks to the organisation.

Having clear, engaging communication can drive influence, not only for understanding, but as a way for employees to feel connected to the workplace.

Strategic communication can be used to deliver right message, through the right channels, at the right time.  This shows genuine consideration for employees’ wellbeing, builds trust and influences staff retention (CIPD, 2024f). 

Professional courage also encompasses confidence - being confident enough in your own knowledge and ability to do what is right. Confidence allows you to align your own integrity to become an advocate for employees, staying resilient when dealing with difficult circumstances (LaLonde, 2024). 

The inability of people professionals to influence - or unwillingness to do so - can have a severe impact across the wider organisation. 

Without the ability to influence, our efforts fall short, leading to resistance, disengagement and failure. (Ohlrich, 2024). 

Q: Discuss, with examples, when and how you would react to both unethical and illegal matters (one of each). (AC 1.4).

An effective people professional observes high standards of conduct and knows when and how to raise matters that might be unethical or illegal. 

CIPD requires members to uphold obligations set out in the Code of Conduct and Ethics (CIPD, 2023) to protect the reputation of the profession.

Unethical Matter

Unethical behaviours in the workplace are typically behaviours which go against the values and policies of an organisation (Taylor and Woodhams, 2022).

When faced with unethical behaviour, it’s important to deal with the issues in line with CIPD’s Profession Map. This will apply principles and values consistently in decision-making (CIPD, 2024g).

Breaches in confidentiality are an unethical matter. A manager who shares sensitive company information would be an infringement of CIPD’s core behaviours. 

This undermines trust, integrity and can have serious consequences for the manager and the organisation.

Breaches in confidentiality need to be dealt with quickly to mitigate any detrimental effects.

I would determine what was shared and who was involved, gather evidence about how the breach occurred plus the information shared, including emails or witness accounts, if appropriate. 

It’s important to ascertain what impact this breach could have on both the company or individuals, ensuring transparency and offering reassurance if required. 

To ensure a fair investigation, I would speak directly to the manager in a professional manner, and should they accept no accountability for their actions, I would escalate this to senior management, ensuring all actions align with our policies and procedures.

Illegal Matter

Illegal business practices are easy to label - if it’s against the law, it’s illegal and can lead to serious consequences for the individual or company (Vinciworks, 2025).

To raise matters which are illegal in the workplace, you need a good understanding of employment law and regulations in line with CIPD Profession Map (CIPD, 2024a).

If I discover that a hiring manager is rejecting applicants based on race or gender, then they are discriminating against these candidates.

Race and gender are protected characteristics under the Equality Act 2010 and unfairly discriminating is breaking the law.

The immediate action would be to stop the recruitment process, inform senior management and launch a formal investigation. This would include gathering evidence and reviewing hiring practices to confirm discrimination has occurred.

If the investigation confirms discrimination has taken place, disciplinary action would be taken in line with the company’s disciplinary policy.

Regardless of the outcome, I would recommend additional training about inclusive and lawful hiring practices for all hiring managers.

Q: Demonstrate your ability to do this with a written argument, which poses different theoretical perspectives, as well as your own. (AC 2.1)

As workforces become more diverse, encouraging an environment where employees feel valued, included and treated fairly can empower individuals to achieve their full potential, feel safe and experience a sense of belonging (CIPD, 2024h). This argument looks at various theoretical theories to underline the human and business benefits of creating such an environment.

Herzberg’s Motivation

Herzberg’s two-factor theory suggests humans are motivated by motivator factors and hygiene factors.  Motivator factors encourage workplace satisfaction and hygiene factors help avoid unhappiness (Kurt, 2022).
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Herzberg’s theory argues that job satisfaction and dissatisfaction exist in two different ways, each with its own set of factors. He believes hygiene factors (ie working conditions and salary), don’t motivate but cause dissatisfaction if inadequate (Nickerson, 2023).

Organisations which address the intrinsic motivators of Herzberg’s theory such as recognition, advancement and growth can make employees feel valued and included. 

This can lead to better motivation, engagement and greater wellbeing from the individual. The business would benefit through staff retention, reduced absence levels and improved reputation and ability to attract better talent. 

However, you could argue Herzberg’s theory of hygiene factors not being able to motivate employees could be subjective. As in fact, if both factors are equally important to an individual, both should be capable of motivating an employee (Pilat and Sekoul, 2021). 

Maslow’s Hierarchy of Needs

According to Maslow’s Hierarchy of Needs, human needs are arranged in a hierarchy. Maslow argued that physiological (survival) needs must be satisfied before an individual can satisfy higher needs (McLeod, 2024).

[image: maslow needs3]
(Diag, Simply Psychology)

To translate this into the workplace, if employees are fairly compensated, they will feel valued and feel they are being treated fairly at work. This will allow them to meet their physiological needs (BiteSize Learning, no date).

The hierarchy is not without its limitations and is often not as rigid as it’s portrayed. People can be motivated by higher-level needs, even when lower-level needs are not met (BiteSize Learning, no date).

In my opinion, inclusive leadership is crucial as it creates an environment where all employees feel valued, included and fairly treated and results in human and business advantages.

Accenture are a great example of inclusive leadership. They have fostered a culture and workplace where employees can feel a sense of belonging and are respected and empowered to do their best work (Accenture, 2025). As a result, they have been ranked number one in the FTSE Diversity and Inclusion Index five times in seven years (FTSE, 2024).

Accenture report that their inclusion and diversity strategy has seen increased innovation, improved decision-making and higher levels of employee satisfaction and engagement (Accenture, 2025). 




[bookmark: _Hlk159579697]Know how to design people practice initiatives to be inclusive and how to check inclusivity after an initiative has been implemented. 
Q: Discuss, with examples, how you have, or would, achieve both of these (AC 2.2)

Inclusion within people practices is important, as inclusion is fundamentally about an individual experience and allowing everyone at work to contribute and feel part of an organisation. They then feel empowered to thrive (CIPD, 2019).

When designing people practice initiatives, it’s important to be inclusive regardless of background. All employees need equal opportunities to engage and contribute (CIPD, 2019). This not only supports diversity but strengthens the organisation’s culture and effectiveness.

In Padda Group, we identified a decline in care workers’ knowledge of care plans and delays in completion of daily documentation following increased occupancy at the care homes. This was coinciding with higher absence levels in some cultural backgrounds.

Design Stage
We conducted research to understand the diverse needs of employees and their thoughts surrounding the planning system and challenges they may be experiencing.

Staff Surveys:
Using staff surveys, delivered across our entire workforce, ensuring the language was inclusive and accessible, and the questions clear and concise. Anonymising the surveys encouraged honest responses.  

Focus Groups:
Holding three focus groups on different days to represent a diverse cross section of employees, helped understand the challenges faced by different demographic groups and promoted fair representation. 

Holding multiple meetings on different days, we made these sessions accessible to employees regardless of personal circumstances (flexible working arrangements, part-time workers). The meetings were promoted through multiple channels and in different formats to ensure accessibility. 

We ensured flexibility by offering various ways for people to engage with the initiative and ensure that no-one was left out. 

The initiative resulted in a new AI care planning system being installed, which could be written or translated into multiple languages.

Post Implementation 

Once this inclusive initiative was implemented, we regularly checked its effectiveness to ensure employees felt valued, supported and able to thrive. 

Measuring Impact on Employees:
Through regular supervision we were able to measure the impact of the new system on employee well-being and absence rates.

Monitoring Data:
Training attendance data – to analyse participation rates across different demographics to see if any group has been unrepresented. 

Continuous training programmes:
Ensuring we have multiple sessions to ensure these sessions are accessible as refresher training for the programme.

Q: Using a combination of your own reflections and feedback from at least one other person, discuss your ability to work inclusively and positively with others. (AC 2.3)

Self-Reflection:
In my role in Padda Group, I endeavour to have an approachable and open-minded manner which I believe is key to developing inclusivity in the workplace and positive working relationships. 

I’ve learnt to be able to adapt my communication style to be appropriate for different colleagues or situations. 

I take time to get to know people as individuals and to listen to diverse views and opinions within my role and when adapting new practices. I feel this enables my colleagues to feel supported and included.  

Often, I’ll use my professional courage to stand up for what is right and be an advocate for fair practice and working conditions for all my colleagues. 

I ensure that I readily share my knowledge and expertise with people when they are facing issues, to help solve problems and support my colleagues to resolve conflict in a professional manner before issues escalate, in an unbiased way.

It’s extremely important to me to have positive working relationships, to not only boost morale, but for improved job satisfaction. 

[bookmark: _Hlk165445609]Colleague Feedback:

The feedback I received from a colleague in my organisation said I was able to promote positive outcomes for both employees and the business by showing compassion and understanding for the situations brought to my attention.  

It also said I used clear, concise communication.

The feedback said my strengths are being able to develop relationships with all employees across the company by taking time to get to know everyone individually, and that I am very well respected for this. 

8. Understand how the people practitioner role is evolving and the implications this has for your ongoing professional development. 
Q: Demonstrate your understanding of this with a written response and related entries in your CPD Plan. (AC 3.1)

As we move into 2025, the landscape of employment law in the UK continues to evolve (Khan, 2025) meaning people professionals must stay up to date with developments to enable organisations to deal with changes. 

Employment Rights Bill (ERB) changes are not likely to come into effect until 2026, but it’s recommended to plan for the raft of changes in the future. 

Taking proactive steps early on, by reviewing and updating policies and contracts of employment, will ensure a smoother transition when the proposals do eventually become law (Bailey, 2025)

Some key changes that are coming into force in 2025 are:

· Employment tribunal reforms
· Increases to national minimum wage
· Increases to Statutory Sick Pay and other benefits
· The Neonatal Care (Leave and Pay) Act 2023

Any changes to employment law will affect the people professional role and they will be required to upskill their knowledge to prepare for these changes.

As reflected in my CPD Development Plan, I intend to attend a number of webinars, online seminars and e-learning in response to these changes to upskill my knowledge.  

Using a combination of your own conclusions and feedback from at least one other person, assess yourself against a specification of your choice (such as a role/job description or any two of the core behaviour areas of the CIPD Profession Map (associate level). Briefly explain the outcome of your assessment (strengths, weaknesses and development areas) and the information that informed your conclusions. (AC 3.2)

Core Behaviour - Passion for Learning:
Demonstrating curiosity and making the most of opportunities to learn, improve and innovate.

Colleague Feedback:
It’s clear that Jo has a passion for learning and demonstrates this within the L&D part of her role. Although, she tends to focus and prioritise the professional development and growth of the employees and doesn’t take time to think about her own development due to work constraints. 

Strengths:
· Committed to continuous learning and expanding my knowledge and skills. When time allows, I like to attend webinars, training courses, or listen to podcasts about an ever-changing industry to strengthen my knowledge. 
· Keeping up to date with external trends and developments.

Weaknesses:
· Due to a busy work schedule, I don’t get time to reflect on my learning practices or have a clear development plan. 
· I don’t put myself first. I often sign up for training courses/webinars and then reschedule due to work commitments taking priority. 

Development Areas:
· To set aside more time to focus on my training and development as part of my long-term goal.
· Develop a clear CPD development plan
· Complete my Level 5 Diploma in People Management, Organisational Learning and Development

Core Behaviour – Ethical practice
Building trust by role-modelling ethical behaviour and applying principles and values consistently in decision-making.

Colleague Feedback:
Jo works with integrity and ensures that her values are consistently applied in her work. She is well trusted and respected. She is not scared to stand up for what is right. She raises concerns in a professional manner.

Strengths:
· Integrity. 
· Using my professional courage to stand up for what is right. 
· Being an advocate for fair practice and working conditions for all my colleagues.
· Ensure we make ethical decisions within the company.

Weaknesses
· I don’t always use my professional courage when it comes to what is right for me. I tend to prioritise employees due to time restrictions.

Development Areas:
· Concentrating on myself and using my professional courage to speak up about myself and my development.
· Set aside time to develop myself further in the areas of ethical practice with the training available.

Following on from your self-assessment, identify a range of formal or informal development activities and add these to your CPD Plan/document. Provide a brief explanation as to why you have selected these activities. (AC 3.3)

I have chosen the development activities on my CPD development plan to help build on my strengths and knowledge and to address my development areas.  
My restrictions in time are having a detrimental effect on my own personal development so this is a priority on my development plan. If I can speak to my manager and assess my workload, I will be able to start prioritising my personal development.
Completion of my Level 5, Associate Diploma in People Management, Organisational Learning and Development would significantly enhance my professional development and equip me with the skills required to excel in the people professional field, by giving me a deep understanding of people management and organisational learning.
This will strengthen my passion for learning and develop new skills and I can grow into a more knowledgeable and effective people practitioner. 
11. Be able to reflect on and draw conclusions about the effectiveness of development activities. 
Reflect on three development activities, already undertaken, that have had an impact on your work behaviour or performance, explaining how they have impacted you. (Your reflections should be presented within your CPD Record document.) (AC 3.4)

Please see CPD record document.



















	
Development plan




	NAME:
	Jo Roberts
	MEMBERSHIP NUMBER:       
	82901007

	COVERING THE PERIOD FROM:
	January 2025
	TO:
	December 2025



Planned outcome
Where do I want to be by the end of this period? What do I want to be doing? (This may be evolutionary or “more of the same”.)
	What do I want/need to learn?
	What will I do to achieve this?
	What resources or support will I need?
	What will my success criteria be?
	Target dates for review and completion

	Set aside more time to concentrate on my development and learning. 




	I need to review my workload with my manager to enable me to access more time for my own development.

When training courses are booked in for myself, I need to prioritise this and manage expectation with my manager. 
	I need support from my manager to reduce my workload.

Support from CIPD learning material.
	To partake in the development of myself in 2025.

To actively have participated in 1 training course per month through 2025.
	Review July 2025 (every 6 months)

	
Complete my Level 5, Associate Diploma in People Management, Organisational Learning and Development. 




	
I will identify any obstacles in the way of me completing the course and establish a clearer time management program to enable me to complete the course.
	
UWTSD
CIPD Learning Material

Support from Padda Group, to enable me to have the time to complete this course, including agreed annual leave days for my assignments when I am not contacted by work.

	
Graduating with my Level 5, Associate Diploma in People Management, Organisational Learning and Development.
	
August 2025.

	
Complete my All-Wales Manual Handling Risk Assessment training course to enable me to carry out more detailed and accurate pregnancy risk assessment for care workers.





	
I will speak with my manager about my intention to do this, 

Speak with the training provider about dates.

Ensure my workload is managed appropriately to enable me to attend the course.
	
Support from management to financially support this course.
	
To be able to carry out well-informed, detailed and accurate risk assessment for pregnant care workers, taking into account safe and legislative manual handling practices. 

	
August 2025

	

Create a culture where all leaders within the company are inclusive, following the same organisational goal.



	
Hold a meeting with all managers across the group, to discuss inclusivity and gather feedback on there current practices and what this means to them. 

Reviewing current company policies on positive workplace, and inclusivity. 

Complete CIPD ”Being an inclusive leader” training

	
Support from management teams and CIPD learning materials.
	
Engaging and empowering managers to become inclusive leaders.
	
April 2025.

	
Upskill my knowledge about employment law changes in 2025.



	
Attend webinars about what to expect in employment law 2025.
	
Webinar hosted by Innes Clark, Alan Delaney, Kenny Scott – MFMac Employment Team. 

Register and Attend Employment Law Seminar with HR Solutions on 6th March 2025.

	
Upskilling knowledge on the employment law changes to be able to prepare within my organisation (policy updates, employee communication, management training). 

	
March 2025

	
Upskill my knowledge about Employment Rights Bill – Day 1 rights including unfair dismissal.

	
Register and attend webinar on 6th February 2025, covering Employment Rights Bill – Day 1 rights including unfair dismissal.

	
Webinar hosted by Innes Clark and Meghan Jenkins – MFMac Employment Team.
	
Upskilling knowledge on the employment law changes to be able to prepare within my organisation (policy updates, employee communication, management training). 

	
February 2025.

	
Upskill my knowledge on Code of Practice in key areas of employment practice based on 2025 changes.

	
Complete ACAS Codes of Practice 2025 – online learning.

	
ACAS Code of Practice E-Learning Course. 
	
Upskilling knowledge on the employment law changes to be able to prepare within my organisation (policy updates, employee communication, management training). 

	
February 2025



	
Development record




	NAME:
	Jo Roberts
	MEMBERSHIP NUMBER:
	82901007

	COVERING THE PERIOD FROM:
	28/11/2024
	TO:
	



	Key dates
	What did you do?
	Why?
	What did you learn from this?
	How have/will you use this?
Any further action?

	
28/11/2024





	
HR Sponsor Licence & Compliance Training Course
	
To equip myself with the essential tools and knowledge required to ensure Padda Group remains compliant when hiring oversees workers.


	
· An overview of sponsor licences and the Skilled Worker Visa
· How to perform the correct Right to Work checks.
· HR processes we need to have in place for sponsored workers
· How to use the sponsor management system.
· Who and how to assign the key roles to be complaint with our sponsorship licence
· How to update company information if any changes occur
· How to renew our sponsorship licence

	
This course has been imperative for the development of my role within Padda Group and the course impacted on both my work behaviour and performance as follows:

It's equipped me with the knowledge to be able to understand what is required from HR and the new processes we need to adopt.

I can answer questions employees have about there sponsorship licences in an informed, confident and clear manner. 

I can use this knowledge to ensure that Padda Group is compliant with necessary home office processes.

I have arranged training sessions members of my team, to provide them with knowledge of how to perform Right to Work checks and provide them training on the new HR processes we will be adopting.

This learning experience has once again made me realise that I very much enjoy learning new information and topics to expand my knowledge. I felt empowered that I was able to share the knowledge that I learnt with my team and adapt new processes to support this. 


	
12/12/2024




	
The Regulation and Inspection of Social Care (Wales) Act 2026 (RISCA) Compliance Refresher Training
	
To equip myself with the essential tools and knowledge required to when it comes to compliance with regulations, maintaining a high-quality service deliver, and improving outcomes for employees and service users within Padda Group. 

When working in Social Care, HR need to ensure we are understanding of the act and the legal requirement for the business.
	
· CIW inspection methodology
· Inspection report contents
· RISCA Regulations
· Regulations in practice 
· Statutory guidance in practice
· The role of the Responsible Individual
· Preparing for an inspection
· How to provide the necessary requested information
· Managing potential areas of non-compliance
· What are recommendations
· What are priority action notices
· What enforcement action can be taken
	
This refresher course impacts both my work behaviour and performance by providing me with greater knowledge about the regulations within the social care industry.  

This refresher course also provided me with the updated to any regulations, following this I have conducted training sessions with head office staff to ensure this information is shared and provide them with the knowledge they need to perform their roles. 

I have and plan to update a few HR policies to reflect any changes in legislations.

I plan to reevaluate the companies training matrix to ensure we are compliant with the changes to regulations.

	18.12.2024





	CIPD “Valuing People”
	To assist and equip knowledge required to support me in the professional behaviours and valuing people module of my Level 5 Associate Diploma in People Management, Organisational Learning and Development.

To support me in my personal development to enable me to put this into practice in my role in Padda Group.
	· Four key aspects of valuing people
· Establishing a sense of purpose
· Treating people fairly
· Enabling others to develop
· Involving people in decisions

	I have used the knowledge that that I have learnt on the course to assist me in the professional behaviours and valuing people module of my Level 5 Associate Diploma in People Management, Organisational Learning and Development. 

To use this knowledge to support and help managers across the company to support their teams’ development. 

To ensure that everyone at Padda Group has a meaningful voice by involving them in decision that impact them. 
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