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Professional behaviours
and valuing people

This unit focuses on how applying core professional behaviours such as ethical practice, courage and inclusivity can build positive working relationships and support employee voice and well-being. It considers how developing and mastering new professional behaviours and practice can impact performance. 
CIPD’s insight	
We provide you with this information from our website to connect you with our research and insights on the topic, so you can explore our latest thinking. It is not intended to replace the learning and formative assessment provided by your Study Centre.

HR and standards (January 2025)
This factsheet explains what British and International standards in HR are and why they matter. It introduces the British and International HR standards already published or under development and outlines the CIPD involvement in their development. Whether or not organisations have a dedicated HR team, they will at some point need guidance on ethical and effective human resource management practice in areas such as workforce planning, recruitment, equality, diversity and inclusion, learning and development, and human capital reporting. British and International standards provide such guidance. International experts develop them, in collaboration with key stakeholders. These standards advocate responsible people management practices and support the organisations that adopt them to improve their organisational resilience and sustainability.  
https://www.cipd.co.uk/knowledge/strategy/hr/standards-factsheet

Ethical practice and the role of people professionals (November 2025)
Scandals involving workplace harassment and poor treatment of workers have highlighted what can happen when ethics aren’t integral to the way an organisation operates. Having unique access to staff and opportunities to influence an organisation’s strategy and the way it manages its workforce; people professionals are uniquely placed within an organisation. They can support the embedding of principled decision-making into daily practice. Ethics are at the heart of professionalism. To create cultures of transparency and trust, practitioners should demonstrate strong standards of integrity when advising business leaders.

This factsheet explores what ethical practice means and why it matters in an organisational context. It outlines the trade-offs involved in upholding ethical values and the challenges faced by people professionals. Finally, it looks at the profession’s role in creating ethical organisational cultures.
https://www.cipd.org/uk/knowledge/factsheets/ethics-role-hr-factsheet/




Ethics at work: an employer’s guide (February 2024)
Ethical values provide the moral compass by which we live our lives and make decisions. They also highlight why organisations should focus on creating a shared ethical culture where employees feel empowered to do the right thing rather than simply following a set of rules.

The way we make decisions is important for organisations because wrong or badly implemented decisions can significantly impact people’s lives and the reputation of organisations. But when we make decisions based on good principles, and live by good values, we can improve the lives of others and their experiences at work.

In setting out standards for the people profession, the CIPD’s Profession Map includes ethics under ‘Core behaviours’, describing ethical practice as:
"Building trust by role-modelling ethical behaviour and applying principles and values consistently in decision-making."

Therefore, it’s vital that people professionals can define ethical behaviour, identify unethical behaviour, and take steps to create a shared ethical culture accordingly.

In this guide, we discuss the red flags to watch out for, along with practical tips and resources to safeguard your organisation and people against ethical breaches and misconduct. The guide draws on – and complements – CIPD research, and features nine areas of action employers can prioritise to ensure they behave ethically. Please note, individual red flags may not in themselves indicate unethical behaviour, but several may be a sign of a wider issue.
https://www.cipd.co.uk/knowledge/culture/ethics/ethics-work-guide

Equality, diversity and inclusion (EDI) in the workplace (February 2026)
Promoting and delivering EDI in the workplace is an essential aspect of good people management. It’s about creating working environments and cultures where every individual can feel safe, experience a sense of belonging, and is empowered to achieve their full potential.  Whilst legal frameworks vary across different countries, in the UK the Equality Act 2010 provides legal protection for nine protected characteristics: age, disability, gender reassignment, marriage and civil partnership, pregnancy and maternity, race, religion or belief, sex and sexual orientation.

However, an effective EDI strategy should go beyond legal compliance and take an intersectional (that a person's different intersecting identities can advantage or disadvantage them) approach to EDI, which will add value to an organisation, contribute to the wellbeing and equality of outcomes and impact on all employees. Things to consider include: accent, age, caring responsibilities, colour, culture, visible and invisible disability, gender identity and expression, mental health, neurodiversity, physical appearance, political opinion, pregnancy and maternity/paternity and family status and socio-economic circumstances, amongst other personal characteristics and experiences. This factsheet explores what workplace equality, diversity and inclusion (EDI) means, and how an effective strategy is essential to an organisation’s business objectives. It looks at the rationale for action and outlines steps organisations can take to implement and manage a successful EDI strategy, from recruitment, selection, retention, communication, performance management and training, to addressing workplace behaviour and evaluating progress. 

Explore our viewpoints on age diversity, disability, gender equality, race inclusion, religion and belief, and sexual orientation, gender identity and reassignment.
 
https://www.cipd.co.uk/knowledge/fundamentals/relations/diversity/factsheet#6428



Relevant podcasts

For more information on this unit’s key issues, listen to CIPD’s podcast, HR People Pod.

Episode 6: Conflict and gender imbalance in HR
Episode 8: Sexual harassment
Episode 19: Toxic cultures



Preparation for the task
You must:
· not use artificial intelligence to suggest ideas, generate content, or structure, edit or enhance your assessment in any way, and ensure that this is your own independent work;
· make sure you understand your Study Centre's instructions on how to complete and submit your assessment;
· watch the supporting video for this unit: 5CO03 Professional behaviours and valuing people | CIPD
· read the CIPD’s word count policy which your Study Centre will provide for you. Remember that your work will be referred if you exceed the word count limit (+10%);
· consider the word count given for each task as a guide. You are advised to follow it, but you can distribute your words between tasks as you wish. However, your total answer must stay within the overall word limit for the unit. If you exceed this limit by more than 10%, your work will automatically be referred.












[bookmark: _Hlk102485723]Tasks 
You must complete two tasks. The first one requires you to familiarise yourself with a case study and answer 6 questions referring to the case study in each case. Your answers should respond accurately to the questions and should be informed by wider reading from key academic texts, articles and relevant publications. 
For the second task, you will conduct a professional review of your own strengths, weaknesses and development areas.
References: this unit focuses on behaviours; therefore, we only require references to be cited in Questions 1 and 5.

Task 1 - Case Study
For the last two years you have worked successfully as team leader of a small people practice team at the southern site of Plyton, a manufacturing organisation. You report to the organisation’s people director, who is based in the head office at Plyton’s northern site, but has operational responsibility for the southern team, comprising six team members of varying levels of experience. 
Your team’s responsibilities include the majority of first-line people practice functions for the site. Your four most experienced team members, Jak, Lea, Tom, and Shavi, tend to specialise in particular areas of work (Jak = recruitment, Lea = L&D, Tom = employee experience, Shavi = employee relations) but all team members come together on different projects as needed. There is a lot to do, and you want all of the team to build up a range of experience and expertise.
Managing the team is an area you particularly enjoy. You came into people practice because you have always believed in fairness of opportunity and in helping people to thrive, and your combined role of people professional and team leader seems to suit your values very well.
Along with managing the team, you enjoy supporting the people director on the design and development of new people practice initiatives. You are currently working on a new employee benefits programme which, if the pilot is successful, will be rolled out across the organisation later in the year.

Q1. Discuss the activities that might be involved in either Tom or Shavi’s ‘specialist’ areas of work in the context of what it means to be a people professional, and how this work might contribute to Plyton’s success. (AC 1.1)

Q2. Explore how your values (‘fairness of opportunity and helping people to thrive’) align with your role at Plyton, and different ways these values might impact your work as a people professional. (AC 1.2) 

You don't need to provide a reference or in-text citation for Question 2 (AC 1.2). 

  



Q3. One of the newer members of your team, Monique, is quite low in confidence and tends not to contribute her views at meetings and discussions. You believe that being able to communicate in an informed, clear and confident way is an essential skill for a people professional and have worked hard to develop this skill yourself. 

Explain why you consider this skill area so important and provide two techniques or pieces of advice you could offer Monique to help her with this issue. (AC 1.3)

[bookmark: _Int_QUG1lqVE]You don't need to provide a reference or in-text citation for Question 3 (AC 1.3). 

Q4. One of your team members has come to you with a serious concern. Whilst assisting with a health and safety issue, they discovered that a manufacturing operative regularly took home materials from manufacturing processes (such as cables, wiring and various electrical parts) to use in their DIY projects or to give to friends. The operative felt that as they ‘usually only took waste materials, they were not doing anything wrong’. 

Consider how and why you would take the matter forward. (AC 1.4)

You don't need to provide a reference or in-text citation for Question 4 (AC 1.4). 

Q5. In your last monthly ‘catch-up’ with the people director, she asked you to help her prepare a paper for discussion at the next Board meeting. She is impressed with your growing knowledge of people practice and the theory that underpins it and would like you to include some of this in a section of the paper (around 400-500 words in length) covering fair and inclusive working practices. You have agreed and decided to entitle your section ‘The human and business benefits of Plyton employees feeling included, valued and fairly treated at work.’   

Draft your content for the section, ensuring it discusses two relevant theories that argue for these benefits. (AC 2.1)

Q6. After the Board meeting, the people director contacts you to say how well received the paper was. Your section on fair and inclusive practice was of particular interest and led to questions about the practical steps that the People Practice Team take to ensure initiatives are inclusive and reach all the people they are intended to reach. 

The director would like you to attend the next meeting with her to tell the Board about the work you are doing on the new employee benefits programme. In particular she would like you to discuss the strategies you will use:
· to make your design of the programme fair and inclusive 
· to check, after implementation, that the programme is as inclusive as you have intended. 

In preparation for the meeting, draft notes covering both bullet points. (AC 2.2)

You don't need to provide a reference or in-text citation for Question 6 (AC 2.2). 
[bookmark: _Hlk159579697] 
[bookmark: _Int_JeT9VEKu]NOTE: there is no requirement to develop an employee benefits programme, (nor to attend any meeting). You are only required to provide notes about the strategies you will use to make your design of the initiative as inclusive as possible, and the strategies you will use to check inclusivity after implementation of the programme.  


Your evidence must consist of:
· Q1 to Q6 should total approximately 2400 words. The acceptable word count range for this assessment is 2925 (-10%) to 3575 words (+10%). Any assessment that exceeds 3575 words will be automatically referred, in line with the CIPD word count policy.
· References should be included within your answers to Q1 and Q5 and full details presented in a reference list or bibliography at the end of your assessment.




Task 2 - Professional Review

Note: This task is not related to the Task 1 Case Study. 

[bookmark: _Int_1N1QqWco]It is just about you and your awareness of your own strengths, weaknesses and development areas. 

To complete task two, you must complete all five activities (Q7-Q11) below. 
[bookmark: _Hlk188540012]
[bookmark: _Int_15VCvM2j]Q7. 	Using the current CIPD Associate-level standards for ‘working inclusively’ as a framework, reflect on your own approach to working inclusively. You can consider your behaviour in your current or previous work experience or in your studies for this.

Summarise your reflections from this activity, highlighting your strengths in this area and any other areas you may wish to develop. (AC 2.3)

https://www.cipd.org/uk/the-people-profession/the-profession-map/explore-the-profession-map/core-behaviours/working-inclusively/

You don't need to provide a reference or in-text citation for Question 7 (AC 2.3).  

[bookmark: _Int_769ta519]Q8. 	Artificial Intelligence (AI) is impacting the way most people work or will work in the future. Explore the potential impact of AI on the work of a people professional and the implications this might have for your own professional development. (AC 3.1)

You don't need to provide a reference or in-text citation for Question 8 (AC 3.1). 

Q9. 	Using a combination of your own thoughts, including those resulting from Q7 and Q8, if relevant, and feedback from at least one other person (you can append this feedback to your answer if you choose to do so), assess your strengths, weaknesses and development areas, in relation to people practice. Your response should include who you involved and how their feedback informed your assessment. (AC 3.2)

[bookmark: _Int_lWj4Kjwt]You don't need to provide a reference or in-text citation for Question 9 (AC 3.2).

Q10. Following on from your self-assessment, identify at least two development activities you will undertake (or commence) in the next six months to support your learning journey, including a brief explanation of the activities and why you have selected them. (AC 3.3)

You don't need to provide a reference or in-text citation for Question 10 (AC 3.3). 

Q11. Shifting your focus to development activities you have already undertaken within the last three years, reflect on the two activities (formal or informal) that you believe had the greatest impact on your behaviour or performance, including why these two activities were particularly impactful and what their impact was. (AC 3.4)

Provide your reflections, attached to your assessment, as either:
· your own format CPD record, edited to include just the two selected activities, or
· a report (or reports) from the CIPD ‘My CPD Records’ tool.

You don't need to provide a reference or in-text citation for Question 11 (AC 3.4). 




Your evidence must consist of:
· Q7 to Q10 should total approximately 850 words. The acceptable word count range for this assessment is 2925 (-10%) to 3575 words (+10%). Any assessment that exceeds 3575 words will be automatically referred, in line with the CIPD word count policy.
· Feedback given for Q9 is not included in the word count.
· A CPD Record or Report(s) for Q11, which is not included in the word count.



Answer Checklist 

[bookmark: _Int_FbWmYBYe]You may find the following checklist helpful to make sure that you have answered all the questions. You don’t have to use it if you don’t want to.

	Task 1 – Case Study
Questions
	Answered
Y/N

	Q1.
	Discuss the activities that might be involved in either Tom or Shavi’s ‘specialist’ areas of work in the context of what it means to be a people professional, and how this work might contribute to Plyton’s success. (AC 1.1)
	

	Q2.
	[bookmark: _Int_TRmN4FlA][bookmark: _Int_mCWh2Slf]Explore how your values (‘fairness of opportunity and helping people to thrive’) align with your role at Plyton, and different ways these values might impact your work as a people professional. (AC 1.2)

[bookmark: _Int_tUa8z7Z3]You don't need to provide a reference or in-text citation for Question 2 (AC 1.2).
	

	Q3.
	One of the newer members of your team, Monique, is quite low in confidence and tends not to contribute her views at meetings and discussions. You believe that being able to communicate in an informed, clear and confident way is an essential skill for a people practitioner and have worked hard to develop this skill yourself. 

Explain why you consider this skill area so important and two techniques or pieces of advice you could offer Monique to help her with this issue. (AC 1.3)

[bookmark: _Int_Y1kgLuCQ]You don't need to provide a reference or in-text citation for Question 3 (AC 1.3).
	

	Q4
	One of your team members has come to you with a serious concern. Whilst assisting with a health and safety issue, they discovered that a manufacturing operative regularly took home materials from manufacturing processes (such as cables, wiring and various electrical parts) to use in their DIY projects or to give to friends. The operative felt that as they ‘usually only took waste materials, they were not doing anything wrong’. 

Consider how and why you would take the matter forward. (AC 1.4)

You don't need to provide a reference or in-text citation for Question 4 (AC 1.4).
	

	Q5.
	In your last monthly ‘catch-up’ with the people director, she asked you to help her prepare a paper for discussion at the next Board meeting. She is impressed with your growing knowledge of people practice and the theory that underpins it and would like you to include some of this in a section of the paper (around 400-500 words in length) covering fair and inclusive working practices. You have agreed and decided to entitle your section ‘The human and business benefits of Plyton employees feeling included, valued and fairly treated at work.’

Draft your content for the section, ensuring it discusses two relevant theories that argue for these benefits. (AC 2.1)
	

	Q6.
	After the Board meeting, the people director contacts you to say how well received the paper was. Your section on fair and inclusive practice was of particular interest and led to questions about the practical steps that the People Practice Team take to ensure initiatives are inclusive and reach all the people they are intended to reach.

The director would like you to attend the next meeting with her to tell the Board about the work you are doing on the new employee benefits programme. In particular she would like you to discuss the strategies you will use:
· to make your design of the programme fair and inclusive
· to check, after implementation, that the programme is as inclusive as you have intended. 

In preparation for the meeting, draft notes covering both bullet points. (AC 2.2)

You don't need to provide a reference or in-text citation for Question 6 (AC 2.2).

NOTE: there is no requirement to develop an employee benefits programme, (nor to attend any meeting). You are only required to provide notes about the strategies you will use to make your design of the initiative as inclusive as possible, and the strategies you will use to check inclusivity after implementation of the programme.
	




	Task 2 – Professional Review
Questions
	Answered
Y/N

	Q7.
	[bookmark: _Int_9hB53yom]Using the current CIPD Associate-level standards for ‘working inclusively’ as a framework, reflect on your own approach to working inclusively. You can consider your behaviour in your current or previous work experience or in your studies for this.

Summarise your reflections from this activity, highlighting your strengths in this area and any other areas you may wish to develop. (AC 2.3)

https://www.cipd.org/uk/the-people-profession/the-profession-map/explore-the-profession-map/core-behaviours/working-inclusively/

You don't need to provide a reference or in-text citation for Question 7 (AC 2.3). 
	

	Q8.
	Artificial Intelligence (AI) is impacting the way most people work or will work in the future. Explore the potential impact of AI on the work of a people professional and the implications this might have for your own professional development. (AC 3.1)

You don't need to provide a reference or in-text citation for Question 8 (AC 3.1).
	

	Q9.
	Using a combination of your own thoughts, including those resulting from Q7 and Q8, if relevant, and feedback from at least one other person (you can append this feedback to your answer if you choose to do so), assess your strengths, weaknesses and development areas, in relation to people practice. Your response should include who you involved and how their feedback informed your assessment. (AC 3.2)

You don't need to provide a reference or in-text citation for Question 9 (AC 3.2).
	

	Q10.
	Following on from your self-assessment, identify at least two development activities you will undertake (or commence) in the next six months to support your learning journey, including a brief explanation of the activities and why you have selected them. (AC 3.3)

You don't need to provide a reference or in-text citation for Question 10 (AC 3.3).
	

	Q11.
	Shifting your focus to development activities you have already undertaken within the last three years, reflect on the two activities (formal or informal) that you believe had the greatest impact on your behaviour or performance, including why these two activities were particularly impactful and what their impact was. (AC 3.4)

Provide your reflections, attached to your assessment, as either:
· your own format CPD record, edited to include just the two selected activities, or
· a report (or reports) from the CIPD ‘My CPD Records’ tool.

[bookmark: _Int_ZQBV095m]You don't need to provide a reference or in-text citation for Question 11 (AC 3.4).
	












Declaration of Authentication
Declaration by learner
	I can confirm that:

1. This assessment is entirely my own work and has been completed in accordance with the requirements set by my study centre and the awarding organisation.
2. All sources used within this assessment have been clearly acknowledged and referenced, and that I have not copied from or colluded with any other individual.
3. I have not used AI tools to suggest ideas, generate content, structure, edit or enhance my assessment.

I understand the consequences of malpractice and accept that any violation of this agreement may result in disciplinary action.

	Learner name: 
	 

	Learner signature: 
(This must be a true signature, so a handwritten signature, or a photo or scan of a handwritten signature, or an e-signature. A typed signature is not acceptable.)

	 

	Date of submission*
Date of first re-submission (if applicable)*
Date of second re-submission (if applicable)* 
*This should be the date on which you submit your assessment for marking.
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Marking Guidance for Assessors

You should mark in line with the marking descriptors set out on page 18 of this brief. 
You must provide a mark from one to four for each question set. You must provide constructive, developmental feedback against each question where you award a mark of one, so refer/fail and rich summary feedback at the end of the feedback form, following the instructions provided there.
To pass the unit assessment learners must achieve a mark of two (Low Pass) or above for each of the questions. You must refer/fail them if you award a mark of one for any of the questions.
Please ensure that you use the correct terminology. Learners have three attempts at the assessment. They only ‘fail’ the assessment if they do not achieve a mark of two for any of the questions at their third attempt. Until then they are ‘referred’.
When you have marked each question, you should total the marks awarded and determine the unit outcome. The table below shows the marking bands for each outcome for this unit.

	Overall mark
	Unit result

	0 to 21
	Refer/Fail

	22 to 28 
	Low Pass

	29 to 35
	Pass

	36 to 44
	High Pass



Please note that the unit outcome is provided: 
· to help learners understand where they are performing well and where they may need to develop
· to help inform your teaching practice
· for moderation purposes

The qualification is not graded and unit outcomes do not appear on learners’ certificates.




 Marking Descriptors
	Mark
	Range
	Descriptor

	1
	Refer/
Fail 
	The response DOES NOT 
· demonstrate the knowledge, understanding or skill required to meet the AC.
· [bookmark: _Int_9KwJLDl7]include any, or appropriate examples, where these are required to support the answer.
· include evidence of the use of reading and research to inform the answer.
· [bookmark: _Int_cSPP6bvt]include at least one appropriate reference for each assessment criteria (where this is required).*
· refer to the case study. 
· respond clearly to the question/task and is not well expressed.
· [bookmark: _Int_6n6LriOC]have an appropriate format or structure which meets the requirements set out in the brief.

	2
	Low Pass
	The response DOES 
· [bookmark: _Int_rSi1vW0q]demonstrate the minimum level of knowledge, understanding or skill required to meet the AC.  
· [bookmark: _Int_lMbDv5sH][bookmark: _Int_79fOQWmx]include an appropriate example where this is required to support the answer.
· include evidence of some reading and research to inform the answer. 
· include a reference for each assessment criteria (where this is required).*
· refer to the case study.
· respond to the question or task although it could be clearer and/or better expressed.
· have an appropriate format or structure which meets the requirements set out in the brief.

	3
	Pass

	The response 
· demonstrates a good level of the knowledge, understanding or skill required to meet the AC.
· includes use of a good example or examples where these are required to support the answer.
· includes evidence of a good level of reading and research to inform the answer.
· includes good use of at least one reference for each assessment criteria (where this is required).*
· makes good reference to the case study. 
· directly addresses the question/task and is well expressed.
· has a good format or structure which meets the requirements set out in the brief.

	4
	High Pass
	The response 
· [bookmark: _Int_RgnYcXno]demonstrates an excellent level of the knowledge, understanding or skill required to meet the AC.
· [bookmark: _Int_Si56NNQI]includes use of an excellent example or examples where these are required to support the answer.
· includes evidence of extensive reading and research to inform the answer.  
· includes excellent use of at least one reference for each assessment criteria (where this is required).*
· makes excellent reference to the case study. 
· responds very clearly to the question/task and is particularly well expressed.
· has an excellent format or structure which meets the requirements set out in the brief.

	
	[bookmark: _Int_jiQX92oG]*Not all ACs in each unit need a reference. If they don’t, the brief will say so. In Unit 5CO03 only Q1 and Q5 require references. References should be presented using a recognised form of referencing. For example, if using Harvard referencing, this would include in-text citations and a list of references or bibliography at the end of the assessment.



Marking grid and feedback for learner
	Unit 5CO03: Assessor Feedback to Learner


	Centre number
	 0669

	Centre name
	University of Wales Trinity St Davids

	Learner number (1st 7 digits of CIPD Membership number)
	

	Learner surname
	

	Learner other names (e.g. first name and middle name(s))
	

	Reported word count
Submission
	
	Actual word count
Submission
	

	Reported word count Resubmission 1
	
	Actual word count Resubmission 1
	

	Reported word count Resubmission 2
	
	Actual word count Resubmission 2
	



Note to Assessor – Please enter a mark for each AC. You need only provide feedback 
where you have awarded a mark of 1. This feedback should be developmental.

	Task 1

	Question Number
	Question
	Mark 
1-4

	Q1.
	Discuss the activities that might be involved in either Tom or Shavi’s ‘specialist’ areas of work in the context of what it means to be a people professional, and how this work might contribute to Plyton’s success. (AC 1.1)
	

	
	Assessor feedback first submission (if applicable)

	

	
	Assessor feedback resubmission 1 (if applicable)

	

	
	Assessor feedback resubmission 2 (if applicable)

	

	Q2.
	[bookmark: _Int_hgWZaxe2]Explore how your values (‘fairness of opportunity and helping people to thrive’) align with your role at Plyton, and different ways these values might impact your work as a people professional. (AC 1.2)

You don't need to provide a reference or in-text citation for Question 2 (AC 1.2).
	

	
	Assessor feedback first submission (if applicable)

	

	
	Assessor feedback resubmission 1 (if applicable)

	

	
	Assessor feedback resubmission 2 (if applicable)

	

	Q3.
	One of the newer members of your team, Monique, is quite low in confidence and tends not to contribute her views at meetings and discussions. You believe that being able to communicate in an informed, clear and confident way is an essential skill for a people practitioner and have worked hard to develop this skill yourself. 

Explain why you consider this skill area so important and two techniques or pieces of advice you could offer Monique to help her with this issue. (AC 1.3)

[bookmark: _Int_UDpPldKM]You don't need to provide a reference or in-text citation for Question 3 (AC 1.3).
	

	
	Assessor feedback first submission (if applicable)

	

	
	Assessor feedback resubmission 1 (if applicable)

	

	
	Assessor feedback resubmission 2 (if applicable)

	

	Q4.
	One of your team members has come to you with a serious concern. Whilst assisting with a health and safety issue, they discovered that a manufacturing operative regularly took home materials from manufacturing processes (such as cables, wiring and various electrical parts) to use in their DIY projects or to give to friends. The operative felt that as they ‘usually only took waste materials, they were not doing anything wrong’. 

Consider how and why you would take the matter forward. (AC 1.4)

You don't need to provide a reference or in-text citation for Question 4 (AC 1.4).
	

	
	Assessor feedback first submission (if applicable)

	

	
	Assessor feedback resubmission 1 (if applicable)

	

	
	Assessor feedback resubmission 2 (if applicable)

	

	Q5.
	In your last monthly ‘catch-up’ with the people director, she asked you to help her prepare a paper for discussion at the next Board meeting. She is impressed with your growing knowledge of people practice and the theory that underpins it and would like you to include some of this in a section of the paper (around 400-500 words in length) covering fair and inclusive working practices. You have agreed and decided to entitle your section ‘The human and business benefits of Plyton employees feeling included, valued and fairly treated at work.’

Draft your content for the section, ensuring it discusses two relevant theories that argue for these benefits. (AC 2.1)
	

	
	Assessor feedback first submission (if applicable)

	

	
	Assessor feedback resubmission 1 (if applicable)

	

	
	Assessor feedback resubmission 2 (if applicable)

	

	Q6.
	After the Board meeting, the people director contacts you to say how well received the paper was. Your section on fair and inclusive practice was of particular interest and led to questions about the practical steps that the People Practice Team take to ensure initiatives are inclusive and reach all the people they are intended to reach. 

The director would like you to attend the next meeting with her to tell the Board about the work you are doing on the new employee benefits programme. In particular she would like you to discuss the strategies you will use:
· to make your design of the programme fair and inclusive 
· to check, after implementation, that the programme is as inclusive as you have intended.

In preparation for the meeting, draft notes covering both bullet points. (AC 2.2)

You don't need to provide a reference or in-text citation for Question 6 (AC 2.2).

[bookmark: _Int_5DmbGl8n]NOTE: there is no requirement to develop an employee benefits programme, (nor to attend any meeting). You are only required to provide notes about the strategies you will use to make your design of the initiative as inclusive as possible, and the strategies you will use to check inclusivity after implementation of the programme.
	

	
	Assessor feedback first submission (if applicable)

	

	
	Assessor feedback resubmission 1 (if applicable)

	

	
	Assessor feedback resubmission 2 (if applicable)

	

	Total marks for TASK 1

	

	Total marks for TASK 1 (resubmission 1 if applicable)

	

	Total marks for TASK 1 (resubmission 2 if applicable)

	



	Task 2

	Question Number
	Question
	Mark 
1-4

	Q7.
	[bookmark: _Int_vkl5vuMp]Using the current CIPD Associate-level standards for ‘working inclusively’ as a framework, reflect on your own approach to working inclusively. You can consider your behaviour in your current or previous work experience or in your studies for this.

Summarise your reflections from this activity, highlighting your strengths in this area and any other areas you may wish to develop. (AC 2.3)

https://www.cipd.org/uk/the-people-profession/the-profession-map/explore-the-profession-map/core-behaviours/working-inclusively/

You don't need to provide a reference or in-text citation for Question 7 (AC 2.3).
	

	
	Assessor feedback first submission (if applicable)

	

	
	Assessor feedback resubmission 1 (if applicable)

	

	
	Assessor feedback resubmission 2 (if applicable)

	

	Q8.
	Artificial Intelligence (AI) is impacting the way most people work or will work in the future. Explore the potential impact of AI on the work of a people professional and the implications this might have for your own professional development. (AC 3.1)

You don't need to provide a reference or in-text citation for Question 8 (AC 3.1).
	

	
	Assessor feedback first submission (if applicable)

	

	
	Assessor feedback resubmission 1 (if applicable)

	

	
	Assessor feedback resubmission 2 (if applicable)

	

	Q9.
	Using a combination of your own thoughts, including those resulting from Q7 and Q8, if relevant, and feedback from at least one other person (you can append this feedback to your answer if you choose to do so), assess your strengths, weaknesses and development areas, in relation to people practice. Your response should include who you involved and how their feedback informed your assessment. (AC 3.2)

You don't need to provide a reference or in-text citation for Question 9 (AC 3.2).
	

	
	Assessor feedback first submission (if applicable)

	

	
	Assessor feedback resubmission 1 (if applicable)

	

	
	Assessor feedback resubmission 2 (if applicable)

	

	Q10.
	Following on from your self-assessment, identify at least two development activities you will undertake (or commence) in the next six months to support your learning journey, including a brief explanation of the activities and why you have selected them. (AC 3.3)

[bookmark: _Int_mMzXTqGL]You don't need to provide a reference or in-text citation for Question 10 (AC 3.3).
	

	
	Assessor feedback first submission (if applicable)

	

	
	Assessor feedback resubmission 1 (if applicable)

	

	
	Assessor feedback resubmission 2 (if applicable)

	

	Q11.
	Shifting your focus to development activities you have already undertaken within the last three years, reflect on the two activities (formal or informal) that you believe had the greatest impact on your behaviour or performance, including why these two activities were particularly impactful and what their impact was. (AC 3.4)

Provide your reflections, attached to your assessment, as either:
· your own format CPD record, edited to include just the two selected activities, or
· a report (or reports) from the CIPD ‘My CPD Records’ tool.

You don't need to provide a reference or in-text citation for Question 11 (AC 3.4).
	

	
	Assessor feedback first submission (if applicable)

	

	
	Assessor feedback resubmission 1 (if applicable)

	

	
	Assessor feedback resubmission 2 (if applicable)

	

	Total marks for TASK 2

	

	Total marks for TASK 2 (resubmission 1 if applicable)

	

	Total marks for TASK 2 (resubmission 2 if applicable)

	



	Total marks for UNIT


	
	Grade
	

	Total marks for UNIT (resubmission 1 if applicable)

	
	Grade (resubmission 1 if applicable)
	

	Total marks for UNIT (resubmission 2 if applicable)

	
	Grade (resubmission 2 if applicable)
	

	Assessor Feedback Summary
Please use this box to summarise your feedback on the assessment overall. This should highlight strengths and any areas for improvement, either referring to specific ACs or commenting more generally across the assessment. (Note: developmental feedback on any ACs awarded a mark of 1 should have already been provided in the relevant box of the assessment form above.
Please use a different font colour for any resubmission comments)


	

	Assessor name
	Submission
	Resubmission 1
	Resubmission 2

	
	

	
	

	Assessor signature*
I confirm that I am satisfied that to the best of my knowledge, the work produced is solely that of the learner.
	
	
	

	Date

	
	
	


*This must be a true signature, so a handwritten signature, or a photo or scan of a handwritten signature, or an e-signature.  A typed signature is not acceptable.


































[bookmark: _Toc147153946][bookmark: _Toc147845012]Appendix – version control

The table below sets out the change made to this document in Version 2

	Amendment

	Detail and rationale
	Date 
	Document version

	Evidence box on 
page 9
	Update to clarify that references are required for both Q1 and Q5
	
06/26
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