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Task 1

1. Appraise what it means to be a ‘people professional.’ (AC 1.1)

A professional is someone who can apply their knowledge and abilities to gain expertise in a particular field. People professionals support the vision and goals of the organisations through great people interventions (CIPD, 2023a). 
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Figure1 – The CIPD Professional map 
The CIPD Professional Map establishes the global benchmark for the profession of people (CIPD, 2023d). The CIPD Professional map's components are crafted to further the goal of the profession, which is to promote better work and everyday living. This is why purpose is at the center of it. 
Taking into account the CIPD Professional Map, it is evident that the roles of 
PP are influenced by their processed, core knowledge, core behaviours, and specialist knowledge (CIPD, 2023b). A combination of knowledge, skills, and behaviors is used by PP to behave contrary to the expectations of the function they represent (Taylor and Woodhams, 2022)


· Core knowledge -The core knowledge standards delineate the essential competencies required to excel in the domains of people, work, and change. The aforementioned principles are deemed as core because they apply to all individuals in the profession, irrespective of their position, area of expertise, industry, or current stage in their professional journey.

· Core behaviors - Consistency in working to live the values of being principle-driven, evidence-driven, and outcome-driven is described in the core behavior standards.


· Specialist knowledge - The specialized knowledge guidelines outline the skills you require to be proficient in a specific area of expertise.

The fundamental objective of the PP is to advocate for enhanced work and personal lives. The creation of roles, opportunities, organisations, and working environments that foster the optimal performance of individuals, resulting in exceptional organisational outcomes, driving our economies, and fostering a culture of fairness, inclusion, and equity in the workplace as a societal outcome (CIPD, 2023c).
Without an PP, some employees may feel uncomfortable and somewhat vulnerable, whether it be due to abuses of power or interpersonal conflict. The absence of safeguards may hinder individuals from expressing concerns, resulting in serious issues manifesting themselves and affecting the well-being and productivity of employees and the organisation as a whole. It may even prevent new employees from joining the organisation (Kent Trainers, 2022)


1. Discuss how ethical values underpin the work of a people professional, (AC 1.2)

 Live lives and make decisions by relying on ethical values (CIPD, 2024). Ethical values pertain to the conduct, practices, and techniques that define the conduct of professionals within the organisation. The concept of ethical values is intended to guarantee that professionals adhere to the standards and integrity expected of them in the execution of appropriate practices in the workplace. As CIPD (2015) states “There will never be a ‘golden rule’ that fits all ethical decisions: it is always going to require effort, imagination, and judgment, and the outcome is often going to be inconclusive”. When decisions are founded on sound principles and exemplified by ethical values, it enhances the quality of life of others and enhances their professional experiences (Taylor and Woodhams, 2022a)
A PP can use many different ethical theories. One is the deontological theory which is based on Kant’s theory which focuses on moral intentions and duties rather than consequences (Place, 2010). There are the reasons rather than the rules (Rawling, 2023). This means that an individual should act based on what they believe to be morally right, regardless of the actions and consequences. An organisation could serve as an illustration of this. If workers believe there is an issue with their working conditions, they may choose to file formal complaints. This may apply to anything from health and safety risks they face to the state of disarray in their workplace via the grievance policy.
There is then the Utilitarianism theory which works on what is right and wrong there is no in-between. It acts on maximizing the overall happiness and well-being of the affected individuals and looks to what the consequences are. This usually works best when it is face-to-face or conflicting situations that involve stakeholders (LinkedIn, 2023). As a PP this could be when it is decided to make a change within the organisation, the values but ensures the organisation is an all-around positive environment for coworkers and practitioners to be a part of, considering all the potential impacts it will have on everyone.



3) Consider the importance of people professionals (AC 1.3).

The importance of professional courage (and influence) for HR, OD, and Learning professionals is increasingly evident in a world where the notion of truth, justice, and the notion of 'being right' has been distorted and even manipulated (CIPD, 2023).
As a PP, it means to have an effect or make an impact on another person (Taylor and Woodhams, 2022b). To accomplish things efficiently, PP must establish relationships with others to comprehend their perspectives, apprehensions, and requirements, and employ the most efficient means of communication with them to attain favourable outcomes. The are many ways that the PP voice can be heard some ways would be to use quantitative and qualitative data. 
PP must be informed of the relevant information so that employees will rapidly acquire trust in the PP who exert effort into establishing transparent communication channels, thereby enhancing production, productivity, and morale in general.
To be clear the PP must know what they expect the outcome to be. The tone spoken must be assertive, in a way that is very appropriate for the matter at hand. Thus, it can mitigate the effects of stress and confusion regarding the matter (Heinle, no date)
Being confident as a PP means knowing how good people practice works. This means knowing the law, knowing the outcome of what is trying to be achieved, and knowing the organisation/sector. Also knowing themselves, and how they work. Exhibiting confidence in the knowledge and how it is communicated, can exert an impact on others (Psychology Today, 2019). This can be information given within the organisation to other employees or a third party – customers, etc.
Not being informed, clear, or confident can have an impact on the organisation figures, whether it be sales figures or employment. There could be cases where the organisation is taken to a tribunal for having dealt with issues incorrectly, like discrimination, etc. As CIPD (2024) states for employers, an effective voice contributes to building trust with employees, innovation, productivity, and organisational improvement. 

4) Describe an issue that is unethical and illegal (AC 1.4).
As the CIPD Code of Conduct and Ethics states it protects the interests of the public and the reputation of our profession. So, if we see something that is unethical or illegal then we must follow the correct steps. Fulfilling the purpose of championing better work and working lives for current and future generations (CIPD, no date).
4a) Something unethical -
I recently raised a concern in my organisation which I believed to be unethical. In the organisation there is a recruitment team that has recently hired a new employee who has been with us for approximately three months. I overheard them talking to the CEO about how well they had been managing to cover the sites needed and filling the recruitment hours. They were trying to take all the credit for the demanding work. I am convinced that this is not the case, as his colleague has been doing all the work, as the figures indicate. Also, I was covering the recruitment department while he took annual leave. I hold the belief that this conduct is unethical, and they are not following the values of the organisation, therefore, I felt it was appropriate to communicate with the colleague in recruitment and inform them of the remarks. My colleague spoke with the person in question, and they lied about it. This now put me in a very awkward position. I felt the appropriate thing to do was to escalate this to my manager via email with all the relevant information and for there to be an investigation carried out. As CIPD (2019) states. Complex factors contribute to unethical behaviour. However, there are important ways to change behaviour, and these include accountability, strong leadership, and effective management techniques.
4b) Something illegal -
In a previous organisation where I used to work, we were looking after and supporting service user’s needs. I held the position of Team Leader. There was an occasion when I witnessed a carer look into a service user's purse, but they did not take anything. However, that was not acceptable, and they should not have touched someone else property, so I confronted them about it in the appropriate way, I stayed calm. They said that the service user asked them to look. At that particular moment, I apprehensively considered letting it go and refraining from reporting it. However, the carer went back and removed the cash from the purse. I was unable to take pictures due to no phones allowed, so I made sure I had all the details, including what the time was, and how much they managed to take that I could see. I did not inform the service user as I did not wish to cause any alarm. I immediately contacted the office and informed the manager. I handed over all the information that I had via email and telephone. As the Team Leader, I requested the carer to halt her run for that day and proceed to the office immediately. This matter was escalated to the manager, who subsequently informed the family, summoned the police and social workers as it was a theft case and a POVA matter. I was asked to provide a witness statement. They are not following the legislation, and this allows termination due to Gross Misconduct. If an employee engages in serious misconduct, you have the right to fire them right away as long as you follow fair procedures (Gov, no date).
This aligns with the tenet of Kant, which states that if one were to inquire of an individual whether it is permissible to steal, the majority of individuals would likely respond with a negative response (Walton, 2022). 

5) Discuss two theories or models (AC 2.1).
Maslow’s hierarchy theory.
Maslow's theory asserts that in addition to satisfying fundamental needs, it must also strive to satisfy a more extensive set of needs, ultimately leading to eventual self-actualization or attainment of full potential. In the workplace, this could entail identifying a profound purpose and passion for the job, and delivering genuine excellence (Mindtools, 2022).
The 'hierarchy theory' encourages moral behaviour by acknowledging the significance of providing employees with their fundamental needs. It recognises that employees need to have their basic needs accomplished in order to be satisfied and productive with their jobs. A safe working atmosphere, sufficient salaries, and job security are some of the thing’s employers can show their commitment to ethical practices. The theory also suggests that specialized requirements like self-esteem, belonging, and affection is crucial for worker contentment. This fosters a positive working environment. Furthermore, by establishing such an atmosphere, employers can ensure that their employees are motivated and content to work. (Maslow, no date). 
I believe in this theory as after my time being on maternity and coming back working part time I no longer felt included in the organisation, I felt I always got forgotten about. However now I do feel included after being valued as an employee and my needs met, and much happier as Engage for Success state (2021).
Theory Z.
The benefits of using Theory Z include reducing employee turnover, increasing commitment, improving morale and job satisfaction, and dramatically increasing productivity (Mindtools, 2023). Theory Z emphasizes the need to help workers become generalists, instead of specialists. The theory posits that, with the right management guidance, workers can be relied upon to perform their duties with excellence and take care of their own and others' well-being.
 The organisation perceives job rotations and ongoing training as a means of augmenting employees' comprehension of the organisation and its procedures, while simultaneously fostering a diverse range of skills and abilities. As employees are granted a greater amount of time to receive training, rotate through positions, and acquire proficiency in the intricate details of the organization's operations, promotions tend to be more sluggish.
The benefits of the theory are discussed. The reduction of employee turnover, the enhancement of commitment, and the enhancement of morale. The enhancement of job satisfaction and the dramatic enhancement of productivity (Georges, 2021).
In the organisation I am employed, there has been a significant shift in the management teams, and it has already had a significant impact on the organisation. The retention figures have improved, and there has been a reduction in sickness absences also the well-being of the employees which has been shown on the survey and in listening groups. The experience of being included, valued, and treated fairly fosters a sense of belonging, which is an individual's primary need. When individuals experience a sense of belonging to a greater entity than themselves, it reinforces their sense of motivation and purpose which CIPD (2022) states.

6) Discuss two ways in which a people professional can build inclusivity (AC 2.2). 
During the design stage of implementation within an organisation, it is important to know which areas you want to change or make new. This may be a new policy. If, for example, there were issues with absence rates within the organisation, you could see this via quantitative data. One may inquire of the AM regarding their perception of the issues and their recommendations for modifying them. Take a look at the data to see what the sickness issues are. After the policy has been implemented, it will be sent to the AM to make sure everything has been covered that they have mentioned/asked for. It will then be distributed to all employees to read and sign their acknowledgment of the new policy in place. After a few weeks of the new policy being in place the AM’s will be asked whether they have observed any changes in the incidence of employee sickness. All parties must be taken into account when developing and executing the policy to all feel included (Lavanchy, 2024)
Another instance of a feasible implementation is the implementation of a system throughout an organisation that will have an impact on all employees. The new implemented system will replace all the previous ones; therefore, it is imperative to reach out to all relevant stakeholders such as Finance, Operations, Growth, and other relevant departments, and solicit their suggestions and opinions on the system's capabilities. This can be accomplished through surveys, listening groups, and consultations. After the completion of the implementation and the system's launch, surveys will be conducted, and regular listening groups will be established to obtain feedback on the new system. There may also be the possibility of incorporating feedback forms. Acknowledge the team members' perspectives on the criticism. A team member who feels accountable is more likely to see change (Stickland, 2024)
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Task 2 
1. Reflect on your own approach (AC 2.3)
As per the findings of the CIPD (2019) building inclusivity report, inclusion fundamentally revolves around individual experiences and enabling all employees to contribute and feel a part of the organisation. I try my best to make everyone feel included within the organisation I work for, as I am a People Advisor for Mrs Bucket. I attend many listening groups for the cleaners. I ensure that everyone feels included and can speak. I consistently emphasize that I am available via phone or email if I am not present on-site. As there are over 400 employees in Mrs. Bucket and they are spread over 200+ sites it is just impossible to see everyone face to face every month. I have now diarised a calendar for myself with all the sites to contact every employee.
We have a lot of lone workers at Mrs. Bucket, so this is crucial because we prioritize their safety but also want them to feel like a member of the team. I have developed some excellent working relationships with the executive team and the cleaners by taking time out of my daily tasks to be available for the staff. Little gestures, like mentioning someone's birthday or work anniversary on our social media platform, have a significant impact, as evidenced by the employee survey results. There is a great deal of diversity in Mrs. Bucket, and it is crucial to acknowledge this and foster a sense of unity among all. I am currently getting all contracts translated into the languages spoken by the nationalities and posting the translated content on our social media.
Relationship functions support employees' optimal functioning in addition to being linked to greater job satisfaction levels (Baczor, 2016).

2) Explore how the role of a people professional is evolving (AC 3.1)
A report on future trends and how they will affect the evolution of PP was conducted by CIPD (2020). Here are a few of the trends: 
Technology use, diversity in the workforce, globalization.
One major aspect of this is, that Artificial Intelligence (AI) is rapidly altering the workplace as stated by CIPD (2023). This is one of the reasons PP roles will be evolving, there will be computers working out the figures and speaking to employees, instead of a human PP. However, this will then allow a PP to concentrate on more strategic duties that call for communication and decision-making. Workplaces, professions, and jobs are all changing due to AI. PP are essential in promoting risk-free experimentation and quick learning so that we can maximize the advantages and minimize the drawbacks (CIPD, 2024). 
These have implications for my own Continuing Professional Development (CPD). In the organisation I work for, where a lot of robotics are used, whether it be for new computer systems or cleaning. This implies that for me to advance in my career, I will need to learn more about how these operate and the effects, good or bad these have on the organisation. This could mean attending conferences, participating in webinars and workshops, obtaining advanced degrees or certificates, and engaging in reflective practice. As the PP role is always evolving, I would like to continue completing my CIPD degree to level 7 to advance my career even further and ensure that I am always knowledgeable about the most recent developments in PP areas.

3) Feedback on your behaviours or performance obtained from (at least) one other person(AC 3.2)
The email from my people manager, which you can see below, provides me with feedback on my strengths and weaknesses as well as areas I can improve to further my career and meet my needs. I feel like I am headed in the right direction after seeing what my manager said, and I genuinely agree with everything.
[image: A screenshot of a computer screen
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Strengths – I have excellent people skills as I previously worked in the recruitment department, which requires you to interact with a wide range of people. This, I think, opened my eyes to the fact that, despite our differences, all people and employees deserve to be treated with decency and respect, and that they should all feel included. Reference to CIPD Equality, Inclusion and Diversity (2022a) It also refers to the idea that no one should be denied opportunities in life due to their upbringing, identity, or experiences. I feel excel in conducting ER issues as the employees feel they can talk to me.
Weaknesses – When it comes to finding a solution, I need to be more confident. If I were conducting a disciplinary, I would go and speak to my manager about the outcome. I feel like I need reassurance even though I know the answer. Also not knowing enough about how AI is used within the organisation and how the cleaners use the robotics.
Development needs – By completing my CIPD degree. As employers view CIPD qualifications as a global benchmark for excellence. They demonstrate to the profession your value for knowledge and moral behaviour and are viewed as a commitment to your future development (CIPD, no date). I would like to become more involved in the people's area and be able to take on more tasks, I hope to advance my career as a PP. I would also like to engage more with the employees. Take on more learning activities and attend more conferences about how the role of PP is evolving. 






























4) Identify a range of formal or informal development activities you will undertake to support your ongoing professional development (AC 3.3)

	What do I want to learn/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 to review and completion

	To be more confident.
	Conduct more tasks by myself and look up relevant information if need help.
	Support from the manager if necessary. Look up support in books, websites.
	Valuable feedback from my manager. Feeling confident that I can do it. More tasks.
	Jul-24

	How to make employees feel inclusive.
	Listening groups, surveys to the employees asking them what they would like. Training courses about inclusion. and diversity.
	Time to do the surveys and listening groups, training courses.
	Make employees feel included in the organisation, where each employee is empowered to realize their full potential and can experience safety and a sense of belonging (CIPD, 2022b)
	Sep-24

	CIPD degree 
	Continue to do my university CIPD degree. 
	Support from management. Allowed the time to go to university. Support from lecturers.
	Competition for CIPD degree, better knowledge, and higher jobs in the People team. CIPD qualification puts you in increasingly high demand (CIPD, no date)
	Jun-25

	Understanding how AI systems work and the use of robotics. 
	Attend training course and speak to the ops team about the pros and cons of cleaning robotics.
	Time for training.
	Knowing how the equipment is used and understanding how the organisation is moving forward using these.
	Oct-24




5) Reflect on the impact of three previous learning activities (AC 3.4)
I consider myself to be a Kinesthetic Learner, which means that to learn kinesthetically, one must practice, experience, and do. In order to acquire a foundational understanding, I would prefer to be given the chance to actively try to learn something. Instead of waiting for a long explanation before attempting something (Smith, 2021). 
During these reflections, I would say that I use Driscoll's What Model to carry out the given tasks. 
This model is where firstly, I would describe what the situation or experience is to set it in context. This gives a clear idea of what I was dealing with. Then reflect on the experience by asking 'So what?' - what did I learn as a result of the experience? The final stage asks me to think about the action and what will I take as a result of this reflection. (Cambridge, 2021).
A reflective record of my work over the past 12 months and how it has affected my performance and/or behaviour is shown in the table below. 




















	Key Dates:
	What did you do?
	Why?
	What did you learn from this?
	How have/ will this be used? Any further action required?

	Jun-23
	Helped to create a new system for the organisation with an outside company and my manager.
	Being able to be part of a substantial change within the organisation and getting to learn what each department entails. Also, to better my understanding of the organisation, seeing the data. 
	Skills on how to build a system and how to actively change its needs (workflows etc) when the organisation needs change. I learned how to work with other departments closely and find out what their needs and wants are.
	I can use this experience going forward. All departments within the organisation use it along with the cleaners. I am confident I can make changes and help other employees use the system. I will continue to support.

	Aug-23
	I worked on updating the employee survey.
	To gain a better understanding of what the employee's views and thoughts are. To make them feel included and heard.
	What the employees want and need and being able to change those. It is nice to see how the employees see the organisation which might not always be positive.
	This is now being used quarterly and I continue to make changes if the employee's results show it. More employees now complete the survey.

	Oct-23
	Worked with a manager to complete new employment contracts. 
	Wanted to be more knowledgeable of the changes in legislation and keep up to date with the changes in the organisations. I have been given certain sites to manage ER issues so good to have the relevant information.
	Gained experience in how to write a contract and the many different types there are in the organisation. Make sure each job role has one.
	These are now used regularly, and I now feel confident to carry out the changes myself. Further requirements will be needed. When changes within the organisation happen. The next one will be the rate of pay – Real living wage.
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Ruth Young feed back form by Claire Wise Bradley, People Manager -

« What | work really well at: Ruth has taken on the transition from recruitment to HR
extremely well and shows a willingness to be involved in all areas of the role
including engagement, support KPI's and ER issues.

« What | can improve on: As you settle into the HR role, | would like to see you
offering solutions more, and using your own knowledge and experiences to
determine an outcome for a situation. Always here to support and guide you, and this
will come with confidence and increased exposure to issues.

« One thing | should focus on to be better on in future: Just continue to be active and
involved in all People area’s to gain further exposure.




