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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

HR and standards (December 2022)
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, inclusion and diversity, 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

Equality, diversity and inclusion (EDI) in the workplace (November 2022)
Promoting and delivering EDI in the workplace is an essential aspect of good people management. To reap the benefits of EDI, it’s about creating working environments and cultures where every individual can feel safe, 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 goes beyond legal compliance and seeks to take an intersectional approach adding value to an organisation, contributing to the wellbeing and equality of outcomes and impact on all employees. This includes: 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 inclusion and diversity (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 and training to addressing workplace behaviour and evaluating progress.https://www.cipd.co.uk/knowledge/fundamentals/relations/diversity/factsheet#6428

Ethical practice and the role of people professionals (August 2022)
Scandals involving workplace harassment and poor treatment of workers have highlighted what can happen when ethics aren’t integral to the way organisations operate. With unique access to staff throughout their careers, as well as opportunities to influence an organisation’s strategy and the way it manages its workforce, people professionals are uniquely placed to support embedding 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.co.uk/knowledge/culture/ethics/role-hr-factsheet
Ethics at work: an employer’s guide
Ethical values provide the moral compass by which we live our lives and make decisions: ‘doing the right thing’ because it’s the right thing to do. However, there are several reasons why unethical behaviour continues to happen in the workplace, from individual actions and choice to industry-wide indiscretions and compromising decisions.
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 – the latest CIPD research, and features nine areas of action employers can prioritise to ensure they behave ethically. If you’re an employer or manager looking to foster and encourage ethical behaviour in your organisation, you’ll find the practical advice you need in this guide.https://www.cipd.co.uk/knowledge/culture/ethics/ethics-work-guide


Please note that the purpose of this insight is to link you to CIPD’s research and evidence within the subject area, so that you can engage with the latest thinking. It is not provided to replace the study required as part of the learning or as formative assessment material.




Preparation for the Tasks:
At the start of your assignment, you are encouraged to plan your assessment work with your Assessor and where appropriate agree milestones so that they can help you monitor your progress.
Refer to the indicative content in the unit to guide and support your evidence.
Pay attention to how your evidence is presented, remember you are working in the People Practice Team.
Ensure that the evidence generated for this assessment remains your own work.

You will also benefit from:
Completing and acting on formative feedback from your Assessor.
Reflecting on your own experiences of learning opportunities and continuous professional development.
Reading the CIPD Insight, Fact Sheets and related online material on these topics as well as key research authors on the subject.
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[bookmark: _Hlk102485723]Task One –Professional and ethical behaviours
This task requires you to consider the significance of professional and ethical behaviours for a people practitioner and the values that underpin the people practice profession.
To complete the task, you should provide a written response to each of questions below, making appropriate use of academic theory and practical examples to expand your response and illustrate key points.  

1) With reference to typical activities and behaviours, appraise what it means to be a ‘people professional’. (AC 1.1)
(AC 1.1)
The people professional’s primary function is to strive to seek to do best by the people within organisations, always. Professionalism is held in the highest esteem and people professionals (PP) are held to account and abide by a code of conduct (CIPD 2023) that governs the behaviour and sets out the standards in which they are to uphold as a member of the professional body. For example, the code places great emphasis on the PP being the utmost professional as per Section 3, subsection 3.1 of the code: “always act in a way which supports and upholds the reputation and values of the profession.” There is a deep belief that the PP is a member of something greater than its parts. This feeds into the integrity of the individual being expected to display the highest level of integrity as per Section 2, sub-section 2.2 of the code: “exhibit and role model professional and personal integrity and honesty at all times.” The PP’s activities are underpinned by core values contained in the multi-layered profession map (CIPD 2024). The PP will seek to apply their knowledge to the best of their ability and advise on situations that arise utilising the best evidence available, behaving in a professional manner with the end goal/outcome at the forefront of their minds. In summation, there is a lot to be expected of the people professional, they are to be seen as the all-encompassing bundle of the very best of the best, promoting positive culture. All whilst supporting the business in the recruitment & selection process, remaining complaint, maintaining healthy employee relations and supporting the development of the most important part of every organisation – its people.  

2) Discuss how ethical values underpin the work of a people professional, including two examples of how ethical values might be applied in a people practice context. (AC 1.2)
(AC 1.2)
Ethical values are determined to mean commonly shared beliefs that are shared by society to provide us with a “collective consciousness” (Durkheim 1893). These shape our behaviour and what is perceived to be appropriate behaviour. Ethical values are at the root of many standards set out by professional bodies to guide its members on what is right, and how to act appropriately. When professionals act, they must do so with integrity and be seen by others to be “doing the right thing” Taylor & Woodhams (2022). In a people professional context, within the activities undertaken by the PP, they will need to assess the personal values held by an individual versus that of the wider organisation.  
A prominent example of how ethical values might be applied by a people professional, or how they ought to have acted ethically, would be the VW ‘Dieselgate’ emissions scandal (Corporate Compliance Insights 2020). Where it was found that the company oversold the green effects of their diesel vehicles and hid their shortcomings from the public. Why did nobody speak out sooner? Why did parts of this global brand continue to operate and conceal as they did? It is very challenging for an individual to follow their own moral compass within a corporate machine on a different trajectory. However, there is a high standard expected of a people professional to act ethically at all times, and honesty appeared to be amiss here. This can conflict with the needs of stakeholders, or the needs of the business, versus the legal consequences of their decision, weighted against their own held values. Ultimately their decision is their own, but these 4 forces (Taylor & Woodhams 2022) should all be considered before acting. Perhaps, those people professionals at some level felt compounded to act in line with everyone else within their organisation? Perhaps they felt in their own hearts and minds that they were acting in the good spirit of competition and as this gave VW an advantage over competitors when it came to vehicle performance in line with global emission targets, it was necessary, perhaps. However, there is a high standard expected of a people professional to act ethically at all times, and one of the most prominent values upheld by many - honesty appeared to be amiss here.
Having ethical values being embedded within an organisation, to create an ethical culture is seemingly a major focus for HR practitioners at this present time (CIPD 2019, Creating ethical workplaces). It can be very challenging to confront unethical behaviour, without the role of a functioning PP, there is potential for abuse. An example of this could be a manager recruiting for a company, but not following a fair process in their selection. It would be incumbent on the PP to speak out and confront this behaviour as it goes against the concept of equal opportunities for all. As it would not only be the morally right thing to do, but inaction here could also potentially cause commercial harm if found to go against the Equality Act (2010) and found to have acted discriminatory, or unfavourably towards a candidate with protected characteristics. 

3) Consider the importance of people professionals being able to influence others and ensure that the ‘people practice voice’ is heard in an organisation, through informed, clear and confident communication. (AC 1.3)
(AC 1.3)
The power to influence others in a positive manner is a highly desired trait for successful people practitioners. Ulrich (2018) believes that changing the narrative is key to claiming valuable buy-in, by a people professional changing it from “my to our” this can help promote collaboration within an organisation and drive culture forward. Influence is achievable as he says in 5 steps; “Building trust”: this is imperative to gaining the alignment at the outset between people professional and client/customer/ manager/employee/stakeholder. This is evident when people are comfortable around the people professional, sharing confidential information voluntarily and achieved over time. “Adapt to the style of influence target:” These are forms of communication that is adapted to the audience and how messages are receptive. “Connect to goals and values”: this is more around conveying the message in a way that leads people to believe they are part of a wider objective, rather than individual, making about the “others.” “Surrounding with information” is about arming oneself with good sources of information, promoting healthy results if X is implemented to the people, they are trying to influence is usually a key driver in proving influence. “Behave as if”:  This is where the ownership takes over, and the influenced behaves as if the change that the influencer was trying to initiate has now become business as usual. 
The CIPD provides a guide on what it believes are key behavioural traits in the pursuit to influence others (CIPD 2024). The professional body sets out a professional courage and influence standards table, that highlights the influence ability expected of its members. Of the 4 levels of impact, the courage to challenge is a key sign of one’s influential ability. The courage to speak up even if may be unpopular, can help portray the PP as credible, full of integrity and ethically virtuous. Communication, conveying messages clearly and inclusively is a clear necessity for a PP to be successful. Without being able to communicate effectively, you won’t be able to bring people along with you to enact change and will clearly evidence that you do not possess the necessary requirement to influence.  Another of the impact standards to measure influence is the influencing approach within itself. How would you address certain topics to certain groups within a business? Consideration must be given to the parties you are imparting information to, and how they may respond in kind to it.

4) [bookmark: _Hlk133927075][bookmark: _Hlk133927739]For each of the situations below (a & b), provide an example of an issue that would cause you to raise the matter to a manager (or other authority) - and describe how you would do this.
a) where you consider something to be unethical (whether or not it is illegal),
b) where you believe something contravenes legislation. (AC 1.4)
(AC 1.4)
(a)
Before addressing any concerns over potentially unethical practices and confronting them within the workplace by informing the relative authority, it would be wise that the PP is fully update contained in the organisations policies and procedures. As internal codes of conduct/employee handbooks that set out the values and expected behaviours of its employees or stakeholders do differ, sometimes greatly. What personally what may feel unethical, may not be in keeping with the organisation that is being operated in. However, the PP is ultimately obliged to abide by the professional code of conduct and ethics laid out by the CIPD (2023), and it is in the nature of the PP to investigate to protect the organisation. 
An example of this could be whereby a particular team/department are in receipt of gifts from a contracting client. By accepting corporate gifts, it may be seen that a contracting firm is preferred solely on this basis. It could transpire that there is bias, or preferential treatment given, against the spirit of fairness. Or at worst bribery afoot. The Institute of Business Ethics (2012) provide a clear guide on when gifts can be deemed a form of bribery (Bribery Act 2010). It would be wise to escalate this concern to your own line manager to broach this and investigate further at the first instance. 
(b) 
A clear example of an issue that would cause a matter of concern and require raising that concern if believed to have contravened legislation, would be witnessing unsafe work practices. All employers owe a duty of care and are responsible for their employees’ safety, by way of the evergreen Health and Safety at Work Act (1974). The PP would be obliged to recognise the legal obligation owed, even if unscrupulous managers ‘turn a blind eye’, it would be incumbent on the PP to report any breaches to the Health and Safety Executive (HSE). 
Although, this could be commercially damaging, as an employee/worker, in raising this type of complaint, there would be necessary protection afforded, under the ‘Whistleblowing’ concept and enshrined in the Public Interest Disclosure Act (1998). This is intended to ensure that people feel safe to speak out if organisations are not playing by the rules and not abiding by wider obligations to the general public. 
A famous example of this in recent history, is the whistleblowers who came forward, following the post office - Horizon scandal. Whereby former Fujitsu employees helped corroborate the post masters/mistresses who were accused of falsifying accounts on the new centralised accounting software provided by Fujitsu and implemented by Royal Mail at their post offices, that was susceptible to being defective (BBC 2015). This would have been at odds with their employer’s work practices and their contractual duties with Royal Mail and potentially legally challenging, on a personal level with the use of non-disclosure agreements, that often provide a barrier to the truth being told. 


5) Discuss two theories or models relating to the human and business benefits of people at work feeling included, valued, and fairly treated, concluding your discussion with a summary of your own view of these benefits. (AC 2.1)
(AC 2.1)
There is a modern phenomenon amongst key thinkers around the intervention to improve ‘workers wellbeing’ will help solve many underlying issues in the mid-long term, such as unsustainable absence rates or high turnover. The general thought process is, if the organisation supports its people maintain healthy mental and physical lifestyles, they would less likely be sick and hopefully increase their morale that may lead to them being less disgruntled to leave. This is clearly a positive measure that is under the remit of the People professional to implement an improved wellbeing programme for the good of the organisation. Emotional health is of the utmost importance, and has become increasingly publicised in the past decade, and engagement by way of a survey, can help the organisation gauge their people’s general happiness. The impacts of COVID-19 have led people to re-evaluate their worth and seek alternative opportunities, citing burnout as a key factor. Using surveys to gauge contentment amongst employees, seeking to improve on these levels, it may come as more of a surprise should an employee decide to leave, voluntarily. As using Maslow’s Hierarchy of Needs (1954), we can see what lies above the surface, and have an impact on the levels of fulfilment for members within an organisation. 
‘Worker engagement’ as a concept was introduced and explored by Kahn (1990) who devised three principles how employees can gain the optimum from their performance and approached in three engagement forms. ‘Physical Engagement’: if an employee is motivated and operating at pace, they are clearly going to demonstrate they are physically engaged in their work. Secondly, ‘Cognitive Engagement’, is where employees require direction and leadership about their organisations strategy that will help them feel a sense of value. Thirdly, ‘Emotional Engagement’, is the feeling of attachment between the employee and employer, developed through positive relations. If all these engagement levels are at its peak, then this ought to result in a complete performance, as per the theory.   
In summation, if people feel valued, they are likely to act fairly, which should correlate in an equitable, harmonious business. 

6) Discuss two ways in which a people professional can build inclusivity into a people practice initiative at the design stage, and two ways of checking inclusivity after a people practice initiative is implemented. (AC 2.2)
(AC 2.2)
The PP can help place greater emphasis on inclusivity in an organisation by considering equality impact when implementing or reviewing policies and procedures. Ultimately, having an overall strategy on Equality, Diversity and Inclusion is the start point (CIPD 2022). This will set the guidelines and behaviours expected of its members/employees and will seek to promote fairness as a baseline. The thought process is, if this at the forefront, then it will become business as usual. Inclusivity will filter through and help create an ‘equal opportunities for all’ approach. 
After implementation, a way to review whether inclusivity is prioritised, would be to have equality impact assessments. This is where a subject matter specialist must complete a ‘risk assessment’ to see whether they have impacted on equality/diversity/inclusion, sometimes unconsciously, through self-reflection. The ED&I practitioner will then review to find whether the changes have/potentially will adversely affect particular groups of people. If found that it has, they will recommend amendments at consultation stage, in keeping in line with the Equality Act (2010) and avoid any discrimination arising to those with protected characteristics. 
Additionally, a PP can support an organisation to become more inclusive, with direct effect, when it come to the recruitment and selection process. When recruiting, they can take ‘positive action’ whereby, if torn between candidates based on application and/or interview, they can proceed to offer the person a position, if successful, to increase the participation of that underrepresented group. However, this should be done with caution as there is a fine line drawn between positive action and ‘positive discrimination’, if seen to be openly giving favourable treatment to a group over another, purely on this basis. An important function would be to purely seek to avoid bias throughout the process and assess the skills rather than the person. Techniques on advertising can support whether an advert is attractive to everyone and anyone, which should hopefully translate in the volume of diverse candidates applying.  
Using headcount data, the PP can the review the participation and ED&I statistics of its organisation and compare with others, as it monitors its own diversity amongst its members. Aspects of this are required to be in the public domain as gender pay gap reporting is mandatory, if an employer has over 250 employees (GOV.UK 2024). Another way to monitor inclusivity would be to survey existing staff on how they feel included. ‘Do you feel like there are equal opportunities available to you?’, if the responses to this type of question is negative or gives scope to improve then this can be fed back to management by the PP recommending improvements. 

Word count: 2463



[bookmark: _Hlk129861261]TASK ONE
Your evidence must consist of:
· Written responses to each of the 6 instructions above.
(Approximately 2250 words in total, refer to CIPD word count policy)


Task Two – Professional Review

[bookmark: _Hlk129615981]This task requires you to demonstrate your commitment to professional development and performance improvement. 

To complete the task, you are asked to undertake some reflection, self-assessment, and consideration of other’s feedback, leading to an identification of your strengths, weaknesses, and development areas.  Following this identification, you will formulate a range of formal and/or informal activities to address your development needs and support your continuous development.  

The task then shifts to a retrospective stance, where you are asked to reflect on the impact of development activities already undertaken, in the last 12 months.  

All five activities below must be completed.


1. Reflect on your own approach to working inclusively and building positive working relationships with others. (AC 2.3)
(AC 2.3) 
My own approach to working inclusively, is rooted in equity. I truly believe, there needs to be clear opportunities fairly offered to all for us to thrive. It is imperative that wherever I have worked, I have sought to be welcoming and open minded to others with differing views/backgrounds. This has helped foster positive relationships with many former colleagues. This is increasingly important as the world becomes increasingly globalist, and the need to collaborate in its shared goals on a wide range of issues, such as the climate, rather than inward reflecting and creating a possible echo chamber, that prevents progress. I truly believe in the necessity to work inclusively, striving to achieve collectively, rather than individually. 
I feel that one of my strengths is to promote a harmonious surrounding within my team and amongst my colleagues. This in turn supports me when it comes to building and maintaining positive relationships with senior management teams at work. I do my utmost to respond at pace, be present and available that has helped create buy-in on projects that have followed.
In the spirit of collaboration, if done effectively, can lead to a greater perspective and increase my own knowledge base when it comes to information. This is key for me when I am preparing reports for Senior Management teams as data accuracy becomes a heightened focus. 
When it comes to positive relations being healthy, I feel confident enough to challenge and apply myself to, what would be more daunting at the outset, had I not built rapport to begin with. This allows me to have difficult conversations when guiding employees/stakeholders, around their responsibilities.    

2. Explore how the role of a people professional (specialist or generalist) is evolving and the implications this has for your CPD. (AC 3.1)
(AC 3.1)
The role of the PP in business has developed to be a key component in many successful organisations. The PP has helped support during trying times such as COVID, adapted policies to permit home working in many businesses that were all central office bound before the pandemic of 2020. It has strived to keep pace with a very transformative jobs market, in the endeavour of remaining competitive within their industry. This is clearly evident in how PP’s have stopped the slide when it comes to the great resignation (CNBC, 2023). 
Effective collaboration has become a clear focus since the pandemic, as many employees felt isolated during these times, it was/is the role of the PP to clearly communicate and work alongside teams on varying projects such as cross-Finance payroll functions. This, within my organisation was achieved over virtual meetings that was a critical aid for many since COVID-19, as the possibility of face-to-face meetings within the same physical space was impracticable. 
All the while, working from home and learning to adapt to the setting becoming the new office setup as well as a place of sanctuary. This has made me become far more autonomous, and allowed me to structure my days, improving on my own time-management skills.  

3. [bookmark: _Hlk129787405]With reference to your responses for Q1 & Q2, and feedback on your behaviours or performance obtained from (at least) one other person, assess your current strengths, weaknesses, and development needs.  Your response should include an explanation of the feedback received and how it has informed your self- assessment. (AC 3.2)
(AC 3.2)
From recent feedback provided to me by my mentor, and senior Business partner in my recent 1-2-1 personal development goal setting plan - catch up, we discussed that my strengths as identified by my review. I ought to keep up to date more when it comes to HR updates that we can apply as an organisation. This will help increase my knowledge and provide me with greater clout when it comes to reviewing internal policies and procedures. I will achieve this by attending more webinars advertised by people practitioners when key pieces of legislation changes are inbound. 
Self-reflection is not something I find comfortable, nor does it come natural to me. I can accept feedback as a personal motivator to improve, the value in this process is clear. 
Using the profession map (CIPD 2024), I have now become increasingly mindful on what level I currently operate and what the next steps are for me to reach the next stage in my development. 

4. In follow-up to your self-assessment, identify a range of formal or informal development activities you will undertake to support your ongoing professional development. Your response should include a brief description of your chosen activities and your reasons for selecting them. (AC 3.3)
(AC 3.3) 
In my expectations meeting at the outset of my secondment in my current role as a HR Advisor, I had been set the goal of operating at the level of a Level 5 CIPD, associate member. Currently, I feel as though I am operating at the foundation standard and looking at advancing.
My CPD plan has set out targets and I have been shadowing senior business partners, but now looking to take more initiative in leading meetings, given the increased confidence gained. I am now thinking mid-longer term in how issues are being solved, and the impact it has rather than simply ‘firefighting.’ To meet this calibre, I have set myself the goal to improve my presentation skills. Every month, as an OD team, we prepare and deliver an induction day for new starters. I have had input on the design and structure of it as we’ve developed it collectively as a team. However, I have not yet presented this, as presenting is not one of my natural strengths. I have set myself a personal objective to deliver the induction and introduce the organisation to all new starters between now and the end of my secondment. 

Continuing Professional Development
Learning and Development Plan

	Name:
	Thomas Jones

	Organisation:
	Tai Tarian

	Role:
	HR Advisor

	Department:
	OD

	CPD Period From:
	01/09/2024

	CPD Period To:	
	30/08/2025





	What is the goal?
	How will I achieve this?
	What support do I need?
	What are the learning objectives?
	Timescale

	Delivering the HR operation within SLA’s 
	Work based learning
	Autonomy to time-manage
	Greater understanding of business needs and reasons behind transformational changes
	Task to be completed daily – to be reviewed at the end of each week in team meeting

	Keep up to date with legislative changes that may affect policies/procedures
	Self-directed learning
	Time out of the business to participate in webinars and research
	Compliant within industry and awareness of legal effects of key changes
	Before April 2024 (New Financial year) – all policies to be reviewed and remain compliant 

	Achieve CIPD Level 5 status
	Formal Education
	Study time to attend lectures
	Greater knowledge depth and advice given in practice
	Complete in 2025





[bookmark: _Hlk129704849](Note: If using the CIPD ‘My Learning Plan’, you may find it useful to self-assess against the behaviours: ‘Working Inclusively’ and ‘Passion for Learning’ (along with other relevant areas) as this will stimulate development ideas around the areas at Q1 and Q2 above. (However, there is no requirement to provide copies of these self-assessment pages.) Your Learning Plan activities can be ‘copied and pasted’ into your assignment document, and edited so that you are not adding unnecessarily to your word count.)

5. Reflect on the impact of three previous learning activities (i.e., not the activities planned at Q4 above) on your behaviour and performance.  The selected activities may be any formal/planned or informal/unplanned activities undertaken in the last 12 months, which you consider to have impacted your behaviour and performance.  (AC 3.4)
(AC 3.4)
Upon personal reflection, In the past 12 months I have changed roles from a Compliance Officer to a HR Advisor, that has brought me front and centre to colleagues’ and has given me increased knowledge of the organisation’s different roles and functions and needs. I strive to meet the needs of each member and understand the nuances between and tailor my approach. I feel as though my general outlook on the working day has changed and the continuous need to improve has led me to learn from experience and simply become more rounded and provide greater output. 

Word count: 1091

Present your reflections, attached to your assignment, as either:
· [bookmark: _Hlk129789080]your own format CPD record, edited to include just the three selected activities, or
· a report (or reports) from the CIPD ‘My CPD Reflections’ tool. 

 (
TASK TWO
Your evidence must consist of:
Written responses to questions 1-4, 
(Approximately 1000 words in total, refer to CIPD word count policy)
Either:
an own-format CPD record, edited to include just the 
three
 selected activities, or 
a report (or reports) covering the 
three 
selected activities, from the CIPD My
 CPD 
Reflections tool. 
(Not included in word count.)
)
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Assessment Criteria Evidence Checklist 

You may find the following checklist helpful to make sure that you have included the required evidence to meet the task. This is not a mandatory requirement as long as it is clear in your submission where the assessment criteria have been met.

	Task 1 – Professional, ethical, and inclusive behaviours.
Assessment criteria
	Evidenced
Y/N
	Evidence reference

	1.1
	Appraise what it means to be a people professional.
	
	

	1.2
	Recognise how personal and ethical values can be applied in the context of people practice.
	
	

	1.3
	Consider the importance of people professionals contributing to discussions in an informed, clear and confident way to influence others.
	
	

	1.4
	Recognise when and how you would raise matters which conflict with ethical values or legislation.
	
	

	2.1
	Argue the human and business benefits of people feeling included, valued, and fairly treated at work linking to related theory.
	
	

	2.2
	Discuss strategies for designing and ensuring inclusive people practices.
	
	










	Task 2 – Professional Development
Assessment criteria
	Evidenced
Y/N
	Evidence reference

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

	3.1
	Explore how the role of a people professional is evolving and the implications this has for continuing professional development.
	
	

	3.2
	Assess your strengths, weaknesses and development areas based on self-assessment and feedback from others.
	
	

	3.3
	Formulate a range of formal and/or informal continuing professional development (CPD) activities to support your learning journey.
	
	

	3.4
	Reflect on the impact of your continuing professional development activities on own behaviour and performance.
	
	










Declaration of Authentication
Declaration by learner 
	I can confirm that this assessment is all my own work and where I have used materials from other sources, they have been properly acknowledged.   

	Learner name:
	

	Learner signature:
	

	Date*
*This should be the date on which you submit your assessment
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Professional behaviours and valuing people
Assessment Criteria marking descriptors.
Assessors will mark in line with the following assessment criteria (AC) marking descriptors, and will indicate where the learner sits within the marking band range for each AC. 
Assessors must provide a mark from 1 to 4 for each assessment criteria within the unit. Assessors should use the mark descriptor grid as guidance so they can provide comprehensive feedback that is developmental for learners. Please be aware that not all the mark descriptors will be present in every assessment criterion, so assessors must use their discretion in making grading decisions.
The grid below shows the range for each unit assessment result based on total number of marks awarded across all assessment criteria.  
To pass the unit assessment learners must achieve a 2 (Low Pass) or above for each of the assessment criteria.
The overall result achieved will dictate the outcome the learner receives for the unit, provided NONE of the assessment criteria have been failed or referred. 
Please note that learners will receive a Pass or Fail result from the CIPD at unit level. Referral grades can be used internally by the centre.

	Overall mark
	Unit result

	0 to 21
	Fail

	22 to 28 
	Low Pass

	29 to 35
	Pass

	36 to 44
	High Pass




Marking Descriptors
	Mark
	Range
	Descriptor

	1
	 Fail 
	Insufficient demonstration of knowledge, understanding or skills (as appropriate) required to meet the AC.
Insufficient examples included, where required, to support answers.
Presentation and structure of assignment is not appropriate and does not meet the assessment brief.
Insufficient or no evidence of the use of references to wider reading to help inform answer.

	2
	Low Pass
	Demonstrates an acceptable level of knowledge, understanding or skills (as appropriate) required to meet the AC.  
Sufficient and acceptable examples included, where required, to support answers.
Required format adopted but some improvement required to the structure and presentation of the assignment.
Answers are acceptable but could be clearer in responding to the task and presented in a more coherent way.
Sufficient evidence of the use of references to wider reading to help inform answer.

	3
	Pass

	Demonstrates good knowledge, understanding or skills (as appropriate) required to meet the AC.
Includes confident use of examples, where required, to support each answer.
Presentation and structure of assignment is appropriate for the assessment brief.
Answers are clear and well expressed.
Good evidence of the use of references to wider reading to help inform answer.

	4
	High Pass
	Demonstrates a wide range and confident level of knowledge, understanding or skill (as appropriate).
Includes strong examples that illustrate the point being made, that link and support the answer well.
Answers are applied to the case organisation or an alternative organisation.
Answers are clear, concise and well argued, directly respond to what has been asked.
The presentation of the assignment is well structured, coherent and focusses on the need of the questions.
Considerable evidence of the use of references to wider reading to inform answer. 




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


	Centre number
	0669

	Centre name
	UWTSD

	Learner number (1st 7 digits of CIPD Membership number)
	Please enter the learner number here. Must be 1st 7 digits of CIPD membership number

	Learner surname
	Please enter learner surname here

	Learner other names
	Please enter learner other names here e.g., first name and middle name(s)





	TASK 1


	AC Number
	Assessment Criteria
	Mark 
1-4

	1.1
	Appraise what it means to be a people professional.
	

	
	Please enter your Assessor feedback here

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 1 (if applicable)

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 2 (if applicable)

	Enter mark here

	1.2
	Recognise how personal and ethical values can be applied in the context of people practice.
	

	
	Please enter your Assessor feedback here


	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 1 (if applicable)

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 2 (if applicable)

	Enter mark here

	1.3
	Consider the importance of people professionals contributing to discussions in an informed, clear and confident way to influence others.
	

	
	Please enter your Assessor feedback here


	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 1 (if applicable)

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 2 (if applicable)

	Enter mark here

	1.4
	Recognise when and how you would raise matters which conflict with ethical values or legislation.
	

	
	Please enter your Assessor feedback here


	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 1 (if applicable)

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 2 (if applicable)

	Enter mark here

	2.1
	Argue the human and business benefits of people feeling included, valued, and fairly treated at work linking to related theory.
	

	
	Please enter your Assessor feedback here

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 1 (if applicable)

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 2 (if applicable)

	Enter mark here

	2.2
	Discuss strategies for designing and ensuring inclusive people practices.
	

	
	Please enter your Assessor feedback here

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 1 (if applicable)

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 2 (if applicable)

	Enter mark here

	Total marks for TASK 1

	Enter total marks here

	Total marks for TASK 1 (resubmission 1 if applicable)

	Enter total marks here

	Total marks for TASK 1 (resubmission 2 if applicable)
	Enter total marks here






	TASK 2


	AC Number
	Assessment Criteria
	Mark 
1-4

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

	
	Please enter your Assessor feedback here

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 1 (if applicable)

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 2 (if applicable)

	Enter mark here

	3.1
	Explore how the role of a people professional is evolving and the implications this has for continuing professional development.
	

	
	Please enter your Assessor feedback here


	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 1 (if applicable)

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 2 (if applicable)

	Enter mark here

	3.2
	Assess your strengths, weaknesses and development areas based on self- assessment and feedback from others.
	

	
	Please enter your Assessor feedback here


	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 1 (if applicable)

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 2 (if applicable)

	Enter mark here

	3.3
	Formulate a range of formal and/or informal continuing professional development (CPD) activities to support your learning journey.
	

	
	Please enter your Assessor feedback here


	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 1 (if applicable)

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 2 (if applicable)

	Enter mark here

	3.4
	Reflect on the impact of your continuing professional development activities on own behaviour and performance.
	

	
	Please enter your Assessor feedback here

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 1 (if applicable)

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 2 (if applicable)

	Enter mark here

	Total marks for TASK 2

	Enter total marks here

	Total marks for TASK 2 (resubmission 1 if applicable)

	Enter total marks here

	Total marks for TASK 2 (resubmission 2 if applicable)
	Enter total marks here



	Total marks for UNIT

	Enter total unit marks here
	Grade
	Enter grade here

	Total marks for UNIT (resubmission 1 if applicable)

	Enter total unit marks here
	Grade (resubmission 1 if applicable)
	Enter grade here

	Total marks for UNIT (resubmission 2 if applicable)

	Enter total unit marks here
	Grade (resubmission 2 if applicable)
	Enter grade here

	Assessor Feedback Summary

Please enter your summary and developmental points for the learner here. Please use a different font colour for any resubmission comments. 



	Assessor name
	Please enter your Assessor name here

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

	Date
	Please enter date here




	IQA name
	Please enter your IQA name here

	IQA signature
	Please enter your IQA signature here

	Date
	Please enter date here
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