What it means to be a people professional (AC 1.1)

Being a people professional involves upholding ethical standards, fostering inclusive workplaces, and driving organisational success through strategic people management. The CIPD Profession Map (CIPD, 2021) provides a framework that outlines the core knowledge, behaviours, and specialist knowledge areas essential for effective people practice. These competencies help professionals support employees, lead change, and align HR strategies with business objectives.

One of the fundamental aspects of being a people professional is ethical practice. The CIPD Profession Map emphasises the need for integrity, professional courage, and a commitment to fairness (CIPD, 2021). Ethical considerations are critical in decision-making, ensuring that HR professionals advocate for fair treatment of employees and compliance with legal and regulatory frameworks (Brewster et al., 2016). Professional integrity fosters trust between employees and the organisation, which is essential for engagement and retention.

Another core dimension is valuing people and inclusivity. People professionals are responsible for creating inclusive environments where diversity is embraced, and employees feel valued (Armstrong & Taylor, 2020). The ability to champion equality, diversity, and inclusion (EDI) aligns with the CIPD's behavioural competencies, particularly in fostering positive working relationships and psychological safety (CIPD, 2021). Research highlights that inclusive workplaces improve innovation and performance (Shen et al., 2009).

Furthermore, effective people professionals contribute to organisational success by driving change and enhancing workforce capability. The CIPD framework underlines the importance of evidence-based practice and business acumen in strategic HR management (CIPD, 2021). HR practitioners must understand organisational goals, use data analytics, and adopt continuous professional development (Ulrich et al., 2017). A strong alignment between HR strategy and business objectives ensures sustainable growth and adaptability.

In conclusion, being a people professional requires a commitment to ethical behaviour, inclusivity, and strategic HR management. The CIPD Profession Map provides a comprehensive guide to developing these competencies, ensuring that HR practitioners add value to both employees and organisations.


Personal and ethical values at work (AC 1.2)  

Personal and ethical values shape the behaviours and decisions of people professionals, ensuring they contribute positively to individuals and organisations. One key personal value I uphold is empathy, which fosters trust, engagement, and wellbeing within the workplace. An essential ethical value I adhere to is integrity, ensuring fairness, transparency, and ethical decision-making in all professional interactions.

Empathy is crucial in people practice, as it allows professionals to understand employees' concerns and needs. By actively listening and responding to employees with compassion, people practitioners create a supportive workplace culture (Armstrong & Taylor, 2020). For example, in my role, I have facilitated mental health awareness initiatives, ensuring employees feel comfortable seeking support. This aligns with the principles of employee wellbeing, which research shows leads to improved job satisfaction and productivity (Guest, 2017). Furthermore, the CIPD Profession Map (CIPD, 2021) highlights valuing people as a core behaviour, reinforcing the importance of empathy in my role.

Integrity, an essential ethical value, ensures fairness, transparency, and accountability in decision-making. The CIPD Code of Conduct emphasises that people professionals must act with honesty and uphold ethical standards (CIPD, 2021). In practice, I demonstrate integrity by ensuring recruitment and performance management processes remain unbiased and objective. For instance, I have implemented structured interview frameworks for our apprenticeship programmes to minimise unconscious bias and promote diversity. Research suggests that ethical HR practices not only enhance trust but also contribute to organisational success (Brewster et al., 2016).

By integrating empathy and integrity into my professional practice, I contribute to a fair, inclusive, and supportive workplace. Upholding these values aligns with the CIPD's ethical principles and enhances both employee wellbeing and organisational effectiveness.


The Importance of People Professionals Influencing Others (AC 1.3)

People professionals play a critical role in shaping workplace culture, policies, and strategic decisions. To be effective, they must contribute to discussions in an informed, clear, and confident manner to influence others positively. The ability to communicate and persuade stakeholders ensures that people practices align with organisational goals and foster a high-performance culture (CIPD, 2021).

One key reason why people professionals must influence others is to drive positive organisational change. HR professionals often advocate for initiatives such as diversity and inclusion, employee wellbeing, and talent development. Research suggests that effective communication and influencing skills enable people practitioners to gain leadership buy-in for these initiatives, ensuring their successful implementation (Marchington et al., 2016). For example, when presenting a case for flexible working arrangements, people practitioners must use data-driven arguments and clear communication to demonstrate the benefits, such as increased employee engagement and retention (Boxall & Purcell, 2022).

Another critical aspect of influence is ensuring ethical and fair people practices. The CIPD Profession Map highlights ethical practice and professional courage as key competencies (CIPD, 2021). HR professionals must confidently challenge discriminatory behaviours or unethical decisions to uphold fairness and compliance. Without this ability, organisations risk legal consequences and reputational damage (Redman & Wilkinson, 2021).

If people professionals lack the confidence or willingness to influence others, there are significant consequences. Poor communication can lead to disengagement, resistance to change, and ineffective HR policies. Additionally, a lack of influence may result in HR being perceived as a transactional function rather than a strategic partner (Torrington et al., 2020). This can weaken employee trust and reduce people practitioners’ ability to contribute to organisational success.

In conclusion, influencing others through informed, clear, and confident communication is essential for people professionals. It drives positive change, ensures ethical practices, and enhances HR’s strategic impact within organisations.


[bookmark: _Hlk133927075]Raising matters that might be unethical or illegal (AC 1.4)

As a people professional, responding to both unethical and illegal matters is crucial in upholding fairness, integrity, and compliance within an organisation. Ethical HR practice requires addressing these issues decisively to maintain trust and safeguard both employees and the organisation (CIPD, 2021).

One example of an unethical issue is favouritism in promotions, where certain employees receive preferential treatment based on personal relationships rather than merit. Such practices damage morale, reduce trust, and may lead to disengagement (Bratton & Gold, 2022). If I encountered this, I would take an evidence-based approach by gathering data on promotion decisions, performance reviews, and employee feedback. I would then raise the issue with senior leaders, advocating for a transparent and structured promotion process. Implementing objective criteria for advancement, such as competency-based assessments, ensures fairness and mitigates biases (Noe et al., 2021). Addressing this issue aligns with the CIPD's professional values, which emphasise fairness and inclusivity (CIPD, 2021).

An example of an illegal issue is wage discrimination, where employees performing similar roles receive different pay based on gender or other protected characteristics. The Equality Act 2010 in the UK mandates equal pay for equal work, making such discrimination unlawful (Bach & Bordogna, 2023). If I became aware of wage disparities, I would conduct a pay audit to assess discrepancies. If unjustified differences were found, I would escalate the matter to senior leadership and recommend corrective actions, such as pay adjustments and policy revisions. If internal resolution was not possible, I would advise affected employees on their rights and facilitate legal compliance to prevent reputational and financial risks to the organisation (Brewster et al., 2020).

In conclusion, responding effectively to unethical and illegal matters reinforces trust and compliance within the workplace. Upholding ethical standards ensures a fair, inclusive, and legally compliant working environment.


The human and business benefits of people feeling included, valued, and fairly treated at work (AC 2.1)

In today’s evolving work environment, creating an inclusive culture where employees feel valued and fairly treated is crucial to both human wellbeing and business success. The theoretical foundation for this assertion draws from several established psychological and organisational frameworks, as well as my own perspective on workplace dynamics.

Maslow’s Hierarchy of Needs (1943) provides a critical lens for understanding the importance of inclusion. At the core of this theory, esteem and self-actualisation needs are met when individuals feel recognised and valued within an organisation. I argue that beyond just the basic needs, employees seek to feel connected to their organisation, which fosters a sense of belonging. This connection strengthens their motivation to contribute more fully, as people derive meaning from being part of something larger than themselves. When inclusion and fairness are prioritised, individuals experience greater satisfaction in their roles, as their self-worth is affirmed within the organisational context.

From a business perspective, the concept of organisational justice is central. Greenberg’s (1990) framework of distributive and procedural justice emphasises that fairness in decision-making processes impacts both employee satisfaction and performance. However, I extend this idea to include a cultural dimension of fairness—where the collective organisational ethos plays a significant role. If organisations intentionally embed fairness, transparency, and inclusivity in their values, it can build a sustainable environment that attracts diverse talent and supports employee retention. Fair treatment extends beyond just pay and promotion decisions to how individuals interact with one another within teams, ultimately influencing collaboration and trust.

Drawing from my own perspective, I contend that an inclusive workplace is one where fairness is not just theoretical but actively practiced, and where diversity is celebrated, not just tolerated. This inclusivity contributes to psychological safety, as outlined by Edmondson (1999), which enables employees to express themselves without fear of retribution. By embedding these principles, organisations not only prevent alienation and stress but actively nurture employee wellbeing, leading to higher engagement and reduced absenteeism.

Furthermore, research by McKinsey (2020) reveals a direct link between diversity, inclusion, and improved financial performance. However, I argue that the true business advantage lies in how inclusion impacts decision-making. Diverse teams are more likely to explore a broader range of solutions, leading to innovative approaches that drive competitive advantage in the marketplace. The business benefits, therefore, are not just about financial outcomes but about cultivating an environment where employees feel both valued and empowered to contribute their best ideas.

In conclusion, the human and business benefits of inclusion, fairness, and value at work are deeply intertwined. These principles drive greater employee satisfaction, foster innovation, and enhance organisational success. From both theoretical and practical perspectives, prioritising inclusivity is not only a moral imperative but a strategic business decision.


[bookmark: _Hlk159579697]Designing and testing inclusive people practice initiatives (AC 2.2)

Designing people practice initiatives that promote inclusivity requires a strategic approach that integrates fairness, transparency, and a commitment to diverse needs. To ensure these initiatives are effective, it's essential to align them with organisational values and incorporate frameworks from established people practice literature.
One of the first steps in designing an inclusive initiative is to conduct an organisational audit to understand the existing culture and identify potential areas of exclusion. According to Shore et al. (2011), an inclusive workplace environment is characterised by fairness in treatment, belonging, and value. Based on this, I would design initiatives that prioritise diversity in recruitment and retention, create leadership pathways for underrepresented groups, and foster a supportive work environment that values diverse perspectives.

For example, an inclusive recruitment initiative might focus on sourcing candidates from diverse educational and cultural backgrounds. This can be achieved by partnering with organisations or educational institutions that serve marginalised communities, as well as revising job descriptions to use inclusive language and avoid bias (Bendick et al., 2010). To ensure the inclusivity of promotion opportunities, mentorship programs can be introduced, particularly for women and people from minority groups, ensuring they have the same access to career development resources as their peers.

Once an initiative is implemented, it's crucial to measure its effectiveness in fostering inclusion. One effective approach is to use feedback mechanisms such as employee surveys and focus groups, which can provide insights into employees' experiences of the initiative (Edmondson, 1999). Additionally, key performance indicators (KPIs) such as employee retention rates, promotion rates of underrepresented groups, and overall job satisfaction can serve as objective measures of inclusivity. I would also recommend conducting regular diversity audits and tracking data on hiring, pay equity, and promotions to identify any patterns of exclusion.

In conclusion, designing inclusive people practice initiatives requires a holistic, data-driven approach. By embedding inclusivity in recruitment, leadership development, and employee support, and regularly evaluating the outcomes, organisations can create a workplace where all employees feel valued and included.


Reflection on Inclusive and Positive Working Practices as a People Professional (AC 2.3)
[bookmark: _Hlk165445609]
In my role as a people professional, I strive to foster an inclusive and positive work environment by actively listening, being open to diverse perspectives, and ensuring that all voices are valued. Inclusion goes beyond representation—it’s about creating spaces where individuals feel psychologically safe to express themselves and contribute meaningfully.

One key aspect of my approach is self-awareness. I continuously reflect on my biases and seek feedback to improve my interactions. For example, a colleague once pointed out that while I was good at advocating for inclusive policies, I sometimes unintentionally dominated conversations in meetings. This feedback helped me adjust my approach by prioritising active listening and making room for quieter voices.

Collaboration is another strength I bring to inclusive working. A team member recently commended my ability to mediate discussions and create a space where different viewpoints are acknowledged and integrated into decision-making. They noted that I help diffuse tension in challenging conversations, ensuring that every team member feels heard and respected. This reinforced my belief that inclusion is not just about policies but about everyday behaviours and interactions.

Moreover, I understand that inclusion requires continuous learning. In August 2025, I attended Inclusion and Diversity training, which helped me deepen my understanding of unconscious biases and intersectionality in the workplace. It also reinforced the importance of creating a culture where everyone feels safe and supported. As an active Wellbeing and Inclusion Champion for my company, I have the opportunity to put these principles into practice, whether through organising events or creating initiatives that celebrate diverse perspectives.

Recently, in our Wellbeing and Inclusion working group, I facilitated a discussion on neurodiversity. A colleague later shared that the session helped them feel more comfortable discussing their own neurodivergence, which underscored the impact of fostering open, supportive conversations.

Overall, my ability to work inclusively is rooted in active listening, adaptability, and a commitment to growth. While I recognise there is always room for improvement, I am dedicated to ensuring that my professional interactions contribute to a workplace where everyone feels valued and empowered.


Evolution of the people practitioner role (AC 3.1)

The role of the people practitioner is undergoing significant transformation, driven by rapid changes in technology, the evolving expectations of the workforce, and an increased focus on diversity, equity, and inclusion (DEI). Traditionally viewed as administrative or compliance-focused, people practitioners are now expected to act as strategic enablers, aligning people strategies with business goals and contributing to organisational performance (CIPD, 2021).

One of the most prominent changes is the increasing reliance on data analytics. People professionals must now use people data to inform decisions, forecast workforce trends, and measure the impact of HR initiatives (Ulrich et al., 2017). This shift necessitates not only technical proficiency but also the ability to translate data insights into actionable strategies that support business objectives.

Moreover, the rise of hybrid and flexible working models has reshaped expectations around employee experience and wellbeing. People practitioners are required to champion a culture of trust, inclusivity, and continuous learning while supporting employee resilience and engagement in increasingly diverse workplaces (CIPD, 2022).

These changes have direct implications for my ongoing professional development. Firstly, I must adopt a mindset of continuous learning to remain agile and responsive to new challenges. Building capability in areas such as people analytics, digital HR systems, and organisational development is essential. Equally, enhancing soft skills like emotional intelligence, stakeholder management, and ethical decision-making is vital to influencing change and building credibility (Chartered Management Institute, 2023).

Professional development frameworks, such as the CIPD Profession Map, offer guidance on the behaviours and knowledge areas required at different career stages. By using this as a benchmark, I can identify gaps in my current capabilities and plan targeted learning interventions. Remaining actively engaged in professional networks and reflective practice will also support my growth and adaptability as a modern people practitioner.

In conclusion, the evolving role of the people practitioner calls for a strategic, data-informed, and people-centred approach. Embracing lifelong learning and aligning with professional standards will be crucial to thriving in this dynamic and impactful field.


Self-assessment and colleague feedback (AC 3.2)

To assess my capability as a people practitioner, I have reflected on two core behaviours from the CIPD Profession Map at associate level: Personally Credible and Valuing People. My self-assessment is based on reflective practice, workplace experiences, and feedback from my line manager during a recent development review.

Personally Credible
This behaviour focuses on building trust by combining expertise with sound judgement. I believe this is one of my strengths. I consistently deliver accurate, evidence-based advice and am trusted to handle sensitive employee matters. My manager highlighted in our one-to-one that colleagues often seek my input on policy interpretation and that I demonstrate professionalism in both written and verbal communication. However, we also discussed a development area: my confidence in challenging more senior stakeholders. While I understand people practices well, I sometimes hesitate to speak up in high-pressure meetings. To address this, I plan to engage in mentoring and observe how senior HR colleagues manage these interactions to build confidence and assertiveness.

Valuing People
This behaviour reflects how effectively I support an inclusive, fair, and respectful working environment. I am actively involved in my organisation’s Wellbeing and Inclusion Working Group, which has deepened my awareness of DEI issues. My participation in running events and campaigns has received positive feedback, particularly on how I make others feel heard and included. A colleague noted that I create a safe space in team discussions and am mindful of different communication styles. However, I recognise that I could improve in how I influence wider organisational culture beyond our working group. Sometimes, I struggle to bring inclusion considerations into operational decisions or project planning early enough. I intend to explore CIPD resources on inclusive leadership and apply these principles more proactively across my daily work.

Overall, the assessment highlighted that I am seen as reliable, ethical, and collaborative—key indicators of strength in both areas. However, to progress further, I need to build my confidence in influencing upwards and embed inclusive thinking more consistently across all aspects of my role. These insights, drawn from personal reflection and feedback, have shaped my current development plan and will support my continued growth as a people practitioner.


CPD options to support ongoing learning (AC 3.3)

Continuous professional development is essential for staying current, building capability, and growing confidence as a people practitioner. To support my ongoing learning, I have identified a range of formal and informal CPD activities that align with both my current role and future aspirations.

Formal CPD activities include structured learning opportunities such as:

· CIPD short courses and webinars: These provide targeted, expert-led learning on areas such as employee engagement, people analytics, and inclusive practices. I have chosen these to build knowledge that’s directly applicable to my current work and supports professional standards. I have recently signed on to a 


· Enrolling in a Level 5 CIPD qualification: I have enrolled on a Level 5 CIPD course with Coleg Sir Gar and University of Wales Trinity Saint David to support my learning and deepen my theoretical understanding of people practice and help bridge gaps in areas like talent management and organisational development. It also contributes to formal career progression.

Informal CPD activities are equally valuable and include:

· Peer learning and mentoring: Regularly connecting with more experienced colleagues and participating in cross-functional projects helps me learn from others’ experiences. I’ve selected this because it also builds my confidence in stakeholder interactions.

· Reflective practice: Keeping a continuous professional development (CPD) report helps track and reflect on learning progress over time. It also supports identifying skill gaps and evidences professional growth for career advancement.

· Listening to HR podcasts and reading industry articles: Resources such as CIPD’s Work podcast or People Management magazine keep me informed about current trends and challenges in people practice in a time-efficient way.

Kelsea Peterson 		Level 5 Associate Diploma
I’ve selected these activities to ensure a balance between practical application and theoretical learning. By combining formal study with everyday reflective habits, I can maintain momentum in my development, adapt to changing demands, and continue to grow as an effective, ethical, and inclusive people professional.
CPD Record (AC 3.4)

	Date of CPD Activity
	CPD activity undertaken
	What did you learn?
	How will you use what you learnt?
	Further CPD required on this area of development 

	07/08/2025
	Inclusion & Diversity training with Green Park training provider
	To recognise and challenge bias, foster inclusive behaviours, and create equitable environments. It built my awareness of diverse perspectives to support respectful and collaborative workplaces.
	As a people practitioner, I'll apply my I&D training to promote fair policies, inclusive hiring, and equitable development opportunities. I'll also champion a culture where all employees feel valued, heard, and supported.
	As part of my employment, I complete a ‘Be an Original’ mandatory learning module annually to ensure I remain aware of I&D in the workplace.

	05/12/2024
	British Airways ‘Demystifying TUPE’ Employment Law Webinar
	Current TUPE laws and foundations of TUPE.
	The TUPE webinar has proven useful as I have been heavily involved in a consolidation project involving the transfer of 2 legal entities to another. 
	The law is constantly changing, and so it is important to attend regular employment updates to remain up-to-date and to ensure that our company remains compliant.

	07/04/2025
	CIPD HR-Inform: Employment Law Update
	Changes to Employment Rights Bill to be implemented in 25/26. 
	Will be used to update and adapt company policies and procedures to ensure compliance to new employment law changes. 
	The law is constantly changing, and so it is important to attend regular employment updates to remain up-to-date and to ensure that our company remains compliant.

	April 2025
	ACAS ‘Neonatal care leave and pay: the law explained’ webinar

	To be attended
	A new statutory right to take neonatal care leave and pay. 
The webinar includes:
· introduction
· eligibility requirements 
· the new two-tiered approach
· neonatal care pay
	Potential upskilling from associate people partners or my line manager to support my development as a people practitioner.

	May 2025
	ACAS ‘Flexible working requests: a case study and the law’

	To be attended
	Covers flexible working requests, examples of flexible working and the Acas Code of Practice
	My personal experience with employment law is very limited, and so more exposure is necessary to continue my professional development. 

	
	CIPD Associate Diploma in People Management (Level 5)
	In progress
	Completion of this diploma will allow me to progress to the next stage of my career as a people practitioner.
	Specialist Employment Law, Employee Relationship Management, Talent Management and Workforce Planning and Reward for Performance and Contribution modules still to be completed.
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