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Task 1  
1. With reference to typical activities and behaviours, appraise what it means to be a ‘people professional’. (AC 1.1) (320) 
 
“People professionals have the power to help shape good work and good working lives within organisations.” (CIPD, 2023) Some of the behaviours include creating a supportive and equitable working environment that is inclusive of all stakeholders to ensure the culture and ways of working are aligned with the values of the organisation.  
 
Some of the activities include,but are not limited to valuing people, “valuing people may have a disproportionately strong effect on the culture of a business or organization,” (McNeff, M. E., & Irving, J. A. (2017) These activities include, employee appraisals, promoting work life balance for example introducing, “flexible working arrangements...designed to enable women (and in principle at least, men) to combine career and family.” (Lewis, S., & Humbert, A. L, 2010:2) The benefits include “improved employee job satisfaction and wellbeing... (and) higher levels of job satisfaction.” (CIPD, 2023) 
 
Learning and development plays a vital role within the role of people professionals. There are many benefits to the employees and the organisation. These include “developing managerial and leadership capability ... supporting the organisation to understand how the current levels of Black, Asian and Minority Ethnic (BAME) representation at senior levels impact business delivery.” Richard Hale, Carolyn Norgate & James Traeger (2018).  
 
People professionals are vital within an organisation, not only financially but also interpersonally. “People professionals are “responsible for not just formulating code of conduct and policies, but also getting them embedded in spirit within the DNA of every employee.” Anand, R. (2019).  
 
 
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) 
 
Ethical values act as the basis of the role carried out by people professionals, “it applies in all aspects of organisational conduct, including corporate governance, employment practices, sales techniques, stakeholder relations, accounting practices, and issues of product and corporate responsibility.” (CIPD,2022) The values can be applied by exercising deontology, which Rawling’s (2023) refers to as “acting, on each and every occasion, so as to maximise the amount of good in the world – to bring about the best state of affairs that we can.” 

An example could be a ensuring the organisation’s ‘Code of Conduct’ is applied appropriately, it’s beneficial for the people practice profession, as it looks at the “not "nice to haves" in the support of business but "must haves" that define the specific contribution made by HR practitioners to organisations.” (Duff, 2009) This acts as a compass and a safe way to ensure employees are being treated fairly as well as behaviours are aligned with the organisation’s values and culture. It’s important to note that people professionals must behave in ways that honour the code of conduct too. There are heavy consequences and weighting on a person’s conduct where “the CIPD recognises and designates individuals, not organisations” (CIPD, no date). This proves that there is a seriousness around behaviours of people professionals and ensures people professionals are compliant according to their roles. 
Utilitarianism according to Mulgan (2019) focuses on the “central commitment... to the promotion of well-being, impartially considered. This commitment shapes utilitarianism in a number of ways.” It’s influence is present in many polices across organisations such as ‘Grievance’ and the ethical code of challenging inappropriate behaviours. According to the CIPD (2023) “these procedures are needed to ensure every individual is treated equally in similar circumstances and to deal with issues fairly and reasonably.” 

It’s important to note as Mulgan (2020) states that “uncertainty is a general problem for utilitarians. Taking the distant future seriously obviously exacerbates this problem.” In this instance, other modalities must be considered, such as considering implementing change management policies in training where utilitarianism doesn’t comply with company policy or ways of working.  


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) 
 
“There are different ethical frameworks that people, societies and cultures adopt ....and rather than a situation being simply right or wrong, it may be seen differently depending on the ethical framework that is used to make that judgement.” (Taylor & Woodhams., 2022: 153) These influences include supporting, change policies, workforce planning, training and learning development opportunities to name a few. If people professionals are not heard or enabled to be informed, the consequences mean that decisions are not made which could have several retention and financial implications. 
People practice professionals, must adopt a “strategic analysis.. (that) involves discussion and ideally analysis of a wide range of data from both inside and outside the organisation, often resulting in statistical projections into the future.” (Woodhams & Tayor., 2022:44) This then informs people professionals of current trends such as diversity, equality and inclusion within the workplace. With this lens, the profession is aware of any harm, including “reducing unconscious bias (and therefore) speeding up of the process; increasing the diversity... (and therefore) improving... (employee) experience” (Woodhams & Taylor., 2022: 97).

In doing so, unconscious biases could affect the reputation of the organisation as well as employee satisfaction rates. An example of this could be looking at team ethnicities, to find one member of the BAME community in a whole organisation of white British people. One would question how psychologically safe that person would feel to speak up safely, they felt any difficult conversations to be had there is fair representation or understanding. 

Companies can confidently implement Speaking Up Safely policies, however, if one person is working in a role that represents a marginalised group, one has to ask how comfortable that person would feel utilising the policy? Therefore, in this case, advisors can influence line managers and set the standards of how to behave and interact with staff, whereas HR staff can work strategically to set the strategy of the organisation. As Woodhams and Taylor (2022) explain “on the positive side, it allows the retention (of staff)...., which is conducive to effective teamworking and high levels of job satisfaction,” therefore making it imperative for the people professionals voices to be heard establish confidence amongst teams within the organisation. 
 
 
4. 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) 
 
A) Research states “any organisational member action that violates widely accepted moral norms’. Examples include theft,lying... misreporting of earnings.” (CIPD,2019) 
An issue that could be perceived as unethical was when teaching overseas, many parents would give cash gifts to teachers over the recommended amount of £20 as per induction when starting the role. The reason for not accepting gifts over £20 could be perceived as a bribe, and can cause favouritism between children and teacher, which goes again the teaching code of conduct. It also has reputational risks and can have a negative impact on pupils’ learning outcomes. In this instance, rather than raising it with the headteacher, it would be appropriate to raise it, direct to the teacher’s line manager. This is because it respects the hierarchy chain of command and allows for immediate action to be taken whilst maintaining trust in ones colleague and longer term working relationships. 
 
B) Discrimination is an issue which goes against the moral ethics of an organisation. An example could be,not hiring a person for a promotion because they are pregnant, despite being qualified and capable of fulfilling the role. Knowing this goes against the 9 protected characteristics, and is illegal as it goes against the Equality Act 2010. It is up to employers to act within the Equality Act and create reasonable adjustments for pregnant women in this case. If made aware of this as a people professional, I would make a note of the date, time and facts of the conversation I observed. It would then be escalated internally to HR and the anti-discriminatory laws would have to be referred to. 

If HR were not acting on this, it would mean seeking further advice from the Equality and Human Rights Commission. 

Throughout this whole process, it’s important to note that it can be a very stressful one if dealing with it from people professional perspective, so it’s advised for the person reporting to take care of themselves and to be mindful of their wellbeing. Conduct like this can impact the pregnant person, staff morale as well as a person’s mental health. It can also be reputationally damaging as the organisation can be perceived as hugely discriminatory of people who are of child bearing age. Long term, this could impact the leadership and management opportunities of female employees, and could contribute towards the gender pay gap. As the CIPD (2019) states “It’s clear that the causes of unethical behaviour are complex. But, there are key ways in which behaviour can be shifted, with good management practices, leadership and accountability all playing a part.”  
 
 
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) 
 
Maslow’s Hierarchy of Needs is a prime example that relates to the human and business benefits of people feeling valued, respected and included at work. “The pyramid of needs.... offers a model to define the needs of human beings, from...basic functions (eating, sleeping, etc.) to the more fulfilling (self-improvement)” (Pichère, P., 2015:4). It focuses on ensuring the working conditions are of a standard required for individuals to fulfil their roles, the benefits of this are that people feel valued and want to come to work that’s respectful of their roles. Rogers (2017) argues that “respect is among the most important of all social cues that employees receive from their work environment, as it validates their worth and meets universal human needs.” Therefore employees feel a sense of belonging and are therefore attached to their roles, resulting in increased “performance and productivity”. (Ghosh,S., 2022) 
 
Psychological safety looks at “creating a psychologically safe working environment, that concerns establishing clear boundaries about which behaviors are and are not valued.” (Leroy, H. et al., 2012) In doing so, teams feel empowered to report any errors that occur in their working roles, blame free of the consequences. This approach values teams, as it values the leaders of the organisation and places them in the prime position of impacting the team culture. “Leadership style is an important management tool because, if used properly, it can enhance positive relationships with employees, improve the organizational climate and increase service performance” as seen in Erkutlu, H., & Chafra, J. (2016) People therefore feel valued and a sense of belonging towards their role and the organisation. 
 
To summarise, the Hierarchy of Needs model and Psychological Safety both look at employees being treated fairly at work and puts the employee at the heart of their role. In doing so, the organisation can expect to see increases of job satisfaction that is strongly linked to “employee recognition (which) increases performance.” (CIPD, 2022)  One of the benefits as Roberson (2006) states are when “organisations have come to focus on the configuration of its structures and systems to value and leverage the potential of differences in the workforce, including the removal of obstacles to the full participation and contribution of all employees” This also creates a return on investment which contributes to the longevity of the employee working within the organisation. Having witnessed a working culture of safety in my own organisation, I’ve seen colleagues who feel psychologically safe to own their mistakes and being praised for doing so, has a profound effect on their self esteem and working performance. It allows them to be innovative without any limits on their self image and as a result, people have gone on to gain promotions as my organisation has valued their honesty and seen the value of demonstrating integrative behaviours, through a psychologically safe and compassionate leadership approach, which has been adopted by Dr Michael West at the King’s Fund. 
 
 
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) 
 
Using the initiative of ‘Flexible Working’ which describes “a type of working arrangement which gives a degree of flexibility on how long, where, when and at what times employees work.”(CIPD, 2023) will provide the appropriate context to answer this question. 
 
Inclusivity in this instance will consider the 9 protected characteristics and “should go beyond legal compliance and take an intersectional approach to EDI, which will add value to an organisation, contribute to the wellbeing and equality of outcomes and impact on all employees.” (CIPD, 2022) At the design stage it’s important to have the opinions and thoughts of key staleholders. One method to ensure this takes place is to hold a consultation with the networks within an organisation that includes but not subject to, LGBTQI+, Disability networks, Race and Cultural Networks, Women’s Networks.  
Another method to ensure all members of the organisation are captured within the implementation of the ‘Flexible Working’ policy, would be to produce a survey that captures the wider organisation, including those who work from home and onsite. By using a survey “enables organisations to measure levels of work satisfaction, to identify areas of under-performance, and to track progress over time.” (Woodhams & Taylor, 2022:16) with a focus on capturing everyone’s voice, as workforce planners, one would expect to “notably (increase) the promotion of improved diversity and inclusion, as well as employee wellbeing.” (Woodhams & Taylor, 2022:12) 

Once the initiative of flexible working has been initiated, one of the two ways of checking the impact of inclusivity would be to evaluate the policy with a focus group. The purpose of this would be to qualify the policy’s sentiment. This gives the workforce planners the ‘Flexible Working Policy’ to improve or change the design of the policy with immediate effect. The benefits of having focus group discussions are that the employee voice is being valued and points can be actioned with immediate effect. This shows the trust and efficiency of the organisation and would impact on the wellbeing of employees overall.  

The second way of checking the impact of inclusivity of the policy would be to survey the impact of the implementation of the Flexible working policy, periodically. This would produce key performance indicators, allowing for data to be recorded over time. The survey would include all employees and would capture employee voice, engagement and wellbeing. “It’s important to recognise that hybrid working has inclusion and wellbeing advantages for employees and can help attract and retain people who otherwise might struggle to hold down employment.” (CIPD, 2023)  This would provide key data drivers for future workforce planning as it considers all employees within the organisation. “Flexible working can also reduce absence rates and allows employees to manage disability and long-term health conditions, as well as supporting their mental health and stress. (CIPD,2023) To ensure the survey is inclusive it would be important to make it accessible, to the needs of the employees, this could be providing online and paper copies, having large fonts, as well as the survey in braille should the need be required. 
 
 
Task 2 
 
1. Reflect on your own approach to working inclusively and building positive working relationships with others. (AC 2.3) 
 
At work, inclusivity and establishing positive working relationships with colleagues with a strong emphasis on diversity and inclusion is very important to me.  
Because I am mixed race, I understand the intersectionality of my interaction and feel I can have a huge impact on all members of the workforce, valuing the experiences and backgrounds that individuals bring into the organisation. A “key to successfully establishing a supportive work environment is not only the organization’s efforts to foster diversity in the workplace, but valuing diversity is also vital and needs to percolate throughout the organization (Gilbert & Ivancevich, 2000; Hopkins, Hopkins & Mallette, 2001; Ng & Sears, 2018). I believe that when people feelvalued, they are likely to feel they belong and offer authentic contributions to the workforce. 
 
My passion is wellbeing and employee engagement and my approach to work correlates to both my personal and professional beliefs. When our workforce feels supported and has a sense of belonging, I understand the impact of wellbeing as well as the company returns on investment, as colleagues are likely to contribute where they feel they belong and are valued. Conversely, I understand the opposite to be true. When colleagues are not recognised and valued, this impacts not only team morale but productivity within the organisation. “At the organizational level, diversity climate has been reported to act as a moderator in the relationship between organizational heterogeneity and its productivity and return on profit” (Gonzalez & DeNisi, 2009). Raising awareness on inclusion and working relationships creates a workplace where people want to be, and are truly present, accountable and can bring their best selves to work.  
 

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)  

With Gibbs’ Reflective Cycle in mind, my current role places me as a wellbeing and culture specialist within my organisation. This new role was created post pandemic with the focus to support employees transition back into work, along with new ways of working which include working in silos for long periods of time at home.  
 
With the organisation having to align itself with the new priorities of the ways of working that include coaching. As the Hayden (2023) states “coaching and mentoring can be effective approaches to developing employees.” It’s imperative that I explore further CPD options to ensure employees are gaining what they need to succeed at work from a wellbeing perspective and feel able to express themselves with a coach.
 
Since starting the role in September 2023, I have engaged in the CIPD course to learn a range of beneficial skills that will equip me with the current and future trends of the workforce as well as develop the skills of our colleagues. According to Hesketh and Cooper (2019), “getting this vital aspect of workplace strategy right can improve operational performance, and can lead to reduced sickness, increased discretionary effort, trust and employee loyalty.” As a result the organisation will gain from a return on investment as well as longevity within the workforce.  
I believe there is an increasing need for wellbeing based work within the workforce as a result of the pandemic and future issues people face at work. 
 
3. 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) 
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Strengths: My passion for staff wellbeing is evident, as I understand that “wellbeing must be viewed in a positive light; it is not something that brings an organization to its knees, quite the opposite.” (Hesketh & Kooper, 2019: 58)
Working in an agile way is part of my personality, and being a subject specialist ensures the team are getting quality expertise about their wellbeing and ways of working.

Weaknesses: I am confident in sharing information, however as I work alone it’s important to engage with and collaborate with key stakeholders to ensure I am valuing the opinions, ideas and expertise of others, because working inclusively “is important in delivering effective outcomes.” (CIPD, 2023)

Development needs:
Working with the analytics team will develop my analytical skills and ensure I am aligned with the organisation’s ways of working. Also to attend an analytical skills basics course, to understand how to interpret data and present it in an accessible way. As Mello & Goodman (2018) suggest, “data sharing helps fulfill the ethical obligation to make the most of ... participants' contributions.” This ensures that I am working with “fairness of the process used in making decisions”(Cotton, C., 2022).... and as a result it “help(s) create trust” (Cotton, C., 2022) across the organisation, and builds a credible reputation for myself as a people practice professional.

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) 

Reading articles and listening to podcasts on working inclusively and artificial intelligence (AI), because “the way we work with others – and listening to diverse voices in the planning and delivery of our work – is important in delivering effective outcomes.” (CIPD, 2024) 
As an ex-teacher I wish to refresh my knowledge in a reading context as the time is right and provides an opportunity for myself to refresh my practice and implement inclusive working, especially disabled colleagues as well as integrating AI, as I plan for future activities within my wellbeing role. 
As a people practice professional and with the increase of AI technologies being introduced within the workforce, being people-focused and offering human-focused activities are ways we can increase our interpersonal skills which AI cannot replicate. “An essential element of a truly intelligent type of future of work, however, means that we do expand the workforce where both humans and machine will be part of, but with the aim to improve humanity and well-being while also being more efficient in the execution of our jobs.” (De Cremer, D. & Kasparov, G.,2021).

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) 

[image: ]
 
Working in healthcare it’s important my work is accessible to everyone, therefore I have attended courses to learn the plans for the future of Wales, including learning the Welsh language by taking a self directed online course. In doing so, I am not only igniting my passion for learning, but ensuring I am compliant with the NHS’ values & The Well-being of Future Generations Act 2015, which is about improving the social, economic, environmental, and cultural wellbeing of Wales... These are for a more equal, prosperous... and globally responsible Wales, with cohesive communities....and thriving Welsh language.” (Welsh Government, 2023)

“HLS’s unique contribution to addressing... challenges is that it seeks to take a holistic approach.... in the context of complexity.” (Lowe et al., 2021) By asking powerful questions and facilitating in a coaching style has changed the way I conduct sessions as I’ve learnt the importance of holding space for colleagues, which has had a huge impact on people feeling heard and valued. 

The TMSDI strengths profiling has had a huge impact on my capabilities with the wellbeing role and has allowed me to speak with confidence in meetings and pitch new ideas as my personality is strongly aligned to this field. As a result I’ve curated purposeful wellbeing sessions, “to develop services in an ever-changing world, but additionally to ensure the future workforce is equipped to lead it effectively.” (Viggars et al., 2022)
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Personal Impact Reflection Table

Learning Impact
Future Ensures | am working at an all Wales level when planning for the workforce. It's had a
Generations positive impact as it means | am thinking of future colleagues and ways of working rather
Wellbeing Act |than being in the now. Planning is more strategic, people focused with Welsh language and
2015 (Workshop) |sustainability as part of the people professional values.
TMSDI Seeking professional strengths profiling allowed me to understand the gaps within my

Psychometric
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professional capabilities. The impact has meant | am purposefully collaborating with teams,
such as the Analytics team (as mentioned previously) to count for the gaps in my
mathematical skills. This means | am working efficiently and learning tools and tips from
subject matter experts.

Human Learning
Systems (3 day
course)

A person-centred approach to learning, using coaching techniques. The impact has been
profound and has strengthened the well-being workshops as | am using evidence-based
research on how humans learn and am designing sessions that enable connection and rich
conversation in a safely constructed way. This impacts the workplace as people feel
confident to be themselves and have a sense of belonging, meaning they are more likely to
remain within the organisation and use the techniques with their colleagues, creating a
culture of openness within the organisation.
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Name: Cas Germ

My Contribution 2023- End of year review

Key Objectives

Resources

Date due

Progress

Manager feedback

Next steps (Even
better if)

Attending Manager
training

PHW  delivering
training

Across the year

Finance & Budget holder training (July
2023)

Recruitment & Selection training (Aug
2024)

Completed Mental Health Awareness
training (Sept 2023)

Being my Best training (Oct 2023)
Me as a Manager traiing (Oct 2023)

Honest Conversations (Nov 2023)

Since _starting your
enthusiasm is evident
to your contributions to
the team.

‘Your communication is
strong, and peopl feel
they can speak vith
you about any topic
and offer feedback
safely

Seek feedback from
colleagues to develop.
your skills which can
be integrated to the
whole  of  the
organisation.

Created Wellbeing
Sessions for the
whole of
improvement
Cymru

Nyselt to
Improvement
Cymry

Qs 202301
2024

Sessions successful delivered across
NHS Wales and within IC. Excellent
feedback and reruns taking place to
ensure whole of the organisation
benefits from the science and holistic
impact  of  the  workshops
100% positive feedback

You are  cearly
adaptable and able {0
think on your feet vith

clarfy and
consistency.
‘Your attention to detail

and accuracy in your
subject area  is
impressive.

Consider_developing
your analytical skills
to enhance your
presentations _when
feeding back your
findings.  This  will
engage all  key
stakeholders  and
offer variety to your
work

Signed: P Manager

Signed: C Germain

Date: 11t December 2023





