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AC 1.1

The CIPD (n.d.) Profession Map defines the core purpose of the people profession as to ‘champion better work and working lives.’ It sets the international benchmark for HR, L&D, and OD professionals by outlining the knowledge, behaviours, and specialist areas required to make a positive impact across all levels and disciplines. Hague, (CIPD, n.d.) highlights that the Map enhances decision making, builds confidence, drives organisational change, and supports career progression. Its flexibility means it is useful for individuals and teams, regardless of the CIPD membership, and helps align capability with strategic goals, whilst supporting career development. The Map comprises three key standards: core knowledge, core behaviours, and specialist knowledge. It encourages consistency, ethical practice, and reflective learning. The CIPD (n.d) highlights that true value lies not just in competence, but in how individuals apply principles to influence organisational culture and uphold strategic and ethical responsibilities.
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The CIPD (2023) Code of Conduct and Ethics, supports this by outlining five virtues: ‘creating a positive impact, stewardship, good character, professional competence, and personal responsibility.’ These traits ensure people professionals act with integrity, remain accountable, and act within their areas of expertise. These values are reflected in the Map’s core behaviours, including ethical practice, professional courage, and valuing people. The CIPD (2018) version of the Map urged HR professionals to move away from a risk averse approach, especially in conflict management and move towards a people focused, ethical, and evidence-based approach. This reflects the people professional’s evolving role as a strategic and ethical leader, balancing business needs with fairness and wellbeing.
Armstrong (2023) cites pg. 92, the CIPD (2013:9) as describing HR as “an applied business discipline with a people and organisation specialism.” According to People Management (2018), Professionals divide their time between strategic projects, queries, meetings, and communication, highlighting the dual operational and strategic nature of the role. This underpins the importance of being adaptable, relationship building and decision making. Ulrich’s (1998) model further defines the profession by outlining roles such as employee advocate, functional expert, and strategic partner. Sparrow et al. (2010) argues that HR must align with business strategy, while Hardman & Mookherjee (2015) stress early HR involvement in decision making is reached when people professional facilitate critical conversations around people issues. Fundamentally, the CIPD profession Map and Code of Conduct define the people professional as credible, ethical, and forward-thinking practitioners who underpin better working lives which builds organisational success and who lead with values. 


AC 1.2

According to Smith & Mitchell (2022), ethical values fall into three categories: personal, professional, and public. These values are essential for building trust, integrity, and consistent decision making and guiding actions based on what is right or wrong. Young (CIPD, 2024) describes ethical values as the ‘heart of professionalism’, stating that people professionals must embed fairness, transparency, and integrity across all HR functions, which requires situational judgement and going beyond just compliance. 
In my role at Swansea Bay University Health Board NHS, one of my ‘personal values’ is kindness. I work closely with colleagues and members of the public, some who face personal difficulties; therefore, empathy is essential. I demonstrate kindness by supporting job applicants with additional needs, ensuring they understand the recruitment process and receive reasonable adjustments. Inspired by Harvard Business Review (2018), I understand that courage includes respectfully challenging issues, for instance, I raise concerns with hiring manager, when I see inconsistent treatment to promote fairness and inclusion. 
A core ethical value that guides my work is fairness, consistent with deontological ethics and CIPD standards. Smith & Mitchell, in Taylor &Woodhams (2022), describe deontology as duty-based ethics, where the focus is on rule-based actions rather than outcomes. I uphold this by applying recruitment policies and pre-employment checks consistently, even under pressure to fast-track vacancies. This aligns with the CIPD (2023) Code of Conduct, which promotes integrity and professional competence. 
The CIPD (2022) ethics webinar highlights fairness as vital for inclusion and engagement, stressing that equitable and transparent processes, are key, not identical treatment. Neuroscience also shows that unfairness activates brain areas linked to physical pain, reinforcing the psychological impact. In my NHS role, I ensure selection and onboarding are fair and free from bias. HR Magazine (2016) links fairness to employee wellbeing and retention. Unfair treatment can cause burnout and disengagement, while fair treatment fosters trust and performance. The article notes that for staff with health concerns, perceptions of justice decline, creating a negative cycle. Promoting fairness in NHS recruitment supports wellbeing, reduces absence, and reinforces public trust in a publicly funded service. 
My personal value of kindness and ethical value of fairness, underpin my work in NHS recruitment. They are grounded in ethical therapy and professional standards, enabling me to act with compassion, challenge bias, and promote consistent and inclusive practices in line with NHS and CIPD standards. 



AC 1.3
Paramaguru (2024) maintains that effective communication is critical in people practice, enabling professionals to engage confidently and clearly to influence outcomes. Clear communication strengthens performance, fosters engagement, and creates a sense of shared purpose. Paramaguru also acknowledges that when people professionals contribute in an informed and articulate manner, they align individuals with organisational strategy, build trust, and support an inclusive and transparent culture.
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Paramaguru (2024) further notes that failure to communicate clearly can cause disengagement and mistrust, while strong internal communication supports the psychological contract and retention. Strategic communication is vital during change or crisis to reduce uncertainty and build resilience. Without effective communication, people professionals may struggle to influence leadership or represent employee voice, impacting productivity and performance.
Forbes (2021) outlines practical communication strategies linked to Timms (CIPD, n.d.). The thirteen expert approaches focus on trust, psychological safety, and active listening, which are key traits for influencing others. Examples include listening tours, encouraging feedback, and aligning with HR. Without these skills, innovation may suffer, and critical issues may go unspoken, risking poor outcomes. Russell & Weeks (2024) agree that ethical decision-making requires confidence, value awareness, and the courage to challenge unethical behaviour. This aligns with the CIPD’s ‘Professional Courage and Influence’ behaviour (CIPD, n.d.b). They explain that people professionals influence ethical culture through leadership, clear accountability, and tools like surveys. When HR fails to challenge poor decisions, misconduct may escalate, as seen in past scandals. Speaking up with confidence helps maintain integrity, trust, and sustainable performance.
Mindtools (n.d.) explains influence through French & Raven’s (1959) six power types: legitimate, reward, coercive, expert, referent, and informational. Expert and referent power are most effective and ethical, promoting credibility and trust. The article emphasises that true influence comes not from status but from integrity and earned respect.
Robson (BBC, 2024) summarises Cialdini’s seven principles of persuasion: scarcity, authority, social proof, liking, reciprocation, commitment, and unity, as a framework for effective influence. For example, authority positions HR as trusted experts, while social proof supports evidence-led decision-making. Unity and liking highlight the importance of trust and relationships. The article warns that ignoring these principles, like dismissing academic research, can mean missed opportunities to persuade and lead. Used ethically, these principles help build credibility, gain buy-in, and influence outcomes. Contributing in an informed, confident, and clear way underpins trust and effective influence. Fundamentally, the ability to influence through confident and informed discussion is critical to fulfilling the people professional’s role as a strategic partner and ethical leader.




AC 1.4

An example of an unethical issue I might encounter is a recruiting manager favouring a friend or relative during the recruitment process. This would breach fairness, equality, and NHS values. I would raise the concern with my manager, referring to NHS recruitment policy. If unresolved, I would escalate via internal reporting channels or seek advice through the CIPD’s Workplace Dilemmas in Confidence Forum (Young, CIPD, 2024). This aligns with deontological ethics, which prioritise doing what is right regardless of the outcome (Smith & Mitchell, 2022). Upholding fairness also demonstrates professional courage, a quality Timms (CIPD, n.d.) identifies as vital for addressing unethical practices in HR.
An example of an illegal matter would involve knowingly progressing an applicant without valid Right to Work documentation. This breaches NHS pre-employment standards and UK law, risking fines and reputational damage. If asked to overlook this, I would refuse and escalate the issue to my manager or HR Business Partner. Whistleblowing may also be necessary. According to Russell & Weeks (2024), the UK Public Interest Disclosure Act 1998 protects employees reporting illegal activity. The CIPD Code of Conduct & Ethics (2023) supports action taken to protect the public interest. I would also use the CIPD’s Speaking Up Checklist to ensure a documented, transparent process (Russell & Weeks, 2024).
In my NHS recruitment role, responding to unethical or illegal conduct protects integrity and staff wellbeing. Russell & Weeks (2024) note that ethical practice includes modelling values and maintaining trust. HR professionals play a central role in embedding ethical environments and ensuring action is taken, regardless of seniority. Swansea Bay Health Board’s Values: Caring for each other, working together, and always improving (SBHUB, n.d.) support this stance. Another unethical example could be a manager sharing interview questions with a preferred candidate, reflecting an egoistic climate, where personal gain overrides fairness (Russell & Weeks, 2024).
High profile scandals show the risk of inaction. In the Volkswagen emissions fraud, leadership resignations and billions in losses followed ethical failures (BBC, 2015; The Guardian, 2016). Similarly, the collapse of Carillion, despite executives receiving large bonuses, sparked public outrage (The Guardian, 2018). These cases highlight the HR duty to act ethically, challenge wrongdoing, and uphold public trust.




AC 2.1
According to Aly (2024), inclusive cultures promote psychological safety, belonging, and empowerment; factors that enhance employee wellbeing, engagement, and retention. This aligns with Maslow’s Hierarchy of Needs (1945), as explained by Armstrong (2023), where belonging, esteem, and self-actualisation are key motivators. When these needs are met through inclusion and fairness, employees thrive personally and professionally.
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Armstrong (2023) also maintains that unmet needs drive workplace behaviour. Employees who feel respected and included are more engaged, loyal, and productive. These outcomes benefit organisations through innovation, talent retention, and ethical conduct. Similarly, the CIPD Good Work Index (2025) links fair treatment across job design, voice, wellbeing, and management to improved performance, lower turnover, and greater discretionary effort.
Organisational justice theory underpins this, with the Knowledge Brief (2025) noting that fairness in process, via engagement, explanation, and expectation, leads to higher morale and psychological safety. This complements equity theory, which argues that fair treatment must reflect individual needs, whilst transparent processes enhance trust in leadership. HR Magazine (2016) further supports this by showing that procedural justice affects employee health, commitment, and engagement. Unfair treatment can lead to burnout and absence, especially among staff with health conditions, who may perceive growing unfairness over time. These findings reinforce that fairness is not only morally right but also a strategic necessity.
People professionals are central to embedding these values. By aligning practice with motivation theory, organisational justice, and the Good Work Index (2025), they help deliver both human and commercial outcomes. Valuing people boosts wellbeing and enhances reputation, positioning the organisation as an ‘employer of choice.’ From my experience in NHS recruitment, I’ve seen how applicants respond more positively to employers who show inclusive values and transparency during hiring. Fair treatment fosters loyalty and morale, vital in pressured public-sector settings. While frameworks like Maslow’s explain the need to feel valued. I believe it is the ongoing application, such as involving staff in decisions and recognising contributions, that drives lasting success.
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The CIPD (2024) maintains that true inclusion is achieved by fostering inclusive values and practices into everyday organisational processes. While inclusion is a shared responsibility, people professionals play a key role in supporting staff and managers by ensuring policies are inclusive, guided by data, and are regularly evaluated to understand if they are still effective. 
In my NHS recruitment and onboarding role, inclusivity is central to our people practice initiatives. One initiative was redesigning the onboarding experience to better meet the needs of our international applicant, neurodiverse individuals, and staff from underrepresented backgrounds. This aligns with the CIPDs (2024) guidance to ‘evaluate policies and practices though an inclusion lens’ and use employee voice and data to inform design. We involved employees by way of feedback sessions with new starters and collaboration with internal staff networks, including BAME and Disability Staff Networks. This reflects the CIPDS (2024) recommendation to “involve all employees in inclusion.” Feedback revealed that new international staff were uncertain about NHS cultural norms, prompting us to introduce a buddy system, which supports the CIPDs ask to create specific practices that supports the needs of particular groups or individuals. 
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To evaluate effectiveness, we introduced a revised onboarding survey with inclusive language and questions around accessibility, and belonging and the results were discussed in our weekly team meeting and led to improvements in clearer pre-employment communication. This supports the CIPDs (2024) advice to “use organisational data to review practices “and to gather employee feedback. Additionally, we held a workshop with recruiting managers on bias awareness and fair assessment practices. This reflects the CIPD’s (2024) recommendation to “embed inclusion in line manager training” to support fair recruitment decisions. 
The CIPD (2019) reinforces the importance of taking targeted action, guided by employee perception to create psychologically safe environments, where all employees can grow and thrive. It encourages using focus groups and analysing workforce date to uncover any barriers and this is a method we used to ensure our onboarding remained inclusive. Ali (2024) also supports this approach by emphasising the importance of equality assessments, and employee feedback in evaluating whether inclusion has been achieved. Together, these sources demonstrate how inclusive people practice ideas and initiatives should be designed collaboratively with all employees and reviewed often to ensure they support everyone. 

AC 2.3

In my role within NHS recruitment, working inclusively and building positive relationships is essential to delivering a fair and effective recruitment process. I regularly engage with stakeholders, including applicants, recruiting managers, HR colleagues and senior management. I aim to provide a positive experience by being respectful, approachable and responsive to individual needs, whether internal or external to the health board. From my own reflections, I believe I work inclusively by adapting my communication style depending on who I am working with. For example, when supporting international applicants or those new to the NHS, I ensure I explain processes clearly and without jargon. I also make adjustments where needed, such as offering documentation in alternative formats or providing additional support during onboarding to ensure equal access to opportunities. This is equally important during recruitment fairs and events, which are often time sensitive due to high footfall and demand.
I make a conscious effort to remain open minded and fair, especially during tasks like vacancy tracking and shortlisting, where consistency and equity are crucial. I also promote inclusive practices to managers by encouraging them to consider the diverse needs of applicants, helping to create a recruitment process that is accessible and fair to all.
My manager provided positive feedback on my inclusive approach, stating:
“Bec consistently demonstrates an inclusive and collaborative approach in her work. As part of our role, we engage with a wide range of candidates and stakeholders from diverse backgrounds, from administrative staff to senior managers. Bec communicates effectively with everyone, regardless of their role, taking the time to clearly explain processes and offer support wherever needed. Her patience and approachable manner have helped her build strong, trusting relationships with managers and recruiters, who have confidence in her and trust that their work will be handled efficiently and with care.”
This feedback aligns with my view that inclusivity is about both actions and attitude. I believe in treating everyone with respect and ensuring colleagues and applicants feel heard and supported. Working inclusively has helped build strong relationships with departments like NWSSP, improving collaboration, reducing delays (as seen in KPI tracking), and enhancing the recruitment experience, as reflected in onboarding surveys. I will continue to reflect and seek feedback to further strengthen inclusive working practices across the health board.


AC 3.1

The CIPD (2022a) acknowledges that the role of the people practitioner is evolving in response to external pressures such as the aftermath of the COVID-19 pandemic, technological change, and shifting workforce expectations. According to Peters (2022) in the CIPD People Profession Survey (CIPD 2022a), people professionals are increasingly required to be agile, strategic and data literate. The report identifies key changes in the profession, such as a growing focus on employee experience, flexible working, and the use of ‘people analytics to support decision making’ (Peters, 2022).
In my recruitment role, I have seen some of these challenges. The demand for faster, more inclusive recruitment processes, the use of hybrid working, and the increased focus on candidate experience all reflect the shift from administrative to strategic. For example, recruitment now requires me to process application and manage pre-employment checks, but also to support recruiting managers with talent planning and enhancing the onboarding experience based on the new employee’s feedback. Peters (2022) maintains that 61% of practitioners have upskilled or reskilled in the last year, often in response to changing business needs. I recognise that I must continue to develop my skills to remain effective in a changing organisation, especially with the challenges faced in the current labour market. One key development area is digital and data confidence. As recruitment becomes increasingly automated, with AI being explored for candidate screening and job matching, I need to understand these technologies and their ethical implications. 
Another key area is stakeholder engagement and strategic communication and I aim to strengthen my ability to advise, and support managers proactively, using professional courage and integrity. I also intend to focus on wellbeing awareness, as the report highlights the impact on the profession’s workload on mental and physical health. In my CIPD plan, I have set goals to complete learning to explore AI’s impact on recruitment, and improve my confidence in interpreting workforce data. I am also making use of the CIPD Learning Hub to reflect against the Profession Map and track progress in areas such as digital working and working inclusively and valuing people. Overall, the evolution of the people profession requires me to be forward thinking and committed to continuous learning to ensure I continue to deliver value within my recruitment role in the NHS. 
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I assessed myself against two CIPD core behaviours at Associate level: Valuing People and Professional Courage and Influence (See Appendix 1). I used self-reflection, learning resources, and feedback from my line manager to identify strengths and areas to develop. 
Valuing People 
This behaviour promotes fairness, inclusion, and enabling other to thrive. I rated myself as ‘exceeding’ in building team spirit and treating people fairly, supported by my manager’s feedback:
“You’re exceeding rating for yourself is justified. I have seen how you champion fairness in recruitment, especially in your efforts to ensure inclusive job adverts. You often query wording with Job Evaluation if it seems unfair. You build strong relationships across applicants, and recruitment managers to ensure clarity of information and continuity.”
After reviewing Suff’s (2024) CIPD factsheet on wellbeing and reflecting further, I recognised that wellbeing must be embedded in leadership and culture, and not treat as standalone. In my NHS recruitment role, this affirmed the value of inclusive onboarding, flexible working, and regular team check-ins. However, I rated myself as ‘developing’ in enabling others to grow and coaching. My manager agreed: “You support your team through check-ins, but there is room to build coaching confidence, especially helping them reflect and act on feedback independently.” She also advised on improving how I give my team a voice through structured post recruitment event debriefs, which I agree would build their confidence. 

Professional Courage and Influence
I explored this behaviour though The Science of Persuasion by Cialdini & Martin (2012), which outlines six principles of influence. In recruitment, I use authority when advising on employment law, and consistency when applying fair criteria, supporting ethical and evidence-based decisions. My manager agreed that I showed strength in “communicating key information to influence others and contributing in discussions.” She has seen me challenge inconsistent job descriptions, using policy and data, demonstrating professional courage. However, I rated myself as ‘developing’ in contributing confidently to discussions. I can struggle to express myself when facing pushback, particularly from senior managers. I plan to improve by better understanding stakeholder motivations and choosing the right timing to voice alternative opinions. 
Whilst my feedback was from one source, my line manager, it is credible as she directly oversees my recruitment and line management work. I recognise broader feedback would add value, and I aim to gather peer input going forward. 


AC 3.3
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Before starting my development activities, I reviewed my strengths, weaknesses, and the CIPD Profession Map. In my NHS recruitment role and as a team lead, I identified areas for improvement that support inclusion, wellbeing, and performance. One priority was better recognising others' voices. I chose the Valuing People course to help create an inclusive candidate experience and build a team culture aligned with Swansea Bay Health Board’s values: Caring for each other, working together, and always improving (SBHUB, n.d.).
To build confidence in challenging situations, I plan to complete the Professional Courage and Influence course. I also selected the ACAS Managing People course to improve my approach to fair people management, a mix of formal and reflective learning will support this.
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Successful communication:

Builds a shared sense of purpose aligned to organisational strategy.
Receives attention and support from senior leaders.

Drives genuine two-way dialogue.

Responds to the needs of employees as internal or external events occur.
Draws on a range of digital channels and tools.

Is essential for effective people management.

Should be reviewed and assessed for effectiveness.
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engagement and morale,
‘measured via informal

feedback and feedback process, similar frameworks, and | feedback and surveys.
recognition within my | including monthly one- | team involvement in Clear examples of how
team, ensuring that | to-one reviews andan | designing the approach. | recognition and feedback

November 2025
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staff feel valued,
heard, and supported
in their development.

anonymous quarterly
survey to gather
insights. Twill also use
informal recognition
(e.g., verbal praise or
small thank you
gestures). T will attend
an online course;
ACAS Managing
People.

have supported team
performance and
‘motivation.

To further develop
my ability to handle
difficult
conversations, such as
giving constructive
feedback, managing
underperformance, or
addressing team
tension.

Twill practise using a
structured conversation
model; Situation,
Behaviour, Impact, in
my one-to-ones, and
reflect affer each
instance. I will also
observe or role-play
with 2 colleague to
build confidence. To
strengthen my ability to
challenge
constructively, I will
participate in relevant
online leaning, such as
the Professional
Courage and Influence
module

Feedback from line
‘manager, conversation
structure templates,
protected time for
reflection and debricfs

Twill be able to give
clear examples of where
T've used the approach
successfully, and feel
more confident when
facing challenging
conversations. Team
‘members wil fecl
supported rather than
criticised.

September 2025
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Development record

NAME: Rebecca Rees MEMBERSHIP | 8858143X
NUMBER:
COVERING THE O,
PERIOD FROM
Key dates What did you do? Why? What did you learn from How have/will you use this?
this? Any further action?
Completed the Valuing | I completed this course to_| The course emphasised the | Since completing the course, I have
30/05/2025 people Online Course | broaden my understanding | human and business benefits | started reviewing the language in job
Appendix 2 of how to foster a culture | of creating 2 culture where | adverts to ensure inclusivity and
where people feel people are heard and accessibility. I've also introduced
included, tespected, and | appreciated. I developed a | regular informal check-ins with my
recognised. As a stronger awareness of how | team to make space for honest feedback
recruitment professional | unconscious bias, lack of | and recogaition. In line with the core.
and line manager, valuing | feedback, and weak purpose of the people profession,
individuals is centralto | communication can championing better work and working
building trust and ‘marginalise both applicants | lives. T plan to develop a candidate
improving candidate and | and employees. It reinforced | feedback process to ensure all
employee experiences. the importance of adapting | applicants, successful or not, feel
This links to the “Valuing | my communication style to | valued. I will also explore training
People’ core behaviour | individual needs and being | opportunities to support my team’s
from the CIPD Profession | proactive in recognising | ability to model inclusive behaviours.
Map, which promotes contributions. T also
inclusivity, empathy, and | reflected on how valuing
respect. ‘people leads to better
organisational outcomes,





image10.png
01/05/2025

Completed ~ professional
courage and influence
Online Course
Appendix 2

Ttook this course to build
confidence in having
courageous conversations,
especially when
influencing senior
decision-makers or
addressing concens
around fairness in hiring
This is particularly
important in recruitment,
where ethical and fair
decision-making is key.
The course supports
development of the core
‘behaviours from the CIPD
Profession Map.
“professional courage and
influence.

Tundertook this course to
strengthen my people
‘management capabilities,
especially as I supervise
fwo team members.
Managing performance,
absence, and wellbeing is
a core part of my role, and
Twanted to ensure my

such as increased retention
and improved engagement

Tleaned practical
techniques for assertive
communication, using data
and evidence to influence
decisions, and addressing
unethical practices with
professionalism. The course
highlighted how courage
and integrity are
fondamental to creating a
fair and ethical working
environment. I reflected on
situations where I hesitated
to speak vp and identified
ways to approach those
scenarios more
constructively.

The course provided a
comprehensive overview of
performance management
techniques, and how to
handle common workplace
issues fairly and
consistently. I gained a
better understanding of how
to set clear expectations,

Thave applied these skills by
constructively challenging 2 request to
bypass recruitment policy, providing
clear evidence of why fair processes
matter. I've also coached my team on
how to raise concerns appropriately and
confidently. This aligns with the cthical
practice principle and reinforces my role
in creating a culture where people fecl
safe to speak up. As a next step, I plan
to facilitate a team discussion on ethical
recruitment practices and influence
‘more widely by sharing insights with
HR colleagues.

T've already implemented clearer
performance abjectives for my team,
with regular one-to-ones that focus on
development. I now feel more confident
navigating difficult conversations and
am better equipped to support employee
wellbeing. In line with the people.
profession's Code of Conduct & Ethics





image11.png
02/05/2025

ACAS ~ Managing
People

approach reflects best
practice and legal
compliance. This supports
the core knowledge of the
“People Practice” specialist
knowledge area of the
CIPD Profession Map and
underpins good leadership
‘behaviours.

‘give constructive feedback,
and manage issues such as
sickness absence while
‘maintaining a supportive
tone. It also highlighted the
importance of pracedural
fairness in disciplinary or
grievance sitations, which
is crucial in both.
recruitment and team
‘management

(CIPD 2023) I am committed to
developing others and driving change,
as part of the positive and active impact
on working lives. T plan to teview my
approach induction, ensuring new
starters are supported from day one with
clear guidance and feedback. T also
intend to explore further ACAS or CIPD
workshops on mental health at work.





image12.png




image13.png
CIPD Garming o B OO f o @

My Home Self-Assessment My Learning Plan My CPD Records Membership Assessment FAQs and Help

Assess and develop yourself at Associate leve

Assess yourself

Professional courage and influence
Core Behaviours

Rate yourself against the following: Emerging Exceeding

Contributing to discussions in an informed and confident way O O

Communicating key information clearly to engage and influence others

Knowing how and when to communicate, through an understanding of any potential

O O @@
O ® O O

©) ©)
reactions and resistance O O
©) ®

Taking responsibility for your mistakes and contributing to putting things right





image14.png
Assess and develop yourself at Associate level
My Learning Recommendations





image15.png
CIPD Garming o B OO f o @

My Home Self-Assessment My Learning Plan My CPD Records Membership Assessment FAQs and Help

Valuing people
Core Behaviours

Rate yourself against the following: Emerging Exceeding

Building a sense of team spirit and purpose O O
Treating people fairly and considerately
Enabling others to develop and be at their best

Coaching and advising others in the business

Enabling people to have a voice on things which may impact them

OO O OO0
OO0 ® ® OO
@ ® OO0 ®
OO0 00O ®

Taking into account the wellbeing of others in the design of delivery of your work

Back m Page 1 of 1




image16.png
Assess and develop yourself at Associate level
My Learning Recommendations

.





image17.png
CIPD Gnras  Valting People B OO free=®

Valuing People

“Tris course incluesfv essons,which you can acessflexbly. You'e e to g0 at your own pace. Th content has been designed s0
thatyou can i into ndivicsl kesons which typicallytake 30-45 minuts i you complete 3l the content and reflctve ctities.
Remember,youi lso par o our wider commuriey. with t vast rangeof xperience. S, complte the refecive actiiis and et
ivolved inthe community discussions.

I s course we havefstedresources that may inspieyou 1o further explore topics covered on th course. Thi i supplemenry,
optionalmateral nd not core content fo the eaming All CIPD resourcesare avalbleto those with an acive CIPD mermbersi'.

5 member you can 3 your reflectons from the couse o the CIPD My CPD Records tool.This wilform a record ofyour CPD and

suppert your carecr dovelopment. Look outforthe Update my CPO prompt towards the end o the course,oryou ca acces My CPD.
Record now:

I youd ke to know how to become 3 CIPD mermber and acces our repots, uides factsheets andother resources fo pecple
profesional,you can isit our webstefor mr information.

11 Share your unique prspective. We are 3l theretosuppert eachother

Couse overvien 1 Gettngstarted 2 Esabliting 2 . Treating pecple
— with abing people sense of purpose oy
v e v e v e v e

(3
4. Enablingcthers to 5. voving people What next? Fecdback
devon in decisons R





image18.png
CIPD (errsrs  Professional Courage and Influence

caming Plan My CPD Recor

Professional Courage and Influence

i course incluces s lssons, which you can acces lexbly. Youe ree o o at your own pace, The content s been cesgned 20 that
you can dipino indviduallssons which ypicaly ake 30-45 minutes i you complte all thecontent and efectiv activitis. Remerber,
youire also part of our wider commurity. wit s vast range of xperince. 5o, complete the refeciv acivies and getinvolved i the
community discusions.

I s course we havefstedresources that may inspieyou 1o further explore topics covered on th course. Thi i supplemenry,
optionalmateral nd not core content fo the eaming All CIPD resourcesare avalbleto those with an acive CIPD mermbersi'.

5 member you can 3 your reflectons from the couse o the CIPD My CPD Records tool.This wilform a record ofyour CPD and
suppert your carecr dovelopment. Look outforthe Update my CPO prompt towards the end o the course,oryou ca acces My CPD.
Record now:

I youd ke to know how to become 3 CIPD mermber and acces our repots, uides factsheets andother resources fo pecple
profesional,you can isit our webstefor mr information.

1/ Shareyour unique perspective. We are il there tosupport each other.

Couse overvien 2 Chatlenge 3 Commuricate
— constructiely withimpact
v e v e v e v e

4.Develop and 5. Engage your & Take responsiiity Whatro?
ustain relatonships adence for mistakes [
v e v e v e v e

Feedback




image19.png
| Managing people 2025





image20.png
Home / My courses / Managing people 2025 / Course overview / Managing people

| Managing people 2025

v Done: Receive agrade v Done: Receive a score of 70 or more

Select this button to start the course in a new window. Make sure you have enabled pop-ups.

Number of attempts allowed: Unlimited
Number of attempts you have made: 1
Grade for attempt 1: 100%

Grading method: Highest attempt
Grade reported: 100%




image1.png




image2.png
Core
knowledge
« People practice

+ Culture and
behaviour

* Business acumen

+ Evidence-based
practice

+ Technology
and people

+ Change

Core
behaviours
« Ethical practice

* Professional courage
and influence

* Valuing people

+ Working inclusively
+ Commercial drive

« Passion for learing
« Insights focused

- Situational
decision-making

Specialist
knowledge
« Employee experience
- Employee relations

- Equality, diversity and
inclusion

+ Learning and development
+ Reward
« People analytics

+ Organisation development
and design

+ Resourcing
« Talent management
- Wellbeing




