AC 1.1.
The CIPD profession map (See Figure 1.) was developed through research and consultation across the people profession industry and launched in 2018. The map sets an international standard for people professionals and is reviewed twice annually to ensure it remains relevant and fit for purpose (CIPD, 2024).
Figure 1.
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As defined by Stevenson (2010, P. 3709.) a professional is a “person competent or skilled in a particular activity”. Therefore, as stated by CIPD (2025a) it is important for people professionals to be knowledgeable and skilled within their role at the appropriate level of impact. 
The key purpose of people professionals is to deliver organisational outcomes, by generating the best from people, this can be achieved by generating better work lives, creating roles, opportunities and working environments. This is the reason that purpose sits at the centre of the profession map, as it is important to promote shared values and standards in order to maintain trust and credibility to enable change (CIPD, 2025b). 
Depending on their role within the organisation, people professionals can add value and impact in many areas of the organisation including performance, behaviour, culture, structure and systems. They achieve this by contributing to the formulation of integrated people practices, organisational strategy and providing guidance related to upholding core values and ethical principles (Armstrong and Taylor, 2023). For example, if an organisation was experiencing high employee turnover and wanted to reduce the financial impact of this. A people professional, working within people analytics area, would be able to utilise their core knowledge and behaviours, and evaluate evidence such as exit interview data, to identify any common trends. They would then be able to assist with implementing any required change, to achieve the required outcomes (CIPD, 2024b). 
AC1.2.
People professionals play a crucial role in building and promoting an organisations reputation as ethically and socially responsible. They achieve this in two ways; firstly, by fostering commitment and understanding of ethical behaviours and secondly, ensuring people are treated fairly (Torrington, 2020). It is important for practitioners to demonstrate their strong standards of integrity in all aspects of their role and make decisions based on good values and principles, challenging others on their decisions, and being transparent in the what, and why of their actions CIPD (2025c).
As people professional I am often required to deal with difficult situations in the workplace and find that my strong moral compass and treating others as I would wish to be treated assist me. However, the personal value I believe is my best asset is empathy, which as defined by Stevenson (2010) shows an ability to share and understand the feeling of others. Furthermore, research conducted by Vallette and Meier (2024) and Gentry, Weber and Sadri (2016) shows that empathetic leadership can have a positive effect shaping employee behaviour, well-being and performance.  
One example of me utilising empathy in the workplace, is within a previous role at a national organisation, where I was in the role of direct line manager. The situation was a delicate one, with a potential conflict arising between two female members of the team. Female one had just returned to work after a period of compassionate leave after unfortunately, experiencing a miscarriage and female two was five months pregnant. Female one was upset and came to me stating that she felt that female two was intentionally discussing her pregnancy loudly to other members of the team, which was causing her undue stress. At this time, I stopped the task at hand asked her to take a seat and gave her my full attention and listened intently, without interruption to her concerns, both personal and work related. 
There are many ethical perspectives that may be used to inform decision making within the workplace, these include but are not limited to Utilitarianism – the greatest good for the greatest number, Deontology – where actions are right or wrong regardless of their consequences and Justice – doing what is fair, right and proper (Armstrong and Taylor, 2023). Within a previous role in an SME, the implications of Utilitarianism first hand. The company directors without consultation of the employees decided to change the distribution of hours, during the working week from 8.30am to 4.30pm Monday to Friday, to 7.30am to 4.30pm Monday to Thursday and 7.30am to 1.30pm pm on Fridays. The Directors intention of the change is to provide employees with increased quality time at weekends therefore providing the greatest good for the greatest number. However, this did cause dissatisfaction in a small minority.
As a people professional, I advised the directors that in the interest of fairness and openness, prior to any final decisions and actions, engaging with the whole work force would enable to employees to feel empowered and meet their ethical responsibilities under 2.i of the CIPD code of ethics (CIPD, 2023).
AC1.3.
People professionals are often the voice of the workforce, and it is, therefore, important to have the knowledge and skills to communicate and influence across all levels (Taylor and Woodhams, 2022).  This is the reason that professional courage and influence is part of the profession map core behaviours (CIPD, 2024).
If order to influence others, it is essential for people professionals to be informed. This can be achieved in a number of ways, including continuation of their personal development and use of evidence-based practice. The combination of these will ensure that decisions are based on a strong up to date body of knowledge and the best information available in relation to best practice and legal requirements (Gifford, Young and Barends, 2023). Furthermore, as identified in a study conducted by Jepsen and Rosseau (2022) an evidence-based approach increases trust.
Clear communication, in an effective and professional manner, to convince others to value your ideas is another essential skill in achieving and maintaining influence (Taylor and Woodhams, 2022). Baguley suggests to be a good communicator, there five key skills and understanding. These are listening actively, understanding the how and why of the other person(s) view, empathy, body language and to ensure that any communication considers the needs and abilities of the other person(s), as well as the social and physical environment and the nature of the message (Mullins and Rees, 2023).
Being informed and communicating clearly, can also support people professionals with confidence. The combination of these three elements, can provide them with the courage to challenge resistance, and to speak up and stand up when something is not right (CIPD, 2025d). However, even when knowledge and communication are excellent, a lack of confidence can have a detrimental effect on the ability to influence. 
When people professionals are unable to influence, this can have significant consequences to the organisation and individuals. For example, if a people professional identifies that the proposed new strategy to increase innovation, does not adhere to ethical codes of practice and does not speak up, then this can be the start of creating a toxic work environment, which has a negative effect on growth and innovation and morale (Majka, 2024).  
AC1.4.
Ethical conflicts can arise when someone intentionally disregards the rules or when there is a difference of opinion on what is acceptable or ethical (Taylor and Woodhams, 2022). Throughout my career initially as a manager and more recently as a people professional I have encountered a number of instances where there is a fine line between a matter being unethical and illegal.
One example of this is within my current role, with an SME operating within the construction industry. It was brough to my attention that some contractors on site were removing waste metal from company sites that they were working on, for their own financial gain. Although, theft is deemed as illegal under the Theft Act 1978 (CPS, 2024), within the act there is a subsection that states it is not theft if the ‘owner would agree or knew of them taking it’. On investigation I identified that this was a common occurrence across all sites, and mangers within the organisation were aware of it. Therefore, I determined that in this instance this was unethical.
As the income from scrap metal on sites is offset against the contract cost, this behaviour if left unaddressed could lead to financial implications to the organisation. Alos, on review on the contractor handbook I identified that it was clearly outlined that all materials on site, waste or otherwise remain the property of the organisation. So, I decided to take my findings to the managing director (MD) and discuss next steps and any action required. After a few meetings with the MD, the agreed actions taken were:
· to send clear communication to all contractors, that no materials waste or otherwise were to be removed from site, unless by approved waste carrier.
· Circulated copies of contractor handbook to all contractors and requested signature from each declaring that they had read, understood and would abide by the terms and conditions.
An example of an illegal matter I have had to deal with, was whilst working as a line manager, at a national organisation. I received a request from a male member of another team for a meeting to raise concern in relation to his direct line managers conduct towards him. As it was within company policy to speak to an alternative manager if you could not discuss the matter with your own, I accepted the meeting. During the meeting the team member advised me that he wished to bring a formal complaint against his line manager on the grounds of sexual discrimination. The reason was due to him formally requesting through the approved process for flexible working arrangements due to childcare requirements. He advised and provided documentation that the request was instantly denied without reason or clarification. However, a female colleague working at the same level who had submitted their request for flexible working after his request had her request approved.
As it was his belief that he had been treated less favourably due to his sex (CIPD, 2024c), the complaint related to not only a breach of company policy, but a potential breach of employment law under sex discrimination. Therefore, it was not within my professional remit to deal with the matter in its entirety. My actions, where to take detailed minutes of the meeting, in addition to copies of all documentation, that had been shown to me and submit them to the organisation’s specialist team, through the approved internal process.
AC 2.1.
Throughout my career, I have personally experienced varying levels of engagement when working in different organisations. Within my current role, I feel motivated and valued for not only the skills and experience I bring to the role, but also as a person. As a human this makes me feel happier and energised and I am happy to go to work each day. I believe that this benefits the business as I am always willing to go that extra mile. However, this has not been the case in all organisations I have worked for. In a previous role, working at middle management level, I did not feel heard or valued, leading me to be very disengaged at work and just going through the motions and completing what was required of me to on a day-to-day basis. In this environment as a human and an extrovert, I felt withdrawn and lethargic and generally unwell, leading to increased absence and me then resigning from the organisation.
There are numerous theories in relation to human motivation and engagement that analyse what people need to be motivated and engaged at work. Such as Maslow’s Hierarchy of need Theory, that states there are five hierarchal needs that drive human behaviour (See Figure 2.). Herzberg’s two factor model, that states that job satisfaction is influenced by motivators to increase satisfaction and hygiene which prevent dissatisfaction (see Figure 3.). 
Figure 2.
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Figure 3.
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A more recent theory from the 21st century is Nohria’s four drives model, that states there are four key drivers to increase work motivation, which are the drive to acquire, the drive to bond, the drive to comprehend and the drive to defend, which when all applied simultaneously can lead to increased motivation (Mullins and Rees, 2023). Applying this to my own experience, within my current role I identify that my drive to acquire is opportunity for career progression. My drive to bond is through the open and collaborative work environment. My drive to comprehend is within my challenging and role, which keeps me engaged. My drive to defend is in the clear rules and expectations.
There has been a significant amount of research, that has verified that there is a direct relation from high levels of motivation and engagement to increased performance and reduced turnover. As reported by Taylor Woodhams (2022) the great places to work research 2021, claimed that retention is 5.4%. Research conducted by Deloitte claimed a 17% increase in performance. This is supported by report in the Harvard Business Review, where research identified that when people feel like they belong there is a 56% increase in performance and 50% reduction in turnover (Reece, Kellerman, and Robichaux, 2019). Further research as reported by Macleod and Clarke (2009) that there are financial benefits to the organisation is by engagement and motivating their employees, such as a reduction in sickness absence.
As demonstrated, there are significant benefits to employee motivation and engagement not only for the employee through increased job satisfaction, but also to the organisation in increased performance and commitment. 
AC 2.2.
When designing any people practice initiative it is important to be inclusive and ensure that the process considers formal and informal mechanisms (CIPD, 2024d). My organisation is currently considering introducing an external benefits package, as part of the wider health and wellbeing strategy. We have reviewed a few external providers and although they all offer a base product but there are additional products and packages available. 
To facilitate the maximum up take we have consulted with all employees at all levels of the business. The initial consultation was conducted through a short questionnaire to all employees to identify individual preferences. As all employees have access to organisational IT either through computer or smartphone, the questionnaire was distributed through an interactive digital document. This allowed all employees to have access, was cost effective and data from responses we received quickly (SmartSurvey, 2025). Once the initial responses have been collated, further feedback through team meetings. The choice of provider will be decided solely on the preference of the majority of responses and the results will be clearly communicated to all employees.
Once the package is implemented monthly reviews utilising payroll and provider data will be conducted to monitor uptake of the service. Quarterly feedback through questionnaires and team meetings to monitor success of the service and identify any issues. Information on the service will be included in all aspects of the business including recruitment and induction.
AC 2.3. 
Self- reflection:
I believe that throughout my career and volunteering commitments I have developed excellent communication skills, and I am able to clearly express my ideas. I am self-motivated and collaborative working across all levels of organisations. As an extrovert I have had to actively develop my listening skills and during meeting and group discussions sometimes need to be conscious to include all members of the team to ensure their voices are heard.
Peer Feedback:
Feedback obtained via a recent peer review questionnaire in relation to my communication, inclusivity and working collaboratively were extremely positive. I was very humbled not to have received any negative feedback.
General feedback included that channels of communication are effective and two-way. All responses stated that they felt that their ideas and contributions were valued and felt supported. There were no suggestions for improvement in relation to my communication of collaboration skills. Furthermore, all responses stated that they felt there is a high level of mutual respect and trust within the team and that they feel comfortable raising concerns and offering constructive feedback. Of the responses received only one stated any suggestion for improvement and this requested a more formal structure to meetings, which I have taken on board and will aim to incorporate in future meetings.
AC 3.1.
The development of AI has significantly improved processes and application in many industries in recent years. With AI getting more advanced it is essential for people professionals to be aware and ensure that we continue to in maintain ethical people practice whilst also encouraging the utilisation of new technologies (Waite et al. 2021). Mohdzaini (2025) concurs and states that it is important for organisations to take a responsible approach to the adoption of AI and its success will rely heavily on the people profession.
AI increasingly becoming common practice in many areas of people practice including people analytics, recruitment and selection and talent management (Armstrong and Taylor, 2023). However, as reported by Marcoff (2024) the introduction of AI into the administrative areas of people practice good be beneficial by freeing up people professionals time to dela with the human element of people management that only humans can do.
Therefore, based on this information, it is my opinion that people professionals should focus on the human elements of the role, which cannot be replicated by AI. In response to this I have chosen to add conflict resolution and coaching to my CPD (See Appendix A). It is my intention to source local workshops where this skill improvement can be done a face-to-face scenario as in order to develop people skills, we need to be with people. 
AC 3.2. 
For the purpose of the is exercise I have chosen to reflect on two core behaviours of the CIPD Profession Map, at associate level. The behaviours I have selected are valuing people and working inclusively. The justification on this choice is that they coincide with CPD identified in 3.1. A director within my organisation who I report to has provided, me with relevant feedback on my self-assessment.
Valuing People
Strengths:
Through previous assessment and feedback, I have identified that I can build a sense of team, spirit and I treat people fairly. I am also supportive of enabling and encouraging others to develop their capabilities and increasing wellbeing.
Weaknesses:
I feel I do not have the necessary skills to coach others, to an appropriate level within the business. I need to be more conscious and aware to enable people to have a voice in areas that impact them.
Area for Development:
Undertake further training for coaching skills and further reading and research in relation to how I can enable people to have a voice.
Working Inclusively
Strengths:
Through previous assessment and feedback, I have identified that I am inclusive, respect and support different views and opinions and build strong relationships with my colleagues. I am also happy to share knowledge to resolve problems.
Weaknesses:
Although I have a good relationship with my colleagues I could do more to ensure I identify when they may need additional help and support. Also, although I can remain calm in heated situations, I do not believe I have the required skills to be fully effective in conflict resolution.
Areas for Development:
Undertake further training for conflict management skills and further reading and research in relation to psychological safety so that I am able to identify when people may need help.
Feedback from MD on assessment:
CS is a strong communicator and driven individual. Although, I believe that her conflict resolution and coaching skills are sufficient within her current role I do understand and support her desire to develop. 
One further suggestion for skill development is active listening skills as I feel these would assist in all aspects of her work.
AC 3.3. 
Following my self-assessment I have added two formal learning activities to my CPD (See Appendix A.). These are coaching and conflict resolution, I have chosen these as I feel that in the areas assessed these are my weakest elements and I am always seeking to improve. As both these courses are dealing with people, I felt that in person training would be the most appropriate avenue. Furthermore, as an extrovert who prefers a combined style of learning I feel that this would be the most beneficial option for me.
AC 3.4. 
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I have only been with the organisation for 10 months and therefore, have limited CPD records. Initially my role was purely finance and only recently has the HR element become part of my role.
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Appendix A
	Dates covered:
	December 2024 - March 2025

	Name:
	Claire Smith

	Job title:
	HR & Finance Manager

	Skills or knowledge that you plan to gain
	Type of CPD activity you have chosen
	Details of the CPD you carried out (publications read, course title, general discussion etc.)
	Date
	Reflection/ thoughts. (For guidance on reflection, please see below)
	What's next?

	Research and implement new benefits package for employees 
	Online research
	Online research conducted of various companies offering various packages. 
	Jan – Feb 2025
	There are many companies that offer the service and although the base packages are similar, the other items vary significantly.
	Circulate documentation to all employees with questionnaire for feedback 

	Understand changes to payroll and benefits from April 2025
	HMRC Webinar
	Webinar booked for 8 April 2025
	April 2025
	
	

	Understanding of upcoming changes to employment regulations including pay
	External briefing
	Booked Place on Briefing with Peninsula
	April 2025
	
	

	
Conflict Resolution
	External workshop
	
	May 2025
	
	

	
Coaching

	External Workshop
	
	May 2025
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