Questions
Section 1
AC 1.1: With reference to typical activities and behaviours, appraise what it means to be a ‘people professional’. 
AC 1.2: 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 1.3: 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. 
[bookmark: _Hlk133927739]AC 1.4: 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 2.1: 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 2.2: 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. 

Section 2
AC 2.3: Reflect on your own approach to working inclusively and building positive working relationships with others.
AC 3.1: Explore how the role of a people professional (specialist or generalist) is evolving and the implications this has for your CPD.
AC 3.2: 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 3.3: 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 3.4: 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)
Present your reflections, attached to your assignment, as either:
· [bookmark: _Hlk129789080]your own format CPD record, edited to include just the three selected activities, or
· a report (or reports) from the CIPD ‘My CPD Reflections’ tool. 
























SECTION 1
AC 1.1 
Professionals are competent, skilled and qualified people with extensive, specialist knowledge and experience within the field that they work.  People Professionals are often, but not always, CIPD qualified and bound to the CIPD code of conduct and standards and should work to the profession map. Their skills and knowledge should be retained through ongoing training via CPE and their behaviours should be fair, transparent and independent making decisions and provide advice which is “principles-led, evidence-based and outcomes-driven”.  (CIPD, 2024)
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The role and purpose of the people profession is to “champion better work and working lives. Creating roles, opportunities, organisations and working environments that help get the best out of people, delivering great organisational outcomes, in turn driving our economies, and making good, fair and inclusive work a societal outcome.”(CIPD, 2024a) This should be seen through activities and behaviours such as providing knowledge and support to the organisation, recognising and championing the importance of people, wellbeing and equity and providing the role of the “social conscious of an organisation” (CIPD, 2024b)
People professionals should provide ongoing challenge, an alternative viewpoint and promotion of current best practice advice and guidance. The CIPD states that “as people professionals, we value what people bring to organisations, and an integral part of our role is to bring the people perspective to business decisions” (CIPD, 2024c)    Depending on the specialism of the role, people professionals may be involved in setting and facilitating policies, overseeing learning and development and providing help and support for activities such as recruitment, redundancy, managing conflict and overseeing continuous improvement within the People Team.  In organisations in which I have worked, the People Team set the People Strategy and People Policies and then provided support and guidance to managers to implement these as opposed to day-to-day management, however, this operational approach is sometimes the case in some organisations. 

AC 1.2
The CIPD (2024d) states that “Ethical values provide the moral compass by which we live our lives and make decisions…  when we make decisions based on good principles, and live by good values, we can improve the lives of others and their experiences at work.”
Ethics are unpinned by the concepts of equality and fairness and whilst there are several ethical perspectives which all consider ‘doing the right thing’ from different angles, there is value to be taken from considering all options.  If we utilise three different ethical perspectives to considering an appropriate outcome to an organisation considering its approach to a pay rise.  Deontology would state that it is fair that the higher performer should receive a higher pay award.  Utilitarianism may split any available money across all employees to ensure that all receive an increase as this is the greater good for the greater number of employees.  Ethical Egoism may grant Chief Executive only a pay rise to maintain pleasure for the individual.  This scenario demonstrates how different ethical perspectives can create different outcomes; none are ‘wrong’ if you believe in the ethical approach but in the interest of fairness, the CIPD (2015) introduced eight ethical lenses which show the CIPD’s expectation of how people professionals should consider ethics within their roles.
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We see examples of different ethical perspectives and approaches being used within People Practice frequency, for example, policies and procedures are an example of deontology as it is rule driven and clearly details what is to be expected, equal percentage pay awards as noted above in line with utilitarianism or performance management of underperforming employees as an example of consequentialism. 


AC 1.3 
The CIPD profession map includes both communication and influencing as core behaviours for people professionals.
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To enable the People Professional voice to be heard, respected, considered and have leadership qualities, there is a need to be clear, informed and confident in communication.   This allows the People Profession to effectively influence an organisation.  The CIPD states that “influencing often happens in tandem with courage: the ability to challenge when there’s resistance or opposition, speak up when you know something isn’t right, and take a stand when it’s the right thing to do” (CIPD, 2024e). This links back to the need for morality and the ability to build strong relationships within an organisation.
It is important to be informed, using approaches such as evidence-based practice and being aware of current legislation and requirements. This allows the voice of the People Profession to provide appropriate and up to date information which will allow for more informed decision making.  
Clarity in communication is important to ensure that the intended audience receives the intended message.  Clarity can reduce the need for interpretation, and thus reduce difference in approaches which may defer from the intended approach.  Clear messaging can take many forms, and this is often necessary to ensure that all receive the information appropriately, where diversity is considered.
Confidence in presenting the information is key to gain support, be seen as a key leadership voice and to appropriately set the tone.
It is easier in some ways to consider the impacts of where a People Professional shares information in a manner which is not informed, clear or confident.  There are risks that wrong information is shared which leads to poor decision making and the desired impacts not being achieved, leading to objectives not being met, a lack of value for money and ongoing distrust in the People Profession.  Lack of clarity could mean that recipients do not interpret the information as intended again, leading to the consequences detailed above.  Confidence is key as in the absence of confidence in delivery, could lead to a lack of confidence in the message, a lack influence and lack of buy in to the message. 
[bookmark: _Hlk133927075]
AC 1.4 
Unethical workplace behaviour can be defined as “any organisational member action that violates widely accepted moral norms” (CIPD, 2019).  This can span from minor misdemeanours to breaking the law.  An organisation’s expectations are often outlined in policies or codes of conduct and some staff members would be bound to additional codes of ethics via professional memberships.
An example of an unethical act could be an employee receiving a gift from a potential supplier.  This may breach internal policy and may be seen as inappropriate, but it is not breaking the law.  Depending upon the evidence or extent of the gift there may be a need to gain further information.  To approach the issue, it would be helpful to discuss the issue with a manager or another member of the people team to gain insight and guidance and to understand whether the organisational saw this action as an issue.  Internal policies and guidance would need to be reviewed to ensure that the issue was handled fairly and in line with organisational expectation.  However, if no guidance was in place, guidance such as the CIPD website may be consulted to understand good practice in this area to communicate the potential risk with the business to consider in the future.    
However, there are some circumstances which are both unethical and unlawful.  In a case where there has been a breach in legislation, there is a need for more formal and there is less ambiguity to the approach.  In a case where an employee has stolen items from and organisation, there is a need to take more formalised action and to document the approach as it may end up in court.  Depending on the level of evidence available, a slightly different approach may be taken.  Should the incident be suspected, but no evidence, it may be appropriate to refer the issue to the Fraud or Internal Audit Team for investigation.  However, if there was more solid evidence, it may be appropriate to refer directly to the Police.  There is a need for confidentiality within the case as not to alert the individual as they could destroy evidence but also to protect the individual as this could tarnish their reputation and they should be able to be considered ‘innocent until proven guilty’.
There is a need for organisations to promote reporting of unethical and/ or unlawful behaviour through processes such as whistleblowing (CIPD, 2024f) and take such reports seriously and handle them appropriately (ACAS).
AC 2.1 
The CIPD (2022) states that inclusion is “creating working environments and cultures where every individual can feel safe and a sense of belonging and is empowered to achieve their full potential.”  
Maslow’s (1943) Theory of Human Motivation model splits human needs in to three categories: basic, psychological and self-fulfilment.  
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When we consider a person feeling valued and included, these elements would sit within the safety and belonging categories and in line with the model which states that an individual cannot progress to their full potential without the basic and physiological needs being met, organisations would not realise true value of an employee should this be the case.  This could impact on the performance, commitment, retention and wellbeing of the employee which is negative for both parties. Whilst there are multiple benefits to individuals when they are included, organisations also benefit in various ways such as retention, reputation and enhanced business performance.
Rosalind G Brewer (2020) states that an organisation’s “biggest opportunity is inclusion.”  Brewer explores the need for employees to feel “safe, comfortable, heard and seen” and the value that this can bring not only to the organisation via engagement and performance but also the positive impact on the wider community.  
There are clear benefits to inclusion, and I agree that it brings value to all when executed appropriately. Inclusion is the right thing to do as I believe that no one should have to hide their ‘true self’ or feel unsafe.  In a workplace, inclusion aligns with the CIPD code of ethics, meets legislative requirement and there are clear benefits to productivity, performance and profitability in an inclusive environment. I agree with Brewer when she states that metrics and surface level inclusion practices are not the answer and that it needs to be fully embedded within an organisation and I think that within organisations that I have worked in previously, this has been the case and it has not been successful as it felt like something that had to be done and a tick box exercise.  The organisation in which I currently work is a small business and inclusivity and actively listening and learning is embedded in the culture and this is much more effective in fostering an inclusive workplace and the benefits of such are visible.
AC 2.2
As noted in 2.1, there are clear benefits of promoting fairness and inclusivity.  There is therefore a need for People Professionals to ensure that initiatives set out to be inclusive and to ensure that the goal of inclusivity is achieved.
The CIPD (2019a) states that “Workplace inclusion is when people feel valued and accepted in their team and in the wider organisation, without having to conform.” Workplaces should allow all employees to be safe respected, heard and accepted.
When making any change or within an organisation, there is a need to have clear, SMART (CMI, 2020) objectives to allow for measurement of success.  Commonly organisations do not utilise this approach and then find it difficult to assess impact, therefore there is a need to have a clear starting point and to clearly outline the benefits to be achieved and the metrics which will be used to assess.  
Inclusivity can be built into an initiative at design stage through awareness of the employees that could be impacted by the initiative.  Therefore, there is a need to understand how the initiative could impact as well as the demographic of the organisation and the current and potential barriers to inclusion. This could be through stakeholder analysis, review of Equal Opportunities Monitoring Data held by the organisation, completion of an Equalities Impact Assessment or through liaison with employee forums or groups to understand the current environment.  
Focus groups are often utilised to gain feedback or project teams are built utilising representatives for stakeholder groups to allow for effective consultation and input of key users.  This can be useful as it provides ongoing feedback and the opportunity to adapt and adjust plans in real time to ensure that the needs of the user are met. (Perkins and Woodhams, 2022, Pg 128-129)
Following the implementation of an initiative, organisations should ensure that inclusivity benefits have been realised and that the initiative has reached and benefited all intended staff.  There are many ways that this can be done including surveys or other employee engagement practices.  Surveys are commonly used as they allow many employees to provide feedback in a manner which can be compared with minimal resource from the People Team aside from setting up survey and analysing data.  It is beneficial to undertake a survey before and after the initiative to assess success.  However, staff forums and interviews could be helpful to collate qualitative data. (Perkins and Woodhams, 2022, Pg 128-129).
KPI metrics should be defined at design stage, again comparing previous performance or assessment point to allow objectives to be assessed.   These often take the form of key performance indicators and can be useful to measure the impact of change (CIPD, 2023a).

SECTION 2
AC 2.3
I have recently undertaken the Myers Briggs assessment (MBTI, 2024) which proved to be very useful to me through the promotion of self-awareness of my own preferences but also to think about how I interact with others who will likely have different preferences.  As Margaret Heffernan (2013) states, is often easier to stay with people who are like you and, as such, design working environments around your preferences that consider others and their opinions. This has prompted me to reflect on myself and others and understand that there is ongoing need to consider my approach to working inclusively and building positive working relationships.  I understand that there is a need to enhance my understanding in this area and focusing on the needs of others rather than doing what I think is best.
I work hard to build positive relationships with colleagues and other stakeholders and I am open and honest.  I often utilise the “know, like, trust” approach and this has allowed me to build relationships in an effective way, particularly in a more hybrid working environment. 
I am aware that I have a tendency to offer too much support to staff and that there is a risk of creating a parent/ child relationship or entering in to the ‘drama triangle’ (Karpman, 1968).  Therefore, I am working towards a coaching relationship with colleagues to support, empower and engage in a more positive way.

AC 3.1
The people profession is evolving and changing in the wake of AI and technology.  As such, there is a need to champion difference and the advantages that it brings including challenge differing ideas and viewpoints.  There is a need to embrace diversity and inclusivity as this is the value that humans bring to the workplace, which cannot currently be provided by technology. There is a drive for focus in this area and looking at how employees add value and adapt to the changes that technology brings.  To promote this, HR need to ensure that they are well placed to assess the environment, providing advice using data and multiple sources (evidence-based practice).  EBP is more important than ever as many sectors have less time and budget so want to make the best possible decision (CIPD 2021). There is an unpredictability in the world as demonstrated by the events over the last 10 years, as such there is a need to be agile and responsive to the challenge at hand (Ted Talk, 2019).
There is a huge focus on wellbeing and work life balance, with employees holding a lot of power and influence.  Organisations are starting to understand that “people want to work for employers with good employment practices. They also want to feel valued at work” (CIPD, 2022) and that wellbeing is a “core enabler of employee engagement and organisational performance (CIPD, 2023b).
Finally, within the sector that I work in (risk assurance), recruitment and retention of staff is difficult sue to competition and skills gaps. This is cited as the second biggest risk to organisations meeting their objectives in recent research (IIA, 2023). This has meant that there has been a need to think differently, moving away from traditional approaches and introduction of the four-day working week and more investment in learning and development. 

[bookmark: _Hlk129787405]AC 3.2 and AC 3.3 
Below, I have included exerts of a recent appraisal with my Line Manager.  This includes a joint assessment of strengths and weaknesses as well as identifying development needs and objectives. I have anonymised the names of colleagues as appropriate. As an organisation, we undertake annual appraisals where objectives are set and monthly one to ones to discuss wellbeing and progress against objectives where appropriate.  The approach is in line with the CIPD (2024g) Performance Review guidance and the fairness principles included in McKinsey’s (2018) survey.
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Similar opportunities for improvement were identified within this discussion as identified within my self-reflection exercise.  It is key to be critical of your own processes and seek continuous development which requires self-awareness. There is also a need to look to others to gain feedback to help identify and monitor objectives.  As part of my next appraisal, we are looking to implement some 360 feedback in to get feedback on progress against the Leadership objective. 
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	Objectives

	Ref. 
	Objective:
	Target Date:
	Comments / Status:

	1
	Progress / complete CIPD qualification
	March 2025
	Last assignment January 2025. 

	2
	Develop leadership and coaching skills as senior in team – supporting with new starters, acting as a mentor for more junior staff to help them progress.  
	1 Dec 2024
	

	3
	Develop skills and understanding of the technology which may impact on the profession and potential areas of use.  Work with HR Project Team to see how projects are developed, implemented and post evaluated.
	1 Dec 2024
	

	4
	Develop understanding of inclusivity and supporting diversity within the organisation.  This is a common topic asked for by clients so helpful internally and externally.
	1 June 2024
	

	Detail any training requirements below relating to the above objectives or progression of post:

	Objective Reference 1
Training identified: Ongoing attendance at CIPD course sessions.  Time provided for attendance.  SG currently utilising non-working day to complete assignments but will inform Manager should this not be sufficient going forward.

	Objective Reference 2
Training identified: Develop coaching skills – work with XXX (Team Leader) who has undertaken Coaching Training previously.  Booked on Coaching Training with XXX (July 2024) as an introduction.
Reason for selecting training: Training to provide knowledge and then put into practice through attendance at different meetings, interaction with team and ability to lead and mentorship from Team Leader.

	Objective Reference 3
Training identified: Attendance at AI, revolutionising the workplace - The CIPD in Wales half-day conference Tickets, Wed 24 Apr 2024 at 09:00 | Eventbrite.  Also keep an eye out for any other events which cover this topic.  Involvement in the weekly HR Projects Team meetings, this will start as observatory attendance and progress to more involvement – key liaison is XXX.
Reason for selecting training: Awareness and knowledge from training session.  Develop relationships and hands on skills through integration with the HR Project Team.  This will also be an opportunity to provide “HR Voice” which may be helpful to develop leadership skills.

	Objective Reference 4
Training identified: Places booked on the Disability and the role of HR: A Welsh perspective and Women's Health in the workplace - Half day - online Conference and Neurodiversity and the workplace. Which should help promote awareness in these specific areas.  
Reason for selecting training: Specific courses relating to inclusivity to promote awareness.  Number of courses selected to enable bite-size pieces of information on an ongoing basis. Networking opportunity with Welsh CIPD colleagues.



AC 3.4
Attached within CIPD Reflections Tool format.
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Three key practices directly influence perceived fairness in performance management—the
strongest driver of overall performance-management effectiveness.
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How has the last period been and what have been your greatest achievements

«  Confidence has grown.

« Understand the process more and culture/how things work in majority of clients —
Demonstrating business acumen, awareness of internal and external environment, risk
management and governance.

«  Supporting new starters and training them - L&D.

« Starting new qualification ~ CIPD - Definite changes and critical thinking since CIPD
training has commenced which has sparked great topics of discussion within the team
and a clear push towards further use of evidence-based practice. An example of this
has been research and support in implementing a four-day working week trial and
measuring the success of the pilot to date.

Ability to build strong relationships with team members and colleagues within the
organisation.

« Working across organisation to assess culture and behaviours and to promote
inclusivity. Providing good practice advice and support.

« Developing a voice within the organisation, however, this is an element of continuing
development.
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What has been challenging this year / what elements of the role do you feel you need to

improve on?

Need to improve:

Time Management

Awareness of technology, Al and the changes that this will bring to the profession
require further development.

Leadership skills - they are there but need further development - look in to coaching

Continue to learn - great quality to have to be curious and want continuous learning
and development

4 day working week aligned with college starting. so the challenging time started since
then but have caught back up now and will not always be that busy (peaks and troughs
through college year and work pressures).
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Record Name: IIA Networking - Resourcing issues
Date: 11/12/2023

Profession Map .
Resourcing
Area:

Type of Learning
Experience:
Suppom-ng N/A

material:

Networking

If you have a web page you'd like to reference, add the URL below (to open
the link, right click and choose open in a new tab).
1. What did | learn?

Over a period of three sessions, | met with IIA Training leaders, other IIA leaders
and external audit providers to discuss the issues in recruitment, retention and
trends identified in the current environment. We also discussed how different
organisations were tackling the issues and how successful particular initiatives
had been.

2. What did the learning experience tell me about myself?

It was reassuring to hear that other organisations were also experiencing similar
issues. It taught me to look wider at the environment that we work in and not
just in to the organisation.
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3. How does this learning experience impact my professional practice and
the way I'll approach situations in the future?

The discussions made me think wider as the issues the sector is experiencing is
partially related to a skills gap. | sit on the IIA Wales Committee so | have
discussed what we can do to assist the profession, for example, there are
limited training opportunities in Wales compared to England so looking at
options for that. Also, have looked at the way that we recruit as an
organisation and have tailored interview to core competencies and what
matters to us rather than a generic interview style. We have also looked at
marketing and initiatives to promote wellbeing, employee relations and
hopefully retention.

4. What do | need to do next for this learning experience to have a wider
positive impact (eg on others, my organisation, the sector, the profession,
society)?

Work underway to assess options on a wider scale in Wales but also internally.
| fed back the information to the team so it can be understood and embedded
within the organisation.
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Record Name: Margaret Heffernan - Dare to Disagree
Date: 28/01/2024

Profession Map

Area:

Type of Learning

Experience:

Suppom-ng N/A
materi;

Inclusion and diversity

Watched a video

If you have a web page you'd like to reference, add the URL below (to open
the link, right click and choose open in a new tab).

https:/youtu.be/bNBhOtuODS5Q
1. What did | learn?

| learnt about the importance and value of challenge and difference to an
organisation as well as within personal relationships. Previously, | had
considered good collaboration to consist of people who worked well together
which often mean similar though processes or working patterns, however, the
video made me think about the need for challenge to promote growth and
different ways of thinking. This often means working with different people and
listening to different opinions which can feel challenging, however, there are
clear benefits to this approach.
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2. What did the learning experience tell me about myself?

On reflection, | often surround myself with similar people with similar opinions
and ways of working. Whilst this approach is ‘easier' in many ways, there is a
need for me to widen my network to allow challenge.

3. How does this learning experience impact my professional practice and
the way I'll approach situations in the future?

The video showed he importance of different opinions and diversity within
working relationships. | think that | will actively consult different opinions to
get value from this approach. | think sometimes, consultation can be a bit of a
tick box exercise but the video has shown me what can be achieved if properly
conducted.

4. What do | need to do next for this learning experience to have a wider
positive impact (eg on others, my organisation, the sector, the profession,
society)?

Share the video with the wider team as it is a very interesting topic and also
seek out different opinions in my own work which would help me approach and
consider things differently. This approach would contribute to embracing
difference as it clearly shows a value to it.
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1. What did | learn?

This assessment was really good for me in terms of self awareness and how |
interact with other people who are different to me. | think there is an
awareness of physical difference but not always an awareness of other
differences. We are all different and that brings many positives, however, we
do not always see and appreciate difference in this way.

2. What did the learning experience tell me about myself?

Allowed me to understand my traits but also start thinking about how others in
my work life are also. This has helped me to think about how I can work more
inclusively to embrace our differences.
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3. How does this learning experience impact my professional practice and
the way I'll approach situations in the future?

This experience has changed the way in which | conduct myself in both my
personal and professional life. | think it has shown me that | am different to
some others (e.g. | am an extrovert and the rest of my team are introverts) and
that is OK but also made me think about how | ensure that | include them
appropriately as well as changing my approach to suit others, particularly in
areas such as training.

4. What do | need to do next for this learning experience to have a wider
positive impact (eg on others, my organisation, the sector, the profession,
society)?

I have circulated the assessment to the wider team so we can all be more self
aware and also plan to share our results so that we can all be more inclusive
and embrace others' ways.
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