1) With reference to typical activities and behaviours, appraise what it means to be a ‘people professional’. (AC 1.1)

A profession extends beyond mere occupation. Industries are regulated by specific bodies, offering accreditation to individuals who meet qualifications and adhere to advocated standards of conduct. Failure to comply with these standards may result in membership termination (Taylor&Woodhams,2022). People Professionals (PP) in today’s world classically refers to an individual who is engaged and supports the mission/goals of an organisation, while empowering a business’s greatest asset, the people/employees (CIPD,no date). PP are involved in the day-to-day interactions between human resource management, the environment, and an organisation (Kew&Stredwick,2016).

PP utilise The Professional Map (TPM), an internationally recognised standard within the industry. In human resources, learning and development, or any specialised role, TPM empowers individuals to make informed decisions within their professional capacity. It offers clarity and enables them to drive positive changes (CIPD,No date,A). PP will use a combination of their knowledge, expertise and behaviours to fulfil their responsibilities and add value to an organisation. TPM, it is broken down into three areas:
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The domain of PP responsibilities, self-management stands as a pivotal aspect. However, despite this, individuals wield significant influence and provide support in the following areas:
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PP is well-known for building robust connections and applying significant influence over organisational decisions due to continuous daily active engagement with stakeholders. The importance to adopt a holistic, strategic, and inclusive approach is crucial to recognise the variety of values beliefs and cultures that exist within organisations (Taylor&Woodhams,2022).
The PP role is varied, value can be added to a variety of processes, from fulfilling an effective employee lifecycle, providing professional advice, managing conflict, provide data/metrics and other administrative services, the list is not exhaustive (PersonnelToday,2013).
2) Discuss how ethical values underpin the work of a people professional, including two examples of how ethical values might be applied in a people practice context. (AC 1.2)

Organisations should be governed by both legislation and ethics. This should be the focus when considering corporate governance, sales processes, stakeholder relations employment practices (CIPD,2023). Despite this, ethics is contemplated as a theory of distinguishing right from wrong, nevertheless there is no distinct answer (Kew&Stredwick,2016).
Discretionary judgements can be made by those within the organisation, PP ensure ethics are considered while eliminating risk when making informed decisions. For instance, are employees being treated respectively? Are customers treated fairly? Do organisations recognise how their decisions may impact the wider society? (CIPD,2023).
Ethical practice is considered under the core behaviours within TPM, is it described as "Building trust by role-modelling ethical behaviour and applying principles and values consistently in decision-making." it is essential for PP to identify any misconduct in relation to being unethical and ensure the correct procedures are implemented to take the necessary measures to create an ethical culture (CIPD,2024). PP acknowledge that ethical practice is key for organisations to be successful, individuals who fail to act ethically will inevitably impact the reputation of a business. Ethical practice will mitigate risks that are posed to an organisation and be seen as a competitive advantage (CIPD,2023). Theories that underpin why individuals make a variety of judgements from different cultures and beliefs, some of these include egoism, utilitarianism and deontology(Taylor&Woodhams,2022).
Utilitarianism is a framework for determining the ethically appropriate course of action to achieve maximisation of benefits for those involved. However, it doesn’t account is these benefits are attained through deceit, manipulation, or coercion (SantaClaraUniversity,2014). Utilitarianism in practice would measure the impact and benefits of a flexible working policy. The workforce may favour this approach positively having an impact on health/wellbeing which may benefit organisational productivity, effectiveness and enhance a motivating culture. Implementing this change could potentially disrupt current workflow, necessitating adjustments, and may result in additional costs for the organisation, such as providing equipment for employees to effectively perform their duties from home (Taylor&Woodhams,2022).
Egoism can impact and influence decisions, individuals fulfil their own needs to achieve their desired outcome, its motivated by one’s self-interest (Debeljak&Krkač,2008). In practice this occurs when a promotion is available within a team and a manager is responsible for promoting one employee. Considering during the decision-making process and base their decision on evidence and measure the overall benefit to the organisation and the team. 
Within a sales-driven environment a manager may prioritise promoting their top-performing sales executive, as the manager bonus is based on his team’s performance. Consequently, the newly promotes employee would be tasked with training their team members the sales process and tactics that they implement to secure sales. However, the manager doesn’t take into consideration the lack of managerial skills that current employee has and how the employee doesn’t follow the sales process correctly, which poses a risk to the business by not complying with the financial conduct authority rules and may be subject to customer complaints. This decision is made under the egoistic framework, the manager has acted in accordance with their own interests, bias, and favouritism for financial gain rather than constructively appraising all employees’ competences and contributions and to make a decision that would align with the organisation.

3. Consider the importance of people professionals being able to influence others and ensure that the ‘people practice voice’ is heard in an organisation, through informed, clear and confident communication. (AC 1.3)

The ability to influence is a daily requirement, however it doesn’t come naturally. Influence is to have an effect/impact on something which can be positive and negative. PP should influence in an inclusive and ethical way, as most of the work they conduct is through offering their advice to others, being able to effective influence is one of their main contributions. (Taylor&Woodhams,2022).
PP must convey a message in a particular way in order to for stakeholders to acknowledge their advice based on best practice, and PP can only influence effectively if they have some sort of power. To influence effectively, Taylor & Woodhams, 2022 have stated there are 6 types of power:
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When influencing, PP must demonstrate the above, using professional judgement to select the most appropriate ones will be favourable when influencing. 
PP must be committed to building relationships with stakeholders across the business at all levels. Fostering collaboration and engagement by communicating with stakeholders regularly and providing them with opportunities to express their feedback. Actively listening can build trust and creditability in which we can collaborate to address any concerns or new initiatives to improve engagement. Stakeholders are significantly more inclined to embrace the ideas you're advocating for when they feel they are contributing. Developing strong relationships allows to understand both senior leadership team and individuals’ concerns, priorities and goals within the organisation. This will helped build trust and provide value where necessary with the aim to influence effectively (Page,2022).
The commitment we must provide to building relationships can be difficult, despite PP remaining friendly and try to overcome barriers, the perception on these actions can be seen as assertive, sometimes through aggression or passivity, despite the aim of being assertive is to influence others in ways that assert your rights while respecting others. Being assertive while trying to influence can occur when you believe you have the right to what your claiming, remaining objective, being confident how you express the topic as well as acknowledging your body language. It’s a skill that will continually develop throughout your experience. (Taylor&Woodhams,2022).
PP must be approachable, recognising the importance of active listening, understanding viewpoints and empathising concerns raised. Remain confident in challenging upwards in a fair manner while understanding different needs and expectations and continue to be adaptable in terms of diversity/fairness and treating people equally. PP must influence with clear/concise information always recognising the best intentions of employees and the business. Advice provided must be reliable, managers that are mis-informed may pose a risk to the business with employment tribunal cases, financial implications, and reputational damage (Bashir,2023).

4. [bookmark: _Hlk133927075][bookmark: _Hlk133927739]For each of the situations below (a & b), provide an example of an issue that would cause you to raise the matter to a manager (or other authority) - and describe how you would do this.
a) where you consider something to be unethical (whether or not it is illegal),
b) where you believe something contravenes legislation. (AC 1.4)

I maintain excellent employee relations and understand problems and tensions can and often do arise at work. If issues are not resolved quickly, they can escalate; recognising the importance that unethical behaviour needs to be addressed and a fair process should be followed to try to resolve any concerns. When an individual witness’s unacceptable behaviour/act which has occurred within an organisation ethical conflict may arise, it can be a delicate situation to raise to a senior manager if there is reasonable belief that the situation is unlawful or unethical (Taylor&Woodhams,2022).
In my experience, an employee informed me they felt they were being treated unfairly as she felt always got provided difficult tasks and was also denied a pay rise after her 6-month probation passed, however her male colleague was awarded with a pay increase, this instantly posed risk to both employee and the business of any potential claims.
Despite policies being implemented, there isn’t a simple fix on how to manage ethical conflicts (Taylor&Woodhams,2022). I listened to concerns whilst they expressed their current feelings and ensured I demonstrated an understanding of their perspective by reflecting on what was said by paraphrasing (MindTools,no date). Assured confidentiality to the employee and questioned if she wanted to raise a formal grievance, and this would need to be put in writing. When raised formally, I addressed concerns to my manager due to the sensitivity of unfair treatment based on race and pay inequality. I investigate promptly, and ensured I followed out fair investigation process and all relevant information such as records relating to performance and salary data to identify irregular trends that may impact the case.
Additionally, within TTCG, roles such as sales and technicians are required to drive vehicles. During the interview process all candidates are asked if they hold a full UK driving licence as the role is offered subject to points/disqualifications. Despite this being discussed, upon completing the driving licence check, the employee was in fact band and their licence had been revoked. I raised this matter to the employee’s direct line manager and the recruitment team. Due to the dishonesty, we were compelled to terminate their employment based on:
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I provide professional advice, while maintaining relationships based on confidence, acknowledging the sensitivity of each situation, complying with laws/regulations while demonstrating and promoting a fair process and reasonable standards in the treatment of people while following the organisations code of conduct and policies(Taylor&Woodhams,2022).
5. Discuss two theories or models relating to the human and business benefits of people at work feeling included, valued, and fairly treated, concluding your discussion with a summary of your own view of these benefits. (AC 2.1)

Maslow’s (1970) model observes human behaviour, this is set out in a hierarchical formation based on human needs. As specific needs are met individuals will then progress to the next level which starts from the most basic to most complicated. 
It delves into physiological needs which is essential for human survival, it focuses on the need for protection and security. This stage is fulfilled by family, emotional/financial security and health and wellbeing (Mcleod,2023). Thereafter are the social connections we develop, feeling belonged both romantically and platonically. Fourth includes self-esteem, accomplished both professional and personal achievements, the feeling of being valued and recognised. Lastly is self-actualisation, this being the best version on oneself achieving meaning full goals (Clegg et al.,2016). 
Sirota's Three-Factor Theory also evaluates human behaviour. It recognising the elements that contributes to employee happiness and motivation, the theory is divided into three essential principles:
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It considers factors like equity/fairness, achievement, and camaraderie. Equity refers to way people wanted to be treated fairly in relation to others within the organisation. Individuals expect organisations to provide basic conditions as part of their psychological and physical needs (MindTools,no date,A). Fairness experienced by employees includes job security, compensation through pay/promotions, and the level of respect accorded to them (Sirota&Klein,2014). Informed communication throughout the organisation, a supportive network along with fair chance of opportunities will also contribute to feeling of value and equality (Kropp et al.,2022).
It emphasises employees should be proud of the work that they have achieved, the need for achievements to be acknowledged is evident within organisations which contributes to the sense of value. Feeling proud of what the organisation achieves as a whole and that their work contributes to the overall success, the sense of purpose within their role (MindTools, no date a). Achievement develops from the workplace environment and fulfilment of the vision that staff and the organisation stives for(Sirota&Klein,2014).
Camaraderie, emphasises the importance of satisfaction. Belongingness is created from building meaningful and interpersonal relationships. This fosters a culture that encourages open communication and acceptance (MindTools,no date A). Management must demonstrate the right competencies and skills to create a positive culture and moral. Offering training supports the continuous improvement for self-development and knowledge to contribute positively to the organisations culture (The Economic Times,2023).
There is increasing awareness of creating a workplace where all employees feel included, valued and to be treated fairly. Making a conscious effort to provide the best possible support to people regarding their health/wellbeing. Implementing a strategic, holistic approach to support how individuals feel, recognising the best action to take to support the individual (Suff,2023). Both the models discuss human behaviour which occurs within a workplace environment. I have recognised the importance of fulfilling the needs and principles discussed above, employees who feed valued, appreciated and included, will provide greater job fulfilment and productivity, not only will these benefit the employee but also provide increased productivity and a competitive advantage for greater success.
6. Discuss two ways in which a people professional can build inclusivity into a people practice initiative at the design stage, and two ways of checking inclusivity after a people practice initiative is implemented. (AC 2.2)

When designing a new recruitment strategy PP need to consider straying away from an exclusive approach; this is where individuals see talent as being rare and a highly valuable commodity that is only present in a small number of employees. An inclusive approach acknowledges that everyone has the potential to make a real contribution (Taylor,2014). Reviewing current processes and identify potential biases or obstacles that may be affecting inclusion. Organisations may adopt an equal opportunity policy during the recruitment and selection stage, this means that no employee or applicant will be treated less favourably on the grounds of any protected characteristics that are protected under the Equality act 2010 (GAD,No date). Processes to adapt during this sage may include using inclusive language in job adverts, having a broader reach of applicants, blind practices and ensuring you include underrepresented groups in the applicant pool.

Organisations need be aware of the points below where action needs to be taken in terms of inclusion:
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 (CIPD,2019A)

Inclusivity is closely linked to culture, by recognising the importance of the bullet points above and having a diverse/inclusive environment within teams and having fair consistent procedures play an important role in developing inclusive workplaces(CIPD,2019).

Management must foster an environment for continuous improvement in terms of being inclusive, this will also filter throughout their teams as staff place a crucial role in developing an inclusive environment. Promoting participation and facilitate transparent communication across all levels, allowing employees to have a voice in decision making or to provide feedback, having a variety of different perspectives from those of different values, beliefs and social characteristics will promote an inclusive environment (CIPD,2023b).

When new initiatives are implemented it’s important to follow this up to access its effectiveness and ensure we can promote continuous improvement within organisations within PP. Several analysis methods that can seek opportunities, issues, and feedback. A great way to seek feedback is by conducting a survey to gather information based on how employees’ experiences regarding new initiatives. Surveys should include specific questions relating to inclusivity, diversity and equity. Surveys gather information from many individuals and the potential reach is much higher which will allow a greater statistical power, organisations can then identify areas of improvement to enhance inclusivity (Jones et al.,2013).

Another way to effectively checking inclusivity within the organisation is by utilising data metrics and analysis, by using the collection of information, factual data and statistics can provide clarity or either validate or contradict a claim, assumption, or hypothesis (CIPD,2023C). The data that can be monitored in this aspect can include various demographic groups such as age, gender, sexual orientation ethnicity etc. By obtaining this demographic data from the workforce can allow both stakeholders and people practices identifying trends and potential opportunities for improvement, it would also be beneficial for PP to be transparent and communicate their findings to build trust and employee empathy (Craig,2018).




TASK 2
1. Reflect on your own approach to working inclusively and building positive working relationships with others. (AC 2.3)

Within my role as a PP, I have recognised the importance of collaboration and to positively influence and provide advice to all stakeholders and l am committed to building strong relationships with all associates. I build relationships with employees by communicating with them regularly and providing them with opportunities to express their feedback. I believe by actively listening to employees I can build trust and creditability in which we can work together to address any concerns or think of new initiatives to improve engagement and foster an environment where others feel comfortable to express feelings and ideas.

By developing strong relationships has allowed me to understand both senior leadership team and individuals’ concerns, priorities, and goals within the organisation. This has helped build trust and provide value where necessary. When building relationships, I understand that individuals have a variety of different perspectives and values, I have recognised the importance to adapt to individual needs and to gain a deeper understanding of individuals perspectives and to educate those who don’t value individual differences to build on diversity and inclusion to foster a collaborative business with a positive culture. 


2. Explore how the role of a people professional (specialist or generalist) is evolving and the implications this has for your CPD. (AC 3.1)

Due to the everchanging external factors that affect people practices, it’s critical that individuals stay up-to-date with current legislation and laws that will affect employees within an organisation, especially when policies need to be updated in line with new laws.
For example, as of the 6thApril 2024 all employees will be able to submit a flexible working request from day one of the start of their employment (ACAS, no date). It is crucial to be proactive when new legislation is implemented to ensure they are operating ethically and treating staff fairly. In addition, being educated on diversity equity and inclusion is a top priority for PP and organisations to enhance the culture and foster positive working environment. As this is such a crucial matter within the PP, CPD activities should include regular training programmes, inclusive leadership opportunities and develop a recruitment strategy that is accessible to all. 
For my own CPD, I ensure I keep up to date with all evolving trends and new legislation. By engaging in webinars/seminars, completing training programmes and continuing to networking with other PP to knowledge share and my own experiences and listen to other associates to enhance my own skills and knowledge to provide continuous support and advise to my stakeholders and expand my career as a PP.

3. [bookmark: _Hlk129787405]With reference to your responses for Q1 & Q2, and feedback on your behaviours or performance obtained from (at least) one other person, assess your current strengths, weaknesses, and development needs.  Your response should include an explanation of the feedback received and how it has informed your self- assessment. (AC 3.2)

Feedback 1: (Stakeholder, Director of Compliance)
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Feedback 2 (HRBP – Colleague within my team)  
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The feedback received from both my colleague above agrees with my commitment to build strong relationships with stakeholders across the group and I will continue to build on this during my professional career at The Trade Centre Group. I am confident in my ability to adjust my approach when interacting with diverse stakeholders to increase collaboration and productivity. Additionally, I prioritise building trust with stakeholders by providing support and assistance with any challenges, inquiries, or uncertainties they may encounter.
Feedback one mentions the additional tasks that I carry out is the hotel requirements for group managers and being involved with the engagement committee, I acknowledge that on occasions I take on additional duties which at times can affect my workload regarding PP responsibilities, which is supported in the statement in feedback 2. The business I'm currently employed in tends to react quickly to certain situations, making it challenging to manage project work efficiently. Personally, I have recognised the need to improve in this area and refrain from accepting additional workload that doesn't directly pertain to my role or the PP function.
Feedback 2 states that exposure to organisational change would be a developmental need, which I would agree with, however situations such as redundancies would be out of my control, if this did occur within the business, I would ensure that I would be fully involved to develop my skills and knowledge within this area. In terms of strategic changes, I believe I will become more strategic within the next 12 months of my career as I am now heavily involved in additional project work, collaborating more with the wider PP departments and we now have an efficient system in place to be more data driven. However, in my experience of dealing with change, I have found openness to change is an important attribute that I demonstrate, especially as organisations are continuously adapting to new environments. During my current role I believe I am flexible in my approach and adaptable to new situations. I strongly believe that openness to change involves a commitment to continuous learning and development, this has allowed me to stay up to date with new trends, employment law and legislation.

4. In follow-up to your self-assessment, identify a range of formal or informal development activities you will undertake to support your ongoing professional development. Your response should include a brief description of your chosen activities and your reasons for selecting them. (AC 3.3)
[bookmark: _Hlk129704849]
To further my knowledge skills and development, I am committed to complete a wide range of activities to support my ongoing professional growth as a PP. Not only will this advance my own capabilities, but my organisation will benefit from my broadening my knowledge also. I plan to enrol onto online courses/webinars, within PP legislation can be ever changing so its important to stay up to date. By doing this will allow myself to have a deeper understanding of specific topics, one that I will be attending will be an ACAS webinar surrounding flexible working requests. Due to the recent changes in legislation in flexible working I have been tasked with creating a new updated policy, attending this webinar will provide me with the crucial knowledge I need such as an overview of the law, the ACAS Code of Practice, examples of flexible working and the rights and responsibilities of employers and employees (ACAS, no date, B).

Additionally, I will encourage myself to attend networking events, this is something I would stray away from however this will increase my confidence and enable me to connect with other PP and industry experts. These interactions will allow me to have opportunity to collaborate and build relationships with professionals and strengthen existing ones, sharing knowledge will allow me to have a different perspective of others’ views and to gain new ideas for my own organisation (MichaelPageUK, 2023).


Since starting my CIPD course I have had to read widely to gain an in depth understanding of a variety of topics that we are critical to PP. Previously I wouldn’t read peer reviewed academic papers, journals and news articles, however since attending the course I am now dedicated and will take time to find research that is reliable and that can provide a comprehensive understanding of a certain topic and offer valuable insights to key theories. Continuing to read academic material will allow me to broaden my knowledge and by reading widely will improve my critical thinking and creativity, which I believe is essential for my professional growth. Reading widely also fosters critical thinking and creativity, which are essential for professional growth.

 
5. Reflect on the impact of three previous learning activities (i.e., not the activities planned at Q4 above) on your behaviour and performance.  The selected activities may be any formal/planned or informal/unplanned activities undertaken in the last 12 months, which you consider having impacted your behaviour and performance.  (AC 3.4)

	CONTINUOUS PROFESSIONAL DEVELOPMENT PLAN

	Learning Activities:
	Description of Activity 
	Impact on personal performance/behaviour:

	Leadership Training 
	I have been leading several training sessions with newly promoted managers, this session focused on upskilling managers and coaching them on best practice of the functions that occur within the PP. Topics discussed included:
· Policies 
· Legislation
· Conflict resolution 
· Change management 
· Performance management 
· Absenteeism 

	Previously I have been reluctant to facilitating presentations due to my own insecurities and lack of confidence in this area. However, by doing my own research and watching videos on how to improve facilitation skills, I knew I had to complete leadership training for my own personal growth and to fulfil my role as a people professional and to support managers in their roles. 

It also gives me the opportunity to design my own presentation and include engaging activities to make the session more interesting for the team. I focused on addressing important topics and encourage open communication with the group, as we can all learn from each other’s experiences. These sessions allow both me and other managers to build rapport with each other, 
Fostering collaboration to communicate fresh ideas, potential opportunities and the challenges we face within the PP environment. 
Completing this activity enhanced my confidence, presentation skills and allowed me to build trusting relationships which has allowed me to gain more influence when supporting with decision making and fosters open communication and collaboration.

	Recruitment Interview process
	I had the opportunity to be involved in the new recruitment strategy where we implemented assessment centres and group interviews as part of the hiring process for a variety of positions that were available within the organisation.
	As this was a new area for me, I was provided training prior to facilitating the assessment centre. Taking on this responsibility required effective organisational and communication skills. I utilised my current knowledge of the business being in my current role, so I was able to provide an extensive background of the company, expressed the current culture and the values we committed to express within our roles.  
This also provided me the opportunity to strengthen my relationship with the recruitment team and hiring managers across all our sites which fosters collaboration and teamwork which is one of our core values.
By being involved in this process allowed me to enhance my confidence, presentation skills and to be given the opportunity to facilitate to a diverse audience. Being involved in this process allowed me to provide support the recruitment team in attracting talent and provided exposure for my own personal development in a task that I haven’t completed previously. Additionally, this allowed me to review the process we had implemented and asses its current effectiveness. 


	Cross-Training Programme 
	I was involved in a cross-training programme where I visited a variety of different departments within the business in which I was shown processes and an overview of employee’s responsibilities.
	For my own personal development and to enhance my knowledge of the processes of each department within the business I was exposed to a variety of roles and duties. By doing this allowed me to be more adaptable in my approach when advising managers when concerns were raised regarding performance and conduct relating to daily responsibilities. Not only did this allow me to perform better within my role but I was also learning new skills and knowledge. Additionally this activity allowed me to collaborate with a variety of staff across the business.
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Elle consistently demonstrates exemplary behaviour and effortless professionalism whilst fostering
positive relationships with managers, colleagues and staff. Her dedication to completing her
multifaceted and sometimes challenging role means that Elle can quickly build strong connections
with people which is evident in her welcoming demeanour and genuine interest in what others do
and say.

In terms of performance, Elle’s work ethic and dedication are unparalleled. Not only does she display
exceptional professionalism and commitment to her HR responsibilities, but she also goes above and
beyond to contribute to the overall well-being and morale of staff members. As a member of the
engagement committes, Elle plays a pivotal role in helping organise various work events, including
summer parties, gifts for Christmas, and employee appreciation day celebrations. Her proactive
approach and attention to detail ensure that these events are memorable and enjoyable for all staff
members.

Furthermore, Elle’s willingness to take on additional responsibilities that may fall outside the scope of
her HR role, showcase her exceptional organisational skils which, in my opinion, are above her years
in terms of work experience. An example of this is one of Elle’s tasks and responsibilities in booking
hotels for managers and employees who travel for business purposes—a task that requires attention
to detail, planning and coordination when staffs travel movements can be so fluid; a this despite
this responsibility not directly relating to HR. Elle clearly demonstrates her versatility and willingness
to'take on other responsibilities to support her managers, her colleagues and the company.

Elle's exemplary time management skils further complement her ability to juggle multiple
responsibilities effectively. Whether it's organising events, managing travel arrangements, or fulfiling
her HR duties, Elle consistently delivers results with efficiency and precision.

In summary, Elle is a great asset to the company. Her positive attitude, strong relationships,
exceptional work ethic and willingness to take on additional responsibilities make working with Elle a
Joy. I feel very honoured and privileged to be asked to support Elle's academic pursuits and have no

doubt that she will continue to excel in her studies while making significant contributions to her role
and our company.
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Elle is a highly capable People Advisor with experience of working in a fast paced and challenging
operational business. Elle has great all-round experience and knowledge of the People function and
managing day to day people related issues during the employee lifecycle. Elle has a great ability to
build strong relationships with her stakeholders and is able to showcase how the People team add
value to the business and our managers. Elle has a great commercial mind and understands the
impact People have on the performance and success of the business,

In order to develop Elle’s knowledge and experience, Elle would benefit from having more exposure
to organisational change i.e. redundancy, restructure, strategic changes and the opportunity to
become a more strategic partner although there are parts of Elle’s role where this is already being
done and the business has had limited organisational change over the past few months. Elle would
also benefit from having exposure to more complex ER cases as we often see similar ER issues
across her sites. Elle would also benefit from having the exposure of an employment tribunal and
seeing this through from start to finish.

A good focus for Elle would be to work on her prioritisation skills and the ability to focus on
tasks/projects without getting distracted although this can be difficult sometimes given the nature
of the business. Elle could also work on her influencing skills and being more insights focused as this
will support her in achieving positive outcomes.




image1.png
Core
knowledge
« People practice
 Culture and

behaviour
* Business acumen
« Evidence-based practice
« Technology and people
o Change

Core
behaviours
« Ethical practice
« Professional courage
and influence
« Valuing people
« Working inclusively
* Commercial drive
 Passion for learning
« Insights focused
o 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
e Wellbeing




image2.png
Teams

Upwards

Across the organisation

Internal and external stakeholders

(Taylor&Woodhams,2022).




image3.png
Expert
Information
Referent
Coercive
Reward
Legitimate




image4.png
e Negligent and incompetent to perform duties.
e Guilty of any fraud or dishonesty.
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e Organisation and employee’s goals align.
e Organisations fulfil employees’ basic needs.
e Employees passion is utilised as a source of competitive advantage.




