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Task 1
With reference to typical activities and behaviours, appraise what it means to be a ‘people professional’. (AC 1.1)
People professionals (PP) lead, manage and develop organisations (Rees and French, 2013) through setting standards, building capabilities, and working collaboratively with HR, L&D, OD and other PP (CIPD, no date a). The Profession Map is an international standard for PP and aids in decision making, acting with confidence, and driving change within organisations and PP’s careers (CIPD, no date b). The map’s focus is the core purpose; to encourage better work and working lives and is shaped by 3 key areas of development, core knowledge, core behaviours and specialist knowledge.
Core knowledge applies to all PP and focuses on the knowledge needed to become an expert in people, work, and change. This knowledge consists of these key areas:
· People practice, understanding how different people practices impact working with others. 
· Culture and behaviour, understanding how culture and behaviour assists in developing a positive working environment.
· Business acumen, understanding an organisation’s key purpose, priorities, and performance.
· Evidence-based practice, understanding the importance of using evidence and data to come to sound conclusions and better outcomes.
· Technology and people, understanding how technology impacts the way in which we work.
· Change, understanding how to effectively welcome change and adapt ways of working for the good of an organisation. 
(Maddox-Daines, 2021).
Core behaviours are the way in which we should think and act and this encourages PP to create value for people, organisations and society through ethical and evidence-based decision making. There are 8 essential behaviours that effective PP should follow:
· Ethical practice: Building trust through remodelling ethical behaviours and applying consistent principles and values.
· Professional courage and influence: The skills to influence others by speaking up.
· Commercial drive: Demonstrating and encouraging change.
· Situational decision making: The ability to make effective decisions based on specific situations.
· Passon for learning: Welcoming opportunities to learn, improve and innovate.
· Insights focused: The ability to question, evaluate ideas and evidence to create insight.
· Valuing people: Encouraging people to develop and have a voice through a shared purpose.
· Inclusive working: Willingness to work collaboratively and effectively to achieve positive outcomes.
(Maddox-Daines, 2021).
Specialist knowledge identifies the knowledge needed for a PP to develop in becoming an expert in a specialist area (CIPD, no date b). These areas include, organisational development and design, resourcing, people analytics, employee experience and relations, equality, diversity, and inclusion etc. (Beevers, et al. 2019).
It is important for PP to incorporate both ethical and professional responsibilities when it comes to typical HR activities (Taylor and Woodhams, 2016). Core knowledge, core behaviours and specialist knowledge are the key components in PP activities such as understanding the employee lifecycle, developing HR policies and procedures, introducing new working initiatives, developing organisational values, and creating future business plans. PP should value what people bring to an organisation and should base all business decisions around this by balancing consideration, fairness and compassion and encouraging others to demonstrate the same behaviours (CIPD, no date c).
Discuss how ethical values underpin the work of a people professional, including two examples of how ethical values might be applied in a people practice context. (AC 1.2)
Ethical values are used to create a transparent, equal, and fair culture and PP should demonstrate this by applying ethical values to all aspects of people practice. 
Ethical practice is a core behaviour in the Profession Map and should be demonstrated throughout the employee lifecycle. PP need to act in a way that values relationships with employees and stakeholders by taking responsibility for any actions taken. Ethical practice aids in the success of an organisation as it is on the basis of building trust with not only customers but also employees (Bosley, 2023). PP are often held responsible for less favourable decisions such as restructures, disciplinaries and redundancies and although a Code of Conduct and Ethics should be followed, the ethical values may be questioned as some decisions may be deemed less favourable than others. If PP ensure transparency and honesty when making these tough decisions it reduces the risk of backlash from employees or stakeholders (Bosley, 2023). 
There are a couple of ethical theories that can assist in PP making decisions, these include utilitarianism and deontology. Utilitarianism has a people orientated approach to ethical values, decisions are considered on the basis that the result will benefit the greatest good of peers (Armstrong, 2020). This theory can promote a more favourable work ethic, but it may be difficult to maintain as depending on the needs of the business, not all decisions will continuously have a positive impact for everyone. Deontological theory is a more realistic approach as it adheres to strict rules and guidelines when making decisions. The idea behind this theory is that although the outcomes of a decision may not be favourable to some this does not mean that the decision was neither right nor wrong (Armstrong, 2023). 
Evidence based practice (EBP) is an example of how ethical values might be applied in a people practice context. By considering various sources of evidence before coming to a decision allows PP to carefully consider all ethical outcomes by critically evaluating each source of evidence. EBP focuses on 4 fundamental evidence sources to come to a high-quality decision: scientific, organisational, experimental and stakeholder (Armstrong, 2020). Critically evaluating each source of evidence prevents decisions being made purely on own bias judgements (Armstrong, 2023). 
PP should operate in a way that adheres to policies and procedures, and these should be embedded in areas such as recruitment, selection, performance management, job evaluation etc. (Rees and French, 2016). These policies and procedures come from abiding to legislations such as the Equality Act 2010 and avoids any unethical practices such as discrimination when it comes to recruitment and selection and creates equality for all staff in the first stage of the employee lifecycle. 
The PP role is underpinned by ethical values, and these should be considered in all aspects of day-to-day activities, without these values organisations may pose the risk of damaging their reputation and relationships with others. 
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 importance of PP being able to influence others and encourage those to have a voice is key when demonstrating professional behaviours and valuing people. This influence can aid in developing ideas, introducing change, challenging opposition and decision making (CIPD, no date d) and doing so builds relationships and encourages voices to be heard.
It is important for PP to have a voice that is informed, clear and confident as this contributes to building trust, creating value, innovation, decision making, productivity and organisational improvement (Young, 2024). An informed voice is one that can be trusted and should be based on credible facts and information before sharing with others, the consequences of not having an informed voice could result in a lack of trust between PP and others (Ulrich and Burns, 2019). Recommending or basing decisions on wrong information could question ethical values and have an impact on the organisations’ priorities. Instead, PP should create a knowledge sharing environment based on credibility and trust (Jiang, 2019).
Clear communication is at the forefront of organisational outcomes such as engagement at work, identifying values, organisational reputation, retention, culture, and performance (Peters, 2023). Adopting a transparent communication style is an essential component of effective people management (Young, 2024). Clear communication avoids any misunderstanding or miscommunication when decisions are made and, in a time, where many organisations now opt for a working from home (WFH) approach, clear communication may be a challenge. Body language has a huge impact on communication, the lack of face-to-face interaction when WFH could result in information being misinterpreted and pose a risk to damaging employee relationships (Chawla, 2023). 
Confident communication sets the tone and gives a leadership stance, communication is done in a way that is uplifting and sends a powerful message. The tone used when communicating needs to be firm and clear and one that inspires trust and confidence from peers (Starrett, 2023). 
[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)
An example of an unethical issue I would raise to my manager would be witnessing another staff member accepting a gift from a vulnerable person we support, for example, accepting a Christmas gift worth £10. Within M&D Care’s gift policy it states that staff members must report any gifts given from anyone we support to their line.
I would firstly ensure that I collected all facts regarding the situation by finding out if the staff member notified management of the gift and if not, I would familiarise myself with the gift policy again. I would then speak with my own line manager for a second opinion on the situation and inform them of all facts. This issue would need to be dealt with in a sensitive manner as it involves a vulnerable adult. I would suggest to management that a conversation is needed with the staff member explaining the gift policy and putting emphasis on the fact that the behaviour could be considered as unethical. If this was a onetime occurrence, a first warning should be issued rather than a formal disciplinary and management should highlight to the staff member the importance of reporting this themselves in future. 
An example of an illegal issue that may be raised with management or above would be purposely discriminating within recruitment and selection, for example sifting through applicants and only shortlisted those of a certain ethnicity or gender. If this occurred within my workplace, I would first ensure to gather all evidence and familiarise myself with the Equality Act 2010 and any relevant policies regarding reporting illegal activity. I would then make a written informal complaint to HR and my manager addressing the issue. I would also request to be kept up to date in the formal proceedings to follow to ensure the issue was being dealt with and not pushed aside. If this was the case, I would write a formal complaint to my employer outlining the issue and if still not addressed I would take my complaint to an employment tribunal for discrimination.
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)
Human behaviour can have a major impact on day-to-day business activities, especially when discussing people at work feeling included, valued, and fairly treated. Factors such as personality, social norms, culture, and society can all influence behaviour and how we act within the workplace. 
There are many theories and models around human behaviour, some more common than other. One of which being Herzberg’s two-factor theory of motivation which is based on the principle that job satisfaction and dissatisfaction are influenced by hygiene factors and motivators.  Hygiene factors are those that could cause dissatisfaction such as salary, working hours and conditions, company policies and procedures etc. (Kaul, 2015); things that we cannot necessarily directly control and can cause hostile working environments. Motivators factors include aspects such as praise, recognition, work advancements and benefits and this can improve job satisfaction and staff morale (Stimpson and Farquharson, 2014).
The value of diversity and inclusion can impact human behaviour within the workplace. Professor Quinetta Roberson discusses the benefits of diversity and inclusion within the workplace and emphasises that organisations mustn’t just stop at the hiring stage when practising this, once employed the needs and experiences of their staff should be considered to allow employees to feel appreciated and respected (Coyle-Shapiro and Roberson, 2018). Roberson also notes that diversity training is not enough, instead organisations need to tackle inclusivity through design thinking and translate this into the “norm” behaviours (Roberson, 2013).
The above theories are two of which I believe are beneficial for organisations to achieve fair treatment at work and aids in individuals feeling valued. Within my own working life, I have seen how Hertzberg’s two-factor theory can impact staff morale and productivity, especially when it comes to my own working practices, when my work is positively recognised and celebrate this boosts my morale and work ethic and in turn allows me to achieve greater outcomes. I have also resigned from a previous organisation due to factors such as pay, long working hours and bad conditions and this encouraged me to seek out employment from organisations that provided better working conditions, higher pay, and more progression opportunities.                                              The previous organisation I worked for had a high level of turnover which from experience seemed to come from bad recruitment and selection practices such as lack of inclusivity and diversity, the organisation was very white dominated and although promoted diversity in job adverts, did not abide by this when hiring applicants from different ethical backgrounds. This behaviour did not sit well with me and encouraged me to leave the organisation. 
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)
Workplace inclusion comes from positive change and intentional action, for organisations to achieve fair and sustainable forms of work inclusion needs to be adopting into the centre of strategies and practice (CIPD, 2019). 
This can be done by introducing new initiatives into an organisation that focuses on building inclusion, an example of this is introducing a neurodivergent inclusion strategy. Organisations should recognise the importance of including neurodiversity within their equality, diversity, and inclusion (EDI) strategies as it is estimated that as many as 20% of people may be neurodivergent in some way and by doing so can create a more positive working environment (Miller and Thompson, 2024). To implement this, organisations could introduce measures into their recruitment approach, examples of this could be reviewing job adverts; ensuring to focus on required core competencies rather than a lengthy qualification list, using clear and concise language, using structured formatting and positive language. Reviewing the interview process; asking candidates if there is a need for any reasonable adjustments, reducing the number of hypothetical questions, allowing additional time to answer questions, providing pen and paper to write notes, providing written questions and repeating questions (Hayes, 2024). To monitor the effectiveness of this implementation, organisations could ask successful candidates to complete a survey after the interview ensuring to include questions about their overall experience during both the application and interview process, this will allow organisations to assess if inclusivity is being met, identify any areas of improvement, and establish the benefits of this implementation.
Another initiative could be introducing flexible working arrangements, which could be beneficial to those that have at home responsibilities such as caring responsibilities or childcare. This could reduce the number of employees resigning due to not being able to commit to normal working allows, ensures employees feel valued for their work, promotes inclusivity within the workplace and could result in increased engagement and performance. Advertising flexible working on job adverts would promote inclusion to a wider audience and could attract more diverse applicants. To measure the effectiveness of this, organisations could hold regular 1-to-1 review sessions with internal staff who opt for flexible working to establish their levels of productivity, if they feel supported and valued and to identify any additional requirements such as at home office equipment etc. 
Task 2
Reflect on your own approach to working inclusively and building positive working relationships with others (AC2.3)
Whilst working within my current role in recruitment, I have learnt to adapt to a more inclusive working approach, as previously my role was in a much smaller organisation with less relationships to build. 
My day-to-day role involves me working closely with managers and seniors across the organisation to develop recruitment campaigns, create interview schedules and keep them informed throughout an applicants’ onboarding process. As I have only been employed within this organisation for under a year, I had to work extremely hard to build these relationships. As M&D are a care organisation and non-office colleagues are based across our services, regular face to face contact is not always guaranteed. Every opportunity I get to introduce myself to colleagues and discuss recruitment ideas when they come into head office, I take advantage of as my usual contact method with non-office colleagues is done via phone call and Teams meetings. 
Recently within my team, two new recruitment assistants were hired and to strengthen our working practices I suggested to my manager the idea of us all completing a MBTI assessment to establish how we all work individually and asses the best way to work collaboratively as a team. We all underwent the assessment and discussed the results as a team, which has aided me in understanding my colleagues’ different strengths and weaknesses and allowed me to adapt my approach when working with my colleagues in a hope to build a positive working relationship.
An area in which I would like to develop my professionalism to become more inclusive is around furthering my knowledge around EDI, more specifically religion. As I work for a large organisation, we have a range of employees from different religious groups and my knowledge around religions such as Islam and Buddhism is very limited, by furthering my knowledge it will allow me to improve my working practice and become more inclusive.
Explore how the role of a people professional (specialist or generalist) is evolving and the implications this has for your CPD. (AC 3.1)
My current role is primarily focused on recruitment and my processes are continuingly evolving typically due to legislation changes, inefficient current processes or change to policies and procedures. For me to stay current and valuable in my role I am continuing to further my knowledge around how HR fits in with recruitment. I am rarely involved in HR processes, however recently I have discovered the importance of how HR processes affects my day-to-day role in recruitment and not having the knowledge could have a negative implication on my working practices. For me to stay current in my role I have been shadowing the HR manager in areas such as conduct and retention and by doing so highlighted the importance of regular contact with candidates from the first stage within their employee lifecycle and throughout their employment.  I also want to further my knowledge around all HR processes to eventually progress in a HR and recruitment hybrid role. 
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)
The feedback provided below was completed by HR Manager, Angharad Richards. 
The feedback has provided me with an insight into what I need to improve on during my day-to day role, it has allowed me to form a self-assessment. When looking at my strengths and weaknesses provided below I came to the conclusion that my people skills and passion for learning is recognised and that I need to strengthen my knowledge around the wider organisation and be more involved in the HR aspect of my role which was mentioned in Q2, I also need to demonstrate a more inclusive approach to aid in retention, briefly mentioned in Q1 and Q2. The development needs mentioned below are relevant and will allow me to work from a HR perspective rather than solely focusing on recruitment. 
	
	Strength
	Weakness
	Development needs

	Core Knowledge 

	Culture and behaviour- People Practice – Emily shows empathy towards her colleagues, and shared her voice which is encouraging. She is a trustworthy and respectful colleague and has gained the mutual respect of the team. Emily is self aware and takes responsibility for her words and actions and does not let her own emotions impact the team. 

	Business acumen – Strategic planning – Retention, Strengthening and expanding our onboarding process, giving us the competitive advantage over competitors.

	Measures and metrics, complete monthly board reports with myself to gain knowledge of how metrics can be used to track the achievement if outcomes and the impact this can have on our work.

	Core behaviours
	Passion for learning – learning from feedback – Emily regularly asks for feedback and acts upon this. She actively reflects on the feedback and applies this to her learning. 

	Professional courage and influence -Stakeholder relationships- Emily needs to engage regularly with key stakeholders to understand their preferred approach and needs, this will also enable her to build her network.

	Commercial drive standards – Commercial and customer focus – Emily would benefit from identify and focus her attention on people issues that impact our business performance such as retention, Emily can improve her knowledge by engaging with customers to understand their needs and to improve their experiences. 


	Specialist knowledge
	Learning and development - Coaching and mentoring – Emily has taken an active role in coaching and mentoring a team member who returned from maternity leave, her colleague needed upskilling in the new way of working, taking her time to explain and show her colleague how the changes effect the whole team and the part each team member plays in reaching our weekly KPI targets. 

	People analytics standards – data analysis – Emily needs to work towards being able to conduct complex data analysis and how to identify complex patterns. We will work together on this by completing monthly board reports together. 

	Wellbeing standards – Wellbeing offering – In order to reduce our yearly turnover, Emily would benefit from learning how to identify the right wellbeing solutions.   



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)
To support my ongoing professional development, I will be taking part in the following activities: 
· Attend team meetings across wider organisation e.g. conduct, disciplinaries, retention, wellbeing. I have chosen this activity to further my knowledge around all aspects of my organisation, allowing me to incorporate my knowledge in my current processes.
· Shadow HR manager when completing monthly metrics and board reports. This will allow me to have a better understanding of people practices and analytics within my organisation and how my work impacts this.
· Researching employment law by using the CIPD’s employment law topic page. This will allow me to understand the correlation between law and my area of work.
· Listen to podcasts related to well-being, EDI and building positive working relationships. This will allow me to have a better understanding on how positive working environments can impact work ethic and how I can demonstrate these behaviours effectively.
· Engage in regular check-in calls/meetings with employees. This is to give me an insight into employees’ experience whilst employed and to highlight any areas of improvement from a HR and recruitment perspective and use this information to adapt my working practice.
· Researching current wellbeing schemes within my organisation and schemes being used by other organisations. This is to further my knowledge on my own organisations current wellbeing schemes and actively promote these. By researching other organisations’ schemes, it allows me to review our current schemes and potentially suggest alternatives that may be more effective.
· Complete ACAS online learning module. This will allow me to further my knowledge on employment topics and demonstrate my knowledge within my working practice. 

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)
	Activity 
	Impact

	CIPD Level 5 
	I am currently completing my CIPD Level 5 qualification. Whilst completing my assessments and attending seminars it has allowed me to gain knowledge on how behaviour can impact performance and enabled me to put this into practice within my current role. For example, having more of a presence when employees come into Head Office or our Training Centre. It has also allowed me to gain knowledge around ethical practices and evidence-based approach and the importance of unconscious bias within my working practice, allowing me to review my current approach to problem solving and coming to decisions.

	Business Administration Level 3 Apprenticeship 
	I completed this qualification last year and it aided in me progressing my career from a Business Administrative Assistant into HR and Recruitment. The qualification taught me how to effectively interact with internal and external customers and developed my relationships with my own team and the wider organisation. 

	CIPD webinar- Supporting your people through times of crisis
	I watched a webinar on the CIPD website that gave me advice on how people professionals can provide support to those affected by the invasion of Ukraine. It gave me an understand of the war that is happening and how this may affect employees within my own organisation. The importance of communication was highlighted throughout the webinar and tips were provided to ensure employees feel fully supported, for example offering the employee assisted programme, offering flexibility if employees are directly impacted by the invasion, offering 1to1 support.
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