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Task One
1. [bookmark: _Int_1CHLPC5b]Define the term professional and explain what it means to be a ‘people professional’. (AC 1.1)
[bookmark: _Int_QIYbP2uC][bookmark: _Int_tL74GUEb][bookmark: _Int_Dv4m60gv][bookmark: _Int_XYk8jn4E]A person who holds a job that requires special training, or a high level of education is often referred to as a professional (Cambridge Dictionary, 2019). Professionals are expected to adhere to codes of conduct whilst demonstrating the ability to maintain ethical standards. These ethical standards are typically set up by the professions governing body and can include accountability, confidentiality, and integrity (Indeed Editorial Team, 2021b). The governing body for the people profession in the UK is the CIPD. People professionals are experts in the field of people and will have CIPD membership and qualifications and use these to manage and develop the workforce, people practices and recognise the impact and value they add to an organisation (Peters, 2020). The Profession Map, provided by CIPD (2022a) lists examples of the core and specialist knowledge areas that a people professional will need to support the vision and goals of an organisation. Examples of the core knowledge areas are business acumen, culture and behaviour, evidence-based practice, technology and people, and change. Examples of some of the specialist knowledge areas are talent management, reward, resourcing, people analytics and employee relations. According to CIPD, 2022a professional values are as important as the core and specialist knowledge. These three values are also embedded into The Profession Map and should be used to drive the purpose of the people profession and promote their identity. People professionals should be principles led, evidence-based and outcomes-driven to make better long-term decisions which benefit the organisation. Indeed Editorial Team, 2022 describes that to show people at work that you are trustworthy and genuine, having professional and personal values that are strong are important. Acting with integrity, being fair and honest as a people professional will help build strong relationships with all stakeholders in an organisation and reinforce the value of the role. 


2. Explore how the role of a people professional (either a generalist or a particular specialist) is evolving and the priorities this raises for continuing professional development (CPD) (AC 3.1)
Taylor and Woodhams, 2022 describe the importance of keeping up to date with the changing role of a people professional through reading and learning to ensure that ideas and practices are legal, not outdated and are drawing on the best available evidence. Research by Green, Peters and Young, 2020 suggests that every organisation has faced challenges from the pandemic whilst putting people at the centre of the business agenda. The people professional role has evolved because of this impact, particularly with the increase in flexible and remote working which could be seen as short term as we come out the other side of the pandemic. The research also shows that looking forward to 2030 there are key trends that people professionals may face which are internal change, digital and technological transformation, changing demographics and diversity and inclusion strategy, diversifying employment relationships and sustainability, purpose, and responsible business. How organisations design and deliver CPD, (CIPD, 2021b) will be influenced by these changes. To thrive in a changing world, people professionals need to be agile and develop their skills and qualities such as learning mindset, change orientation, autonomy, and relationship management to have full involvement in the business strategy and drive change whilst working more collaboratively with other organisational departments. They should have the ability to scan the external horizon to understand the drivers that could influence the direction of the business and how it could affect the organisation, its employees and CPD needs. To build credibility as technology will rapidly evolve, the development of software, analytical and data skills are critical for people professionals to ensure they are technology savvy. Having these skills will also support future involvement when new digital and technology initiatives are introduced. People professionals will be able to highlight any issues or concerns that may impact the employees at the design and strategic stages which will benefit and support the implementation of modern technology in the organisation (CIPD, 2020).


3. Discuss the concept of ‘ethical values’, and how at least three ethical values that you hold personally, impact (or could impact) on your work as a people professional. (AC 1.2)
According to BBC, 2014 we can conclude that ethics is a set of moral principles and a branch of philosophy that establishes what is right for individuals and society. Russell, 2021 states that ethical values provide us with a moral compass by which we live our lives and make decisions. The way we make decisions is important for organisations because the wrong decisions, or decisions which have been implemented badly can have a massive impact on people's lives and the organisations reputation.
[bookmark: _Int_EZAlXi91][bookmark: _Int_52Mo51ix]Three of my personal ethical values are integrity, honesty, and respect (Indeed Editorial Team, 2021a).  I act with integrity, which is reflected in my work through being reliable and responsible. When I make a commitment to deliver something I always ensure I follow this through by being organised and proactive so that my leaders, peers, and employees see that I am dependable and take responsibility for my own actions and behaviour. Honesty is another important personal value. According to CIPD, Change, n.d, being open and honest in communication is crucial for a people professional, especially when initiating change which will impact peoples' roles. I always take the time to prepare the information before speaking with colleagues. This way they can fully understand what is changing and the personal impact and answer any questions concisely. An example of this was when I delivered a managers restructure through a consultation process within my organisation. I ensured I read and understood the changes and prepared myself for any questions the managers may have had. Lastly, I try to live my life by the ethical principle of respect (Herrity, 2019). Treating others how I would like to be treated is important to me. I demonstrate this by how I interact with my colleagues. I actively listen to others and show them that I have time for them and that I am interested in their views and opinions. I also use my position to role model the right behaviour to encourage inclusion and diversity. I dedicate some of my time to coach line managers on how they can promote inclusion and diversity within their own teams. 

4. Explain why it is essential for people professionals to contribute confidently to discussions, and ways of doing this that are (AC 1.3):
· informed
· clear 
· Engaging.
[bookmark: _Int_ajL13soI]To support the application of good people practice in organisations, people professionals need to confidently contribute to discussions. The heart of a people professionals' contribution is being able to positively influence, as generally our work is delivered through others. Having the confidence and courage to challenge decisions and actions is also essential particularly when we believe something is not right or against the code of conduct (CIPD, Professional courage and influence, n.d).
According to French and Raven (1959 in Taylor and Woodhams, 2022) you can only influence if you have some sort of power. They identify six forms of power which are: Coercive, Referent, Information, Expert, Legitimate and Reward. Understanding these different forms of power and when to draw on them are useful when influencing. Informational power base is when people professionals need to be well informed and share facts that are evidence-based when making a case for change or promoting ideas as this will encourage the buy-in from relevant stakeholder and Expertise power can be drawn on when a people professional has the right knowledge and skills that enable them to understand a situation and suggest solutions which will result in creating trust and respect. 
Being an effective communicator is a key skill that a people professional requires to be successful in influencing others effectively. Skillsyouneed, 2011 states that the words you choose, how you say them and how you reinforce them with non- verbal communication such as body language and facial expressions is highly effective. Using presentations to communicate a message to a specific audience is a good platform to use when influencing people. These can be both formal and informal. Setting the tone, pace and adapting the content is critical in engaging the audience and successfully achieving the desired outcome (Taylor and Woodhams, 2022). 


5. Discuss when and how to raise concerns when issues such as organisational policies or leadership approaches conflict with ethical values or legislation. (AC 1.4)
All employees should feel able to identify and raise concerns regarding conflicts with ethical values, policies and procedures or legislation within an organisation. This is an important aspect of people practice. (CIPD, Russell and Green, 2022). Concerns can be raised informally or formally and as a people professional, these conflicts would need to be reviewed through more critical analysis to understand which can be reconciled and which that cannot, and what decisions need to be made to manage these conflicts (CIPD, Russell and Green, 2022). 
According to Toebe, 2020, the evidence uncovered in the Volkswagen scandal highlighted that the organisation had not created a culture where employees felt able to raise concerns. It was felt that moral courage was either insufficient or absent as a Volkswagen employee confronted an executive around their concerns with emissions and the executive implied that they would lose their job. From a series of scandals and official enquiries like this, The Public Interest Disclosure Act 1998 was passed to protect whistle-blowers. The concept of whistleblowing is to raise a concern about danger or illegality that affects employees. This information could be disclosed to the employer, potentially through their own organisations' whistleblowing platform, or a regulator. Whistle-blowers are protected from being treated negatively or dismissed if their disclosure is in the public interest and they have followed the procedures set out in the legislation (CIPD, 2019a).
According to McLaverty and McKee, 2016 there are positive consequences found when speaking out about concerns with conflicts to ethical values or legislation whilst remaining true to your personal values, and an improvement in confidence in the ability to address any future issues.


6. Provide a robust argument for ethical people practice that is supported by academic theory and details both the business and human benefits of people at work feeling included, valued, and fairly treated. (AC 2.1)
From a human perspective as well as for businesses, ethical people practice is hugely beneficial. Helping people feel included, valued, and fairly treated at work are components of ethical people practice (CIPD, Russell and Green 2022). To fully understand this, we can consider how Daniel Pink’s Autonomy, Mastery and Purpose framework (Mindtools, n.d) and David Rock’s SCARF theory (Mindtools, n.d) both help to support the meaning in what it means to value people and treat them fairly.
According to Pink’s Autonomy, Mastery and Purpose Framework suggests that we are not always motivated by reward, and this does not always improve people's engagement. Encouraging more freedom to do the work they enjoy through innovation and creativity is essential in allowing people to become intrinsically motivated. This framework describes that people will perform better and have better job satisfaction when they feel trusted and encouraged to take ownership of their own work, see no limits to their potential and are given the tools to improve their skills and use these skills to achieve a greater purpose (Mindtools, n.d). This framework highlights that investing in changing how people work and develop their skills, builds a perspective of being valued, included, and fairly treated. Sickness absence is likely to reduce due to enhanced worker wellbeing.
The SCARF theory also supports the importance of considering positive interactions in the workplace. This theory stands for five key domains that influence our behaviour when in social situations and how people practice can help colleagues to feel valued and fairly treated. The five domains are status, certainty, autonomy, relatedness, and fairness (Mindtools, n.d). It is well known that our brains instinctively work to minimise threat and maximise reward so social interactions that are not threatening in these five domains will be more rewarding which can result in better collaboration, as well as improve the ability to coach and provide more effective training and feedback. Organisations that follow this approach when having social interactions will see a more stabilised workforce that feel empowered and engaged which should, therefore increase retention and reduce staff turnover rates.

7. Drawing on your own or a hypothetical example of providing a people practice solution to meet a particular need or introducing a new policy or initiative, describe:
· strategies for designing the solution/initiative so that it will be inclusive
· strategies for checking that, when in practice, the solution/initiative engages and meets the needs of all those it is aimed at. (AC 2.2)

[bookmark: _Int_bSmOMZRU]When designing a new reward and recognition initiative for my workplace, I would firstly gather insight and data before deciding on the best approach. As an organisation who uses digital and social media communication, I would distribute an online survey asking specific closed questions and add a comments box to give an opportunity to record additional feedback or ideas. Colleagues would feel more engaged in this process as they would have the opportunity to have their say on what would and would not work (CIPD and George, 2021). This method would allow me to collect a large amount of feedback so that the reward and recognition initiative is designed in collaboration with the staff and would be beneficial to both staff and the organisation. I would hold interviews with Managers as they would be the most influential to implement the initiative, linking this in with the achievement of performance standards or targets. According to CIPD’s Incentives and recognition: an evidence review (2022b), when implementing a successful reward and recognition initiative fairness and inclusion must be taken into consideration. 
Once implemented, I would continue to review the effectiveness of the initiative and whether it met the needs of, and engaged the colleagues that it was designed for. I would start by analysing employee statistics including employee absence, turnover, productivity, and performance (CIPD, 2021b). Also, to understand if the initiative is working, reviewing the employee satisfaction survey data, and engaging with the staff union would also be helpful and would be considered. To gather more insight, I would arrange follow up interviews with managers focusing on how they use the initiative as part of their roles. It would also be possible to gain an understanding of the initiatives success by working with the Finance department and reviewing the budget vs actual spend data. The data may also highlight if there was a need for any further engagement whilst also identifying any managers who are not using the initiative and whose staff may feel less included. I would then focus on what further support or guidance I would put in place to ensure all staff get the most out of the initiative (Miller, 2022).

Task 2 
Activity one (AC 2.3, 3.2)
[bookmark: _Int_gclIb884]Appendix 1 contains my self- assessment against five CIPD Profession Map core behaviours, at associate level: Ethical Practice, Professional Courage and Influence, Valuing People, Working Inclusively, Passion for Learning (CIPD, Core Behaviours, n.d). To support this, I used a range of information including honest, unbiased feedback from a variety of colleagues including my Line Manager, Business Partners, peers, other managers, and direct reports which I gathered using various platforms including 360 feedback, (Goldsmith, 2008) with specific questions, and through ad hoc conversations. I also used my quarterly Performance Reviews over the last twelve months where I have been measured against objectives related to the five core behaviours and people analytics data, (CIPD, 2021a) which I have directly and indirectly influenced including: absence, grievances, and employee engagement. I reviewed the data I had collected and was able to identify trends within the feedback I had received and data I reviewed, which along with my own reflections on my behaviour and performance enabled me to complete the self-assessments.

Activity 2 (AC 3.3)
[bookmark: _Int_Xp4cZ3gP]From my self-assessment I have formulated some formal and informal development activities to meet these needs. An area of opportunity within Valuing People is, taking into account the wellbeing of others in the design and delivery of my work. To improve this, I will attend a Wellbeing training course organised by my organisation which will support me adapting my ways of working and be more effective in promoting wellbeing in my workplace. Attendees are encouraged to share their own experiences which I believe I will benefit from. I have also chosen to read the CIPD Wellbeing factsheet, which will help me understand the links between work and wellbeing and how I can steer the wellbeing agenda in my role.
Within Working Inclusively, actively seeking and listening to diverse views and opinions is an area I want to improve on, to achieve this I have chosen to complete the CIPD online course which has seven lessons that I can access flexibly and at my own pace. As a reflector in my learning style, I will benefit from the reflective activities throughout the course. I will also research various methods of feedback and how I can use these methods effectively to allow more employees to share their views and opinions. 
As I continue to develop in my role an opportunity for me within Passion for Learning is to keep up to date with external trends and developments. To support me achieve this I need to utilise the CIPD communities' page which encourages members to join discussion groups, read blogs and attend local branch events. As a CIPD member I will also ensure I access the CIPD website regularly to keep myself informed with new and relevant information.

Activity 3 (AC3.4)
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Record Name: Understanding People Analytics in my organisation
Date: 24/10/2022
Profession Map Area: People analytics
Type of Reflection: Other Reflections
Type of Learning Experience: Something I'm doing/I've done at work
Grade: N/A
Supporting material: N/A

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).
What did I learn?

| learnt about people analytics and the relevance to my role as a People Manager in my organisation. As part of our people restructure, a new
People Scorecard was designed and developed which highlighted the specific areas | was now accountable for, and this would be used to measure
our performance. | learnt about how the data would be collected and presented through technology. | received an initial presentation from my Line
Manager which described each measure in detail and clearly defined my responsibilities within each measure.

What did the learning experience tell me about myself?

| learnt that | perform better when | have structure in place, and | am clear on what needs to be achieved. | also learnt that | embrace change well
and see it as a positive. Analysing the people data has prompted me to investigate to find the root cause of the results and introduce processes to
improve the measures and solve any business issues.
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Ethical practice
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How does this learning experience impact my professional practice and the way I'll approach situations in the future?

On reflection, the cases in this course have made me think how | can approach supporting cases from an early stage and on the importance of
slowing down and planning my time to ensure | give the right support.

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)?

My learning from this course has already started to have a wider positive impact on the Line Managers | work with in my organisation. | have
completed four upskilling sessions across my sites where | have shared my learning and knowledge from this course. | have also planned my time
with line managers individually and have been supportive with their cases they are managing through coaching and feedback. There has been a
significant improvement in the case management process from each line manager | have guided which has resulted in no employee grievances or
tribunal cases raised.
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How does this learning experience impact my professional practice and the way I'll approach situations in the future?

Going forward | will take more time to analyse and review available data which will enable me to make more effective evidence - based decisions
to improve performance. | will also use this approach when supporting other stakeholders in making better decisions in my organisation.

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)?

| will use this knowledge to improve the people performance measures within my organisation including absence, employee engagement, labour
turnover and retention. | will share my knowledge and experiences with my peers to support in improving the measures across the organisation.
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Record Name: Employee Relations - Managing complex Absence & Capability cases
Date: 29/11/2022
Profession Map Area: Employee relations
Type of Reflection: Course Reflections
Type of Learning Experience: Attended/completed a course
Grade: N/A
Supporting material: N/A

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).
What did I learn?

| attended a course with my organisations Employee Relations specialist which focused on complex absence and capability cases that progressed in
claims to an employment tribunal. The course helped me understand the thought process on how to deal with complex employee cases and
highlighted potential stages where the case could have taken an alternative path if the right intervention, action, and support were put in place by
the managers involved.

What did the learning experience tell me about myself?

Although | have a good knowledge of managing cases and | have the ability to make the right decisions, | reflected on my time management and
how sometimes if | have an increased workload, | may rush in giving advice or guidance which may result in a Line Manager not following the
correct processes which may result in a negative impact on an employee.
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Working inclusively
Core Behaviours

Rate yourself against the following: Emerging Exceeding
Getting to know people as individuals o
Actively seeking and listening to diverse views and opinions o

Building purposeful working relationships and collaborating with wider colleagues

Readily sharing knowledge and expertise with others to solve problems

Supporting others to resolve conflict before issues escalate

Encouraging others to recognise when they need help, to admit mistakes, and share concerns
and ideas
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Record Name: People Manager - Role profile & Week in the life of
Date: 25/04/2022
Profession Map Area: Organisation development and design
Type of Reflection: Other Reflections
Type of Learning Experience: Something I'm doing/I've done at work
Grade: N/A
Supporting material: N/A

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).
What did I learn?

In January 2022, as part of a trial, | was the first People Manager in my organisation to be responsible for more than one site. Drawing from my
experience | worked with my manager to create and develop a new role description for a multi-site People Manager and a structured “Week in the
Life of” document which detailed the daily and weekly tasks and activities to complete. These documents were then shared, alongside my
feedback with Senior People Leaders and used as part of the People Manager restructure that happened in August 2022.

What did the learning experience tell me about myself?

This activity gave me the opportunity to learn how to write and design formal, professional documents that are in line with my organisations brand
and values and helped me gain a better understanding of what level of feedback and information is needed when presenting to a more Senior level
of management. | learnt that | can communicate to and influence Senior Management with confidence.
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How does this learning experience impact my professional practice and the way I'll approach situations in the future?

As | have gained experience in designing and developing business documentation, my confidence and abilities have improved which will support
me in producing similar documents in the future. | also feel more confident with communicating to all senior managers in my organisation and use
my influencing skills to encourage positive change.

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)?

This helped support the wider team across the organisation as more People Managers moved to a multi-site role and ensured my peers had clearly
defined roles and responsibilities The documents are still currently in use across my organisation and work effectively.




