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1. Understand the purpose and value of the people profession. Q: With reference to the CIPD Profession Map, appraise what it means to be a people professional. (AC 1.1)

Individuals who are classed as professionals generally are considered to have more than what is classed as an occupation – they have a commitment to their profession which required them to work in line with their profession’s code of ethics (PSA, 2021). Professionals are responsible for ensuring that they work to these ethics and values and can be reprimanded for not meeting certain standards (Taylor & Woodhams, 2022).
People professionals are those who work within HR functions and are members of the CIPD. The CIPD has a specific set of values, purpose statement and code conduct which they expect members to adhere to (CIPD, 2024). These expectations are mapped out CIPD’s (2024) Profession Map, along with areas of measurable skills (core knowledge, core behaviours and specialist knowledge) which are dependent on a people professional’s role. The Profession Map is vital for people professionals as it allows them to evaluate their own knowledge and understanding, therefore allowing them to create a professional plan for career development (CIPD, 2024).
The definition of a people professional is linked closely with CIPD’s main purpose, which, in summary, highlights the importance of promoting positive workplaces where employees are treated fairly and encouraged to do well (CIPD, 2024). This should then lead to positive outcomes for the organisation. With such a large responsibility falling on people professionals, it is vital to have individuals in these roles who are passionate about the work and uphold the CIPD values and code of conduct (Taylor & Woodhams, 2022).
The CIPD Professional Map emphasises three professional values: principles-led (making morally sound decisions on a case-by-case basis); evidence-based (collecting and reviewing information before making decisions) and outcomes-driven (always considering how actions may impact employees and the wider organisation) (CIPD, 2024). People professionals are also expected to follow the five areas of the CIPD Code of Conduct, which include upholding behaviours such as professional integrity, consideration and commitment to the profession (CIPD, 2024).
Both the CIPD Values and Code of Conduct ensure that all members hold the behaviours required to positively influence and motivate managers and employees, prioritise equality and inclusion, promote well-being, and much more within an organisation.
2. Know own personal and ethical values and apply these consistently in their (people practice) work. Q: Discuss your personal and ethical values (one of each), with examples of how these are evident in your work. (If you have yet to work in people practice, explore how you believe your values would inform your work.) (AC 1.2)

Ethical values are defined by CIPD (2021) as ‘doing the right thing because it’s the right thing to do’. An individual’s values map out what they think is right and wrong and, therefore, how they act throughout life (Taylor & Woodhams, 2022). 
Smith and Mitchell (2022) identified three different types of values. The first are personal, referring to the values an individual holds and how they decide what’s right and wrong. Secondly, are public values. These are the values that a group of people subconsciously uphold together, working towards a goal of the greater good. The last type are professional values, highlighting the values that an individual’s employer or profession work towards and expect of their employees/members. A type of professional values are the CIPD professional values: principles-led; evidence-based and outcomes-driven (CIPD, n.d.). 
There are a range of ethical frameworks which are adopted by individuals to support decisions. One is the deontology – the theory that decisions should be made based solely on what is morally correct, rather than considering the impact it could have (Kant, 1785; Regoli, 2019). Another theory, utilitarianism, works in the opposite way. This theory believes that consequences should be considered first, particularly in terms of the wellbeing of stakeholders and how it can be impacted by a decision (Klikauer & Klikauer, 2014).
A personal value I uphold is work-life balance, shaped by previous roles where management didn’t prioritize it, negatively impacting staff morale and productivity. I promote work-life balance by offering staff benefits such as discounted gym memberships and event tickets, and encouraging staff to use their wellbeing hour entitlement (CIPD, 2023).
An ethical value I uphold is integrity, especially in recruitment. I ensure fairness throughout the recruitment process by reviewing procedures and guaranteeing consistency across teams. For example, I have implemented processes where candidates are interviewed by the same panel, asked the same questions, and treated equitably. Integrity in recruitment ensures the best fit for the role and a positive experience for all applicants (Wilkinson et al., 2019).
3. Know the importance of people professionals contributing to discussions in an informed, clear and confident way to influence others. Q: Discuss reasons why this is important and the consequences of people practitioners not being willing or able to influence others. (AC 1.3)

The ability to influence others is an important skill for people professionals to uphold, to the extent that it is noted in one of the CIPD core behaviours – ’Professional Courage and Influence’ (CIPD, 2024). When in a field that works closely with people, such as HR, it is vital to be able to have a positive impact on the thoughts and actions of others, so that change happens (Taylor & Woodhams, 2022). 

However, the word ‘positive’ is key here – a people professional must ensure that they are influencing stakeholders ethically to avoid controlling the decisions of others (Reissner & Watson, 2010). One way to ensure this is by ensuring that a rapport is built with an individual before influencing them (Cross & Carbery, 2022). This is further supported by Cialdini’s (2007) ‘rules of influence’ where the importance of being liked by others is said to play a part in how influenceable the are by you. However, Unsworth, Kragt and Johnston-Billings’ (2018) study found that managers who were friends with their employees found it more difficult to ‘use their power’, therefore arguing that being liked could potentially make it harder to influence others.

Once a people professional has built a rapport with those they are working with, there are a range of techniques that can be used to influence. These include good communication through written or verbal forms and assertiveness (Taylor & Woodhams, 2022). However, these skills must be used alongside the previously mentioned rapport-building techniques in order to manage and influence people effectively (Ali et al., 2021). 

Furthermore, French and Raven (1959) argue that, to have any influence, individuals must hold at least one of six types of power. These range from more ethical forms of power such as those which allow an individual to be trusted more e.g. when they are an expert in an area or hold a legitimate position of power to less ethical means of power e.g. when they convince an individual to do something from cohesion (French & Raven, 1959). Despite the theory being over fifty years old, Kovach (2020) and many others still highly regard it today. 

When people professionals do not have the skills or confidence to influence those around them, changes within an organisation are less likely to be implemented effectively. This can be partially due to longer serving employees being less inclined to adapt, particularly when management do not have the skills to encourage otherwise.

4. Know when and how to raise matters that might be unethical or illegal. Q: Discuss, with examples, when and how you would react to both unethical and illegal matters (one of each). (AC 1.4)

People professionals have a responsibility to challenge poor practice and maintain a zero-tolerance culture towards unethical/illegal practice, as part of their ‘professional courage and influence’ (CIPD, 2022; Smith & Mitchell, 2022). However, whilst acting quickly, it is also vital to ensure that problems are dealt with effectively (Taylor & Woodhams, 2022).
When handling unethical or illegal issues, there is plenty of available support to access. One framework to consider is Taylor and Woodham’s (2022) ‘Four Forces’. This highlights the importance of considering what is: best for the business; ethically right; legally right and what your personal values are indicating you should do (Taylor & Woodhams, 2022).
One example of an unethical matter is nepotism within recruitment. This unethical practise can be demoralising to staff as they are likely to feel that, no matter how hard they work, they won’t succeed as highly as others (Kaushal, Ghalawat & Kaurav, 2021). Nepotism can also cause workforces to be made up of less skilled employees, if they are recruited for the wrong reasons.
When tackling nepotism, I would use CIPD’s (n.d.) decision-making checklist, including the ‘research’ section – where I would collect evidence of the situation and refer to internal policies. However, this relies on policies being relevant and fair in the first instance (Fleming & Kowalsky, 2025). It is therefore vital for people professionals to ensure that an organisation’s policies are regularly reviewed (Taylor & Woodhams, 2022). As part of this aspect of the checklist, I would also gain advice on the situation from colleagues. This could be other people professionals within the organisation or, if I was the only HR employee, other members of the CIPD. Once advice and evidence had been collected, I would speak with the colleague in question about how the matter goes against the organisation’s values and (if true) policy. If it is in violation of company policy, I would follow procedure for disciplinary action. If the act did not violate company policy, I would consider the scenario when next reviewing the recruitment policies.
An example of an illegal matter is sexual assault in the workplace. When dealing with a complaint regarding sexual assault, I would first of all collect evidence from both sides whilst maintaining an open mind, regardless of who is involved in the complaint. Something of this matter will need to be dealt with both in and out of the workplace. In the workplace, I would follow my company’s sexual harassment policy. As this is a legal matter, I would also discuss with the employee whether they are going to be reporting the crime, ensuring they are aware that they should and could do this if that’s what they want to do. I would only report the incident myself if I felt there was an ‘ongoing risk’. (Acas, 2024).
5. Be able to make use of related theory and thinking, to argue the human and business benefits of people feeling included, valued, and fairly treated at work. Q: Demonstrate your ability to do this with a written argument, which poses different theoretical perspectives, as well as your own. (AC 2.1)

Inclusion in the workplace refers to ensuring that all people, no matter who they are, feel included in their workplace. Inclusion will positively impact an organisation in many ways. For example, if an employer is inclusive, they are likely to attract a diverse workforce – resulting in being equipped to support a wider client base (Acas, n.d.). In addition, a happier workforce is likely to be a more productive workforce (CIPD, 2024).

Maslow’s (1943) Hierarchy of Needs theory expands on this concept, by exploring how employers can promote engagement and motivation amongst their staff by valuing, including, and treating them fairly. The theory highlights five key needs that must be met in order to encourage motivation, to be explored below (Maslow, 1943). 
This theory can be applied to the workplace, for example with employers needing to ensure staff are paid fairly and in line with national requirements to allow them to access sufficient food and a place to live, to meet their physiological needs (Hopper, 2020). Employers should also ensure their staff’s safety needs at work are met, both physically and mentally – for example by ensuring anti-bullying standards and processes are in place (Carter-Hicks, 2015). 
With relation to social needs, employers should encourage socialisation between colleagues to allow for rapport building (Stewart, Nodoushani & Stumpf, 2018). Although it has been argued that socialisation between colleagues can be counterproductive, ultimately in recent years these connections are found to be more beneficial than not (Roper & Juneja, 2008; Smith et al., 2022). I agree with this counter-argument, 
Maslow’s final two needs, esteem and self-actualisation, employers can support staff by encouraging them to do their best, offering development opportunities, offering job autonomy and celebrating employees’ ‘wins’ (Carter-Hicks, 2015).
One common misinterpretation of Maslow’s (1943) theory is that all individuals’ needs can be met with one approach. To ensure employees feel included, valued, and fairly treated, employers should take an individualistic approach to meeting their needs. 
Pink (2009) outlines how employees are motivated through being valued, with the provision of autonomy, mastery and purpose. Looking at autonomy, this is extremely beneficial as it shows they are trusted to complete their work without interference from management, something which is seen more with the recent increase in home working (Gill & Nordstrom Skans, 2024). I further agree that autonomy has a large impact on motivation, as often feeling like you are not trusted to work independently can result in low self-esteem and feelings of anxiety around work.
6. Know how to design people practice initiatives to be inclusive and how to check inclusivity after an initiative has been implemented. Q: Discuss, with examples, how you have, or would, achieve both of these (AC 2.2)

At Barod, we have various working groups, including a Pride group and an EDI group, which ensure our processes and initiatives are inclusive. Organizational policies and decisions are reviewed by these groups through an inclusivity lens before being finalized, as recommended by the CIPD (2024). Employee input is crucial for inclusive practice, with Yang and Konrad (2010) finding that more staff involvement leads to more diverse and innovative actions. While the study is over ten years old, the impact of employee voice on organizational success is still emphasized by Azevedo, Schlosser, and McPhee (2021) and in CIPD’s (2024) Five Actions to Foster Inclusion. However, employers must actively encourage employees to share their opinions and engage in decision-making (CIPD, 2024).
Organisations should also ensure that they are involving a diverse range of staff, including individuals from different teams, job roles, and in terms of protected characteristics. This will ensure that the group involved in decision making is diversely representative of the wider company. 
Another way to ensure initiatives are inclusive is by providing those who will be delivering the initiatives e.g. managers with comprehensive training on how to ensure inclusivity (Royall, McCarthy & Miller, 2022). This will ensure that there is opportunity for communication around new processes, giving those involved an understanding of expectations. For example, I deliver recruitment workshops to hiring managers, where I walk staff through the recruitment process to model best practice. This includes processes that we have implemented to ensure recruitment is inclusive, such as providing pre-interview information, offering reasonable adjustments and giving candidates time to read questions prior to their interview. 
However, individuals have reported that they feel apprehensive about these sessions as they feel pressure around not saying the ‘wrong thing’ (Jaiswal & Dyaram, 2020). Staff should therefore be reassured to speak openly, rather than seeing conversations around equality, diversity and inclusion as ‘taboo’.
I check the inclusivity of implemented initiatives through a welcome survey, sent to all new starters around four weeks after their first day. The survey assesses their experiences with recruitment and onboarding, particularly regarding recent inclusive and trauma-informed changes. If areas for improvement are identified, I contact the line manager responsible for the employee’s induction to discuss further support in developing their induction skills.

Employee feedback is vital when assessing inclusivity in the workplace, as they are experiencing new initiatives first hand (Romensky et al., 2021). However, it has been consistently found that surveys, particularly those sent to employees via email, can have very low response rates (Holtom et al., 2022). Romanksy et al. (2021) and the CIPD (2024) therefore recommend that short surveys (known as ‘pulses’) are best for collecting evidence to improve staff morale and wellbeing. For this reason, Barod’s welcome surveys are short, with lots of quick, ‘yes or no’ questions.

7. [bookmark: _Hlk187922529]Be able to work inclusively with others and build positive working relationships. Q: Using a combination of your own reflections and feedback from at least one other person, discuss your ability to work inclusively and positively with others. (AC 2.3)

[bookmark: _Hlk165445609]My manager evaluated me at the Chartered Member level for inclusivity, meaning I act as a ‘role model and advocate’ within the organisation. I agree with this assessment, as a significant part of my work focuses on ensuring processes, like recruitment, are inclusive and free from bias.

I was evaluated at the Associate level for valuing diversity, building relationships, and sharing knowledge, as seen in my membership of working groups like EDI and Pride, and the workshops I deliver on recruitment best practices. I feel I could improve my knowledge-sharing skills by gaining confidence in speaking in larger meetings, where I often feel nervous.

In conflict resolution, I was assessed at the Foundation level, with recommendations to support others in this area. The CIPD Working Inclusively self-assessment suggested I focus on identifying ‘early signs of tension and conflict’ to resolve issues promptly.

Regarding psychological safety, where I was evaluated at Associate level, I agree that I am comfortable discussing my mistakes and concerns. I have also become more confident in helping others do the same. My next goal is to improve my approachability so others feel comfortable seeking support. I plan to schedule more time to meet with volunteers, building familiarity and trust.

8. Understand how the people practitioner role is evolving and the implications this has for your ongoing professional development. Q: Demonstrate your understanding of this with a written response and related entries in your CPD Plan. (AC 3.1)

One way that the role of people practitioner is evolving is through the increased expectation and to implement advanced technology, such as artificial intelligence, into working life (CIPD, 2020). Particularly in older employees with longer service, there can be resistance to these changes, especially when staff are comfortable with current processes (Lichtenthaler, 2020). However, implementing technology (for example with the automation of administrative tasks) can give workers in people-facing roles more time to focus on customers/service users. People practitioners should therefore ensure they are knowledgeable in the areas that their organisation is implementing, so that they can encourage and support staff uptake. I will therefore be adding this to my CPD plan.

Another way that the role is changing is through the increased focus on diversity and inclusion within the workplace (CIPD, 2020). This shift in thinking from organisations is allowing them to attract and welcome a far more diverse talent pool, therefore creating a more diverse workforce. This has huge advantages, such as being more representative on the community served and welcoming a wider scope of ideas (Raewf & Mahmood, 2021). However, with an increase in diverse talent wanting to join organisations, it’s vital that people professionals understand how to support a diverse workforce. Huffman, Watrous-Rodriguez and King’s (2008) study found that the main thing people expect is awareness from their organisation. As part of my CPD plan, I will therefore be developing my understanding of underrepresented groups.

9. Be able to assess (own) strengths, weaknesses and development areas, based on own considerations and feedback from others. Q: Using a combination of your own conclusions and feedback from at least one other person, assess yourself against a specification of your choice (such as a role/job description or any two of the core behaviour areas of the CIPD Profession Map (associate level). Briefly explain the outcome of your assessment (strengths, weaknesses and development areas) and the information that informed your conclusions. (AC 3.2)

To answer this question, I will be using my own self-assessment and evaluation from my line manager. They are a member of the CIPD and therefore understand the core behaviours and know me well.

Contribute to discussions and respond to questions in an informed and confident way

I am confident in my knowledge of recruitment processes and can support colleagues with queries in this area to a high standard. This is a strength, as it allows me to recommend best practices, which I share in regular recruitment workshops. Colleagues often approach me for advice, and my manager confirmed that I “respond fully and clearly when confident in the topic.”

I am also confident in sharing my views during discussions, as seen in my active participation in Barod’s working groups. My manager noted that I “contribute to discussions openly and with confidence,” and I am frequently involved in decision-making within these groups.

However, my anxiety about delivering presentations can sometimes limit my contributions. While I’m comfortable speaking informally or in smaller meetings, I get nervous in front of larger audiences, which can lead me to push back meetings to avoid presenting. My manager also mentioned this in her feedback. To address this, I plan to explore training opportunities focused on public speaking and building confidence.

Make responsible choices about your work, applying professional principles and values

I am confident in making decisions aligned with both the company’s and my own values. However, I sometimes lack confidence in communicating these decisions, especially to colleagues who have more experience or are older than me. To address this, I plan to build stronger relationships with these colleagues and involve them more in decision-making.

I also believe that ‘people matter’ and work to ensure our recruitment processes are fair for all candidates. My manager confirmed this, noting that “a positive candidate experience is important to Chloe, and she coaches and guides managers to improve.” For example, I’ve created a welcome survey for new starters to help me continuously review and improve our recruitment processes.


10. Be able to formulate a range of appropriate CPD options to support ongoing learning. Q: Following on from your self-assessment, identify a range of formal or informal development activities and add these to your CPD Plan/document. Provide a brief explanation as to why you have selected these activities. (AC 3.3)

In my Development Plan (below), I have identified six areas that I would like to develop, outlining CPD aims for how I will achieve these goals. The reasons behind choosing these areas are as follows:
1. The implementation of artificial intelligence has been found to have so many benefits for organisations. I would like to develop my knowledge of AI so that I can support staff who are resistant to implementing it in their work.
2. We, like many organisations, are working hard to attract a more diverse workforce. I would like to ensure that I have the skills and understanding to support a more diverse pool of employees once they have been hired.
3. Our staff are not representative of the communities we serve and we would therefore like to develop to attract candidates that we are not currently attracting.
4. I have recently reviewed our recruitment processes in order to maximise candidate experience. I also distributed a recruitment guide and have delivered recruitment workshops to candidates to explain the new processes. However, not all hiring managers are following the new guidance, meaning that candidates are receiving inconsistent experiences. I can struggle to address this with hiring managers, particularly when they are older than me/have worked for the organisation longer than I have.
5. Being in a large organisation, it has been reported that some employees feel disconnected from the organisation and it’s purpose. I would like to implement some strategies to promote a positive culture.
6. There is some negative feedback around our current agile working policy and I would like to make evidence-based recommendations to the policy leads, with consideration to staff wellbeing and work-life balance.


	Development plan




	NAME:
	Chloe Gardner
	MEMBERSHIP NUMBER:       
	8902954

	COVERING THE PERIOD FROM:
	10.12.24
	TO:
	20.1.25




	Number (coinciding with 3.3 in assignment answer above)
	What do I want/need to learn?
	What will I do to achieve this?
	What resources or support will I need?
	What will my success criteria be?
	Target dates for review and completion

	1.
	An understanding of how to implement artificial intelligence. 

	I will read/listen to the following CIPD resources:
· Factsheet: Technology, AI and the future of work
· Thought Leadership: Could AI solve skills shortages
· AI in focus: Role of people professionals, regulation and the CIPD
Then, I will meet with teams to discuss the benefits of using AI.
	Input from managers in allowing me to attend their team meetings to discuss AI.
	I will complete the CIPD quiz AI in the workplace.
I also hope that, following my meetings, I will begin to see more staff members utilising AI in their work.
	17.1.25

	2.
	Better understanding on how to best support a diverse workforce. 

	I will attend the following Acas webinars:
· Inclusive workplaces: making changes to better support neurodiversity
· Inclusive workplaces: making changes to better support neurodiversity

	I will need support from my manager in confirming that I can attend these seminars during working hours.
	I will be able to share my knowledge with other central staff members, to create an action plan for how we can distribute the knowledge across the organisation.
	17.1.25

	3.
	Knowledge on how to encourage a more diverse pool of candidates to apply for our roles. 
	Complete the CIPD’s online course on working inclusively. I have chosen this CPD option as it will allow me to learn more about how to ensure our organisation is working inclusively, whilst assessing anything additional that we need to do in order to show candidates that we invest in EDI.

	CIPD Learning Hub
	Create an action plan highlighted how I will encourage candidates from minority backgrounds.
	3.1.25

	4.
	Skills for giving feedback to employees on certain aspects of their work. 
	Take each of the following: facilitation, consulting, coaching, mentoring. Research the different methods and ways to use them. I have chosen this method as it will allow me to gain a broad understanding of different communicative tools. I understand that different people are likely to prefer different methods, so I would use this understanding to decide which one is best for me.

	CIPD fact sheets
Internal training opportunities
Speak to our Learning and Development team to 
	I want to have had conversations with all hiring managers who are not currently following processes, to encourage them to do so.
	10.1.25

	5.
	Strategies to promote a positive working culture and environment within my organisation. 




	Read the CIPD’s topic page on culture and working environment. Then, evaluate how effectively my organisation develops this. I have chosen to address this need by researching then evaluating as this means that I can assess what we are doing well before moving forward. As we are built up of a number of different services, it’s likely that there is lots of great practice to be assessed. This good practice can then be shared with the other services.

	CIPD Organisational Culture factsheet
	Positive feedback in next year’s CEO roadshows
	January 2025

	6.
	An understanding of the pros and cons behind remote working, to best inform policy reviews. 




	Carry out an impact assessment on how hybrid working and remote working impact team’s ability to deliver high quality services. I would like to carry out this assessment as I feel that much our current policy lacks innovation. I feel that management may be apprehensive of hybrid and remote working, which is why I would like to collect evidence on it's benefits.
	CIPD hybrid working and agile working factsheets
Support from management and employees (to provide feedback and opinions)
	Implementation of a new agile working policy, with positive feedback from staff
	January 2025





11. Be able to reflect on and draw conclusions about the effectiveness of development activities. Q: Reflect on three development activities, already undertaken, that have had an impact on your work behaviour or performance, explaining how they have impacted you. (Your reflections should be presented within your CPD Record document.) (AC 3.4)


	Development record




	NAME:
	Chloe Gardner
	MEMBERSHIP NUMBER:
	8902954

	COVERING THE PERIOD FROM:
	10.12.24
	TO:
	20.1.25



This record sheet is for your guidance only – you may present your development record in any other format.

	Key dates
	What did you do?
	Why?
	What did you learn from this?
	How have/will you use this?
Any further action?

	3/1/25






























	Complete the CIPD’s online course on working inclusively
	To develop knowledge on how to encourage a more diverse pool of candidates to apply for our roles. Our staff are not representative of the communities we serve and we would therefore like to develop to attract candidates that we are not currently attracting.

I chose this CPD option as it would allow me to learn more about how to ensure our organisation is working inclusively, whilst assessing anything additional that we need to do in order to show candidates that we invest in EDI.
	The online course opened my eyes to the different types of exclusion that are common in the workplace. Often, we think of exclusion only in terms of ethnic and religious groups. However, the course taught me that we need to be considerate of gender exclusion, such as excluding parents when arranging work social events, and disability exclusion. To show candidates that we invest in EDI, we should ensure that we are inclusive for all groups.

The course also solidified my understanding that, when thinking about diversifying our talent pool, we should be thinking in terms of the communities we are based in, rather than the UK as a whole. For example, we should expect our teams in more diverse areas such as Newport to be more diverse than those based rurally such as parts of Dyfed.

	The course taught me the importance of listening to the voices of employees from minority/disadvantaged groups, to get their opinions on how we can attract a more diverse pool of candidates. I will therefore attend the next EDI working group session to discuss this.

	2/1/25
	Read the CIPD’s topic page on culture and working environment. Then, evaluate how effectively my organisation develops this.
	To develop strategies to promote a positive working culture and environment within my organisation. This is important as, being in a large organisation, it has been reported that some employees feel disconnected from the organisation and it’s purpose. I would like to implement some strategies to promote a positive culture.

I have chosen to address this need by researching then evaluating as this means that I can assess what we are doing well before moving forward. As we are built up of a number of different services, it’s likely that there is lots of great practice to be assessed. This good practice can then be shared with the other services.
	Reading the topic page introduced me to some techniques around developing organisational culture, such as ensuring that the leadership team are acting as role models for the type of culture you are wishing to promote. In my organisation, this is done by some managers/directors but not consistently across the board.

The topic page also discussed the importance of considering staff’s workload when having expectations for a culture. If workload is too high, staff will not have time/will be too stressed to adopt to a more positive culture. In our organisation, it is known that caseworkers’ workloads in some areas are too high and causing stress. However, this is being reviewed centrally in 2025.
	I would like to attend my organisations next monthly Managers’ Meeting to discuss the importance of acting as role models for the type of culture we would like to see within the organisation. I believe that this could have a really positive impact on staff morale, which would therefore promote productivity.

	20/12/24
	Take each of the following: facilitation, consulting, coaching, mentoring. Research the different methods and ways to use them.
	To learn skills for giving feedback to employees on certain aspects of their work. I have recently reviewed our recruitment processes in order to maximise candidate experience. I also distributed a recruitment guide and have delivered recruitment workshops to candidates to explain the new processes. However, not all hiring managers are following the new guidance, meaning that candidates are receiving inconsistent experiences. I can struggle to address this with hiring managers, particularly when they are older than me/have worked for the organisation longer than I have.

I have chosen this method as it will allow me to gain a broad understanding of different communicative tools. I understand that different people are likely to prefer different methods, so I would use this understanding to decide which one is best for me.
	From my research, I have learnt about the following communication methods:

Facilitation
In this method, the facilitator acts as a neutral party to a group discussion, ensuring that group dynamics are managed and all individuals are able to contribute.

Consultation
This is where an expert is able to advise others on a specific subject area. It’s likely that consultation would only go on for a short amount of time, with a specific target in mind/project to complete.

Coaching
This is a one-to-one, ongoing relationship with two people, where one is supporting the other with a certain aspect/aspects of their life/work.

Mentoring
This involves an individual, who is an expert in an area, guiding an individual who needs to know more about that topic. It can be a long term programme of learning.


From my research, I have decided that consultation would be the best approach to take when supporting our services in their recruitment techniques.
	I would like to research further into consultation styles and attend training sessions to develop my skills. Then, I would like to set up consultation sessions with hiring managers within the organisation, to develop their recruitment skills.
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