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Task One 
Q1: With reference to typical activities and behaviours, appraise what it means to be a ‘people professional’. (AC 1.1) – 375 words

People professionals are there to positively change the workplace by supporting people and organisations in their vision and helping them to reach their goals (CIPD, no date1). Grell, 2024 states that people professionals are there to be custodians of culture and values and that people in the organisation need to remember that HR professionals are not just there to ‘hire and fire’ people but they are an integral part of any organisation. 

There are twelve areas to work in as a people professional that include but aren’t limited to, Human Resources (HR), Recruitment, Learning & Development (L&D) and Equality, Diversity and Inclusion (EDI). 

Taylor & Woodhams (2022, P.144) state that people professionals should be able to work and influence teams, other people professionals, managers and senior professionals but if they work unethically, they should not claim to be a professional.  People professionals are expected to be experts on several things including people and work and play a vital role in the development of standards (CIPD, 2022).

Although the role of the people professional may vary slightly within each role, for example, within the recruitment function the role is to ensure a fair recruitment process whereas in the L&D function they are looking at giving equal opportunities to everyone, each of these roles have a CIPD code of conduct to adhere to and a profession map to follow however, the profession map is there to set standards to people professionals whether CIPD members or not.

CIPD, no date2 states that the profession map is ‘The international standard that equips people professionals to make their greatest impact’. For people professionals around the world, the value of the profession map means that everyone is following the same set of standards and includes purpose and values, core knowledge and core behaviours. This urges people professionals to having more of a principles-led and evidence-based approach to workplace conflict and therefore being more people-focused and ethical. 

All the levels in the profession map are relevant to all people professionals irrelevant of which role the people professional is in, whether they are a CIPD member or not and whether they are employed by a company or self-employed. They help people understand their knowledge and behaviours that enable them to be their best.

[image: A diagram of a purpose

Description automatically generated]







Q2: 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) – 376 words

Ethical values can include honesty, integrity and fairness and there are three different kinds, Personal, Professional and Public (Taylor & Woodhams, 2022, P.152). CIPD, no date state that ethical values underpin the role of people professionals by providing a moral compass on how we make decisions and live our lives based on ‘doing the right thing’. People’s values can be shaped by upbringing, education and culture.

Ethics should guide behaviour and businesses need to adapt policies and practices to ensure a positive ethical climate. 

Because the world of work changes so rapidly there isn’t always a black or white answer when it comes to decision-making and workplace issues (CIPD, 2023). However, if people professionals make the wrong decisions, this could negatively impact the organisation or people’s lives. If decisions are made on good principles and values and people professionals behave ethically when dealing with people and making decisions then it can improve the outcome for people in the workplace (CIPD, no date).

Adams’ Equity Theory is about fairness and how there should be a fair balance between the employee’s inputs and outputs (MindTools, no date). However, Taylor & Woodhams, 2022a look at Adams’ Equity Theory saying that people professionals need to make the rewards proportionate to the effort and feel fair. In Hywel Dda University Health Board (HDUHB) pay progression was based on how long someone had worked for the Health Board and not the effort they put into their role. Two people, in the same role, could be earning thousands of pounds different depending on how long they had worked there. Although the person there the longest may feel this is fair due to time served, the person doing the same job for a lot less pay may deem this unfair.

Another ethical theory is the Deontology Theory. This theory suggests that people should act on what they believe to be morally right, regardless of the consequences. Deon means ‘duty’ and it is looking at behaviour rather than consequences (Taylor & Woodhams, 2022, P.154). Although there are strengths to deontology, it can also produce results that people can find unacceptable. By following a set of rules, it makes deontology easy to apply but can also mean disregarding the possible impacts of the actions (McCombes, 2018). 

Q3: 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) – 327 words

It is important that people professionals can positively influence others in an inclusive and ethical way and be able to gain buy-in from the people that make the decisions or may be affected by the decisions (Taylor & Woodhams, 2022). 

People professionals understand the importance of the ability to disagree. Heffernan, 2012 states a great model for thinking is when people seek other people from different backgrounds, who think differently and have different experiences and be prepared to change their minds. She continues to say that people are too afraid of conflict and that organisations can’t think together. 

People professionals know their capabilities and weaknesses and are experts in their field, knowing the organisation and the people in it. They need to be confident to be able to challenge effectively. People professionals understand that communication is more than the words we use and that 93% of communication about feelings or attitudes is based on body language and tone, with only 7% being about the words (MindTools, no date1). 

One of the core behaviours in the CIPD profession map is ‘Professional courage and influence and CIPD, no date3 state this is ‘Showing courage to speak up and skilfully influencing others to gain buy in’. People professionals need the ability to influence others and the courage to change/challenge decisions and to own up to mistakes made. It is important that people professionals can influence others when making a case for change or working on people decisions to ensure the organisation is being ethical.

People professionals don’t have the power to tell an organisation they can’t do something, but being employment experts, they can advise of what is ethical/unethical, legal/illegal and advise against things that may cause a loss at a tribunal.  They champion the importance of people. People professionals lead the way in making organisations ethical and ethical companies outperform their peers by 40% across metrics such as employee loyalty, customer satisfaction and growth (Corporate Compliance Insights, no date).
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[bookmark: _Hlk133927739]Q4: 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. – 474 words
a) where you consider something to be unethical (whether or not it is illegal),

Part of the CIPD Code of Conduct is ‘Speak up about issues and concerns in the workplace’ (CIPD, 2023b) and this is an unethical issue that I have recently dealt with:

Due to NHS Wales overspending, the Welsh Government advised all Health Boards they had to reduce spending to ensure that a strong financial control is maintained (NHS Wales, 2021). Hywel Dda University Health Board (HDUHB) introduced a financial control group (FCG) where all admin and clerical jobs and all non-replacement posts had to be scrutinised at a panel to see if they could be approved. This also included all expressions of interest posts (EOI) which are internal post for up to 12 months, immediately these had to stop. 

However, recently within the recruitment function EOIs have started again, with no authorisation from FCG and on a permanent basis. This decision came from senior management, and I believe these to be unethical as they are put out with a specific person in mind, not giving other people a real chance. CIPD, 2019 link this to ‘Bad Barrels’ and state that one part of ethical climate is ‘Egoistic or instrumental climates’ where people protect their own interests above other considerations. 

I investigated this, gaining the facts I felt I needed to raise this with our HR Colleagues in Workforce because I needed to make sure that this wasn’t agreed at a different level, and I also contacted the FCG panel with my findings.  


b) where you believe something contravenes legislation. (AC 1.4)

Gov.uk (no date) state that the minimum amount a person needs to earn to be eligible for a Skilled Worker Visa is £20,960. However, some departments within Hywel Dda University Health Board (HDUHB) remove applicants at shortlisting stage who require a Certificate of Sponsorship (COS) because the department doesn’t have the budget, or it takes longer to onboard the applicant. 

This contravenes the Equality Act 2010 due to Race, ethnicity and national origin being a protected characteristic (Gov.uk, 2015). Taylor & Woodhams, 2022a state that there can be legal consequences for the organisation if they are not seen to be treating each applicant fairly and that direct discrimination at the recruitment stage occurs when a suitable applicant isn’t shortlisted or appointed due to their protected characteristic. Applicants who are unlawfully discriminated against can claim compensation as Race Discrimination has been illegal in the UK since 1976 and occurs when someone is unfairly disadvantaged because of their race (CIPD, 2022a).

As a people professional I have contacted my manager to escalate this further to ensure the departments doing this are aware it is illegal. I also raised this with information governance as under the freedom of information act 2000, the candidate can ask for any information an organisation holds about them (legislation.gov.uk, no date), and in this situation, they could see the reason for not being selected for interview and raise a complaint. 

Q5: 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) – 447 words

Taylor & Woodhams, 2022 state there are 4 reasons why it is important that people feel they are being treated fairly and that they feel included and valued in the workplace. It is ethically the right thing to do, Legally the Equality Act 2010 protects people with protected characteristics from direct or indirect discrimination, the people professional’s own beliefs and values and good business sense as people who feel valued are more engaged and perform better. 

Sirota's Three-Factor Theory identifies three areas around motivating employees, it’s about understanding that organisational goals shouldn’t conflict with employee goals and that employees may feel stress if the two goals conflict (Changing Minds, no date).

Sirota’s three factors are Equity and Fairness, Achievement and Camaraderie. People are motivated by fairness and Sirota states that most people start employment being motivated and enthusiastic about the future of their work but due to poor conditions and bad practices people become less motivated and engaged.  They want to do important/useful work, be recognised for it, and have good relationships with their co-workers (MindTools, No date2). 
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Herzberg’s Two-Factor Theory of Motivation is a theory that looks at Motivational Factors and Hygiene Factors. Herzberg states that certain aspects of a job are related to job satisfaction whereas some are directly linked with job dissatisfaction. 

Examples of factors for satisfaction are achievement and recognition, responsibility and the actual work itself whereas factors for dissatisfaction are policies, salary and relationships (MindTools, no date3).  Herzberg states that job satisfaction and job dissatisfaction aren’t opposites and that the opposites are no satisfaction and no dissatisfaction. Fixing causes of dissatisfaction such as bad relationships by giving someone a pay rise will not remove that dissatisfaction. If people professionals remove all areas of dissatisfaction, this doesn’t mean the workforce will be satisfied and perform better. 

Herzberg calls the areas of dissatisfaction ‘hygiene factors’ and to remove these, people need to provide support, ensure wages are competitive and provide job security.
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As a people professional working in the recruitment team, I believe that treating people fairly and making them feel valued is important for engagement, wellbeing and staff retention. I have been promised promotions based on how well I have performed in a secondment role, only for it to be taken away saying ‘nothing was written down’. This made me feel undervalued and to the point of me looking for somewhere else to work. Hywel Dda University Health Board conduct exit interviews when staff leave but nobody knows what work is done with this feedback. Wellings, D (2018) states ‘the NHS are collecting lots of information on the voice of patients, service users and staff but what is actually happening with that information?’. 

Q6: 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) – 399 words

In Hywel Dda University Health Board (HDUHB) there is an ongoing issue with filling the entry level band 2 vacancies, this can be because the adverts aren’t reaching the correct people or that people are put off by the 27-page online application form. 

People professionals needed to investigate how this could be approached better. Consultations were had between people professionals and service managers and by including the people that ultimately were looking to fill their vacancies, this meant they felt their input was valued. The consultation process was about gathering evidence and Evidence-based is a core behaviour in the CIPD profession map (CIPD, no date2). Gathering quantitative information regarding the number of posts vacant and qualitative information around the reasons candidates were withdrawing gave a starting point for the initiative. 

After initial consultations with service managers were had, focus groups were then put in place to discuss ideas going forward. How the process could be made easier for people to apply. Focus groups are great when people professionals are gathering opinions of a diverse range of people on a specific subject (Taylor & Woodhams, 2022, Pg129). 

By consulting with service managers and staff, centralised recruitment was created. A process where recruitment events would take place locally to try and employ local people. As these are entry level roles, instead of a 27-page application form this was a simple direct hire form with basic information and a 10-minute informal interview.

After the first event, 33 local people were employed permanently into these roles. This was a great achievement but to gauge the success of the event, feedback forms were sent out to the staff that attended them. Feedback forms are only as good as the questions on them and who they are sent to. There was no consultation, focus group or feedback form given to the team that input the applications on to the system. Information was incomplete, missing, or unreliable. Reflection meetings were put in place by people professionals in recruitment to feedback their findings. Lessons learned were to change the paper application form to ensure information needed was on them, and questions were asked about how people were valuing difference and being inclusive to applicants with needs like dyslexia and how they felt when they attended and were told they had to complete a paper form. Could the form be sent out beforehand to ensure everyone was treated fairly? 


Task Two 

Q1: Reflect on your own approach to working inclusively and building positive working relationships with others. (AC 2.3) – 259 words

In my role as Resourcing Advisor/Team Leader, I treat all my team equally and fairly but not the same. I value diversity by understanding that they are all individuals of different ages, from different backgrounds and have their own personalities. I understand that they all work and learn differently from each other, and I have learnt the different personalities in the team and take a different approach to them. For example, Berne’s, 1958 Transactional Analysis talks about the Parent, Adult, Child Relationships, and the games that people play. The best relationship in this situation is adult to adult but this, in my team can turn into parent and child, not in a punishing way but a nurturing way. 
Employee engagement is key, and I build positive working relationships by making them feel valued. I ensure that every day I check in with how they are and say thank you to each of them, and that goes a long way. CIPD, 2023a states that people who are well managed feel happier and therefore are usually more productive and Harvard Business Review, 2021 go on to say that employees that are engaged suffer less burnout and are more committed to staying within the organisation.  

I feel I have positive relationships with colleagues, not just in my team but the wider team but a development area for me is around conflict. I struggle to express my true feelings when unhappy and don’t like to say no to things like annual leave requests which can then leave the rest of the team short.  

Q2: Explore how the role of a people professional (specialist or generalist) is evolving and the implications this has for your CPD. (AC 3.1) – 239 words

The role of people professionals is changing and technologies such as AI, robotics and automation are major drivers in this. With technology taking over some of the processes, people professionals need to change how they work and learn new skills, but technology cannot remove humans all together and people professionals could have more time for human interactions and looking at wellbeing, fairness and inclusion (CIPD, 2020). 

CIPD, 2022b state that people professionals could look at how they could use technology to help their organisations thrive by creating the desired culture.

In Hywel Dda University Health Board (HDUHB), the roles are separate and there are different teams for recruitment and HR. Robotics are already used in recruitment, moving vacancies to shortlisting once closed and sending contracts and personal files when the candidate has a start date. The more automation that comes in, for example AI writing applications and robotics doing interviews, the less processing there will be for recruitment specialists. 

As a recruitment specialist, I know I need to adapt and do more research and training around AI but with the implementation of AI it will give me more time to focus on the people. My aim is to work in the HR part of the organisation, so I am doing CIPD to make sure I have accredited skills to move to different roles. I have completed my CIPD learning plan which focuses on technology, wellbeing and culture and behaviour.


[bookmark: _Hlk129787405]Q3: 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) – 267 words

Taylor & Woodhams, 2022 state that getting feedback from other stakeholders is vital as this can check if your self-reflections are accurate or if you are missing something you haven’t thought of.  Feedback can be formal or informal and regular or ad-hoc but CIPD, 2022c states that people shouldn’t push for feedback immediately or frequently and that feedback should be constructive.

I obtained feedback from the Head of Recruitment, and this confirmed what I thought about myself as a team leader. My feedback included that I have great communication, observation and diligence skills and that I don’t shy away from any tasks set. I am hardworking and not afraid to challenge something if I don’t think it is right or ask questions if I am unsure.

The areas in my feedback to work on were around technology advances moving at a fast pace and my need to keep up to date with these and that although we have experts in the HR field, a greater knowledge of employment law would be beneficial which links in well to my next assignment which in employment law.

I have used this feedback to complete the CIPD self-assessment tool against the CIPD profession map and I chose to focus on the associate level as although I have just started my CIPD, this is where I want to move to first. Along with the feedback, I know a weakness is having the confidence to say no to requests from the team and my learning plan involves online courses for professional courage and influence and CIPD’s topic pages on AI in the workplace.
Q4: 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) – 308 words

I know I need to be more confident and be able to handle conflict better in the workplace and Harvard Business Review, 2021a state that confidence can be learned and practised but won’t happen overnight. They go on to say that it starts with becoming more self-aware and changing your mindset then bringing your whole self to work. 

By doing the CIPD self-assessment tool, I have discovered some activities I want to take part in to help with my confidence: 
· Watch the video 'Science of Persuasion' by Cialdini and Martin to understand the principles that underpin influencing.
· Complete the CIPD's online course on professional courage and influence to develop this behaviour to achieve positive outcomes.

These are both recommendations from the CIPD learning hub and I have selected these two to start with as being an extrovert I like visual learning and to be able to take part so I hope that the online course will help with this.

Another area for development for me is understanding more about employment law and CIPD, 2024 state there are going to be new employment legislations that come into effect on 6th April 2024. To help with this I will:

· Attend the Employment Law workshop at University of Wales Trinity Saint David on 20th March 2024. 
· Spend time with the Workforce team (HR) who are experts in this field and learn from them by asking questions.
· Keep up to date with the news around how employment law is changing. 

My Myers-Briggs Type Indicator (MBTI) states that my personality type is Extrovert, Sensing, Feeling and Perceiving (ESFP) and Simply Psychology, 2024 state this is ‘The Entertainer’. They describe ‘The Entertainer’ as outgoing and friendly people who enjoy working with other people and enjoy learning through hands on experiences so this links in with the reasons why I chose the above training methods.


Q5: 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

	I attended a Managing change webinar to support me in my role as a Resourcing Advisor and to help me through recruitment changes. I learnt about the 3 different types/groups that people slot into when change is about to happen.
	The impact of this is me recognising the characteristics in people when change is happening and adapting the way I approach it depending on how they manage change. CIPD, 2023c state it is important for people professionals to manage change effectively to avoid devastating and long-lasting outcomes. 

	Being in the Recruitment team I needed to attend the Recruitment Best Practice Training to ensure I understood it and to see what the appointing managers would be attending. 
	This training was around the candidate journey and timescales around shortlisting and interviews etc. It also included how to feedback and make it relevant, not just trying to be nice and not helpful. CIPD, 2023d state that feedback should be given to unsuccessful candidates in writing and that offers of employment should be given in writing but offers made verbally in the interview are as legally binding.  The impact of this training was really thinking about what helps the candidate and what feedback is really helping them improve. I now deliver this training to other recruiting managers. 

	I attended the Inclusive Leadership Webinar to ensure I was being inclusive and to learn more about it when I became a team leader. 
	This webinar taught me how to recognise and deal with unconscious bias. I didn’t realise how much we can be bias without even realising it. I am now more aware of what can be bias, whether conscious or unconscious. enei, 2016 say there are 15 core competencies to inclusive leadership and all 15 are equally important in their own right. Point 5 is unqualified acceptance – showing acceptance of everyone without bias.
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