1. (AC 1.1):  
Being a people professional is about much more than managing HR policies, according to (Boxall&Purcell,2016), it’s about creating environments where employees can thrive, feel valued, and where businesses can sustainably grow. The CIPD profession Map (2024) provides a blueprint for this, outlining the essential knowledge areas, core behaviours, and specialists’ capabilities required to add real value to people and organisations. But what does this mean in practice?
At its core, being a people professional means having a deep understanding of human behaviour, business strategy, and organisational culture. Every organisation, from a small start-up to a global corporation, relies on its people to function effectively(Armstrong&Taylor 2023). A people professional plays a vital role in ensuring employees are engaged, supported, and continuously developing, while also making sure the business remains legally compliant, ethical, and aligned with its long-term goals. 
For example, imagine a company experiencing high staff turnover. A traditional HR response might focus solely on replacing staff quickly. However, a modern, strategic people professional would use evidence-based practice to look deeper, analysing exit interviews, conducting employee surveys, and identifying patterns. They might find that employees are leaving due to a lack of career progression. In response, they could collaborate with leadership to introduce mentorship programs and tailored development plans, practical solutions that not only improve retention but also strengthen morale and loyalty. 
According to the CIPD Profession Map(2024), being a people professional also requires strong ethics, emotional intelligence, and professional courage. The CIPD’s core behaviours stress the importance of acting with integrity and valuing people. For instance, if a manager consistently favours certain employees for promotions based on personal bias rather that merit, a people professional must be willing to speak up. This might involve gathering evidence and reviewing performance data and promoting a more transparent and inclusive promotion process.  
Beyond operational responsibilities, the role is highly strategic. (Kulik,2021) argues, people professionals are instrumental in shaping inclusive workplace cultures. In diverse teams, HR must ensure that everyone, regardless of gender, ethnicity, age, disability, or background, has equal access to opportunities. This could involve bias-free recruitment processes, inclusive leadership training, and flexible working options. 
To be a true people professional today is to balance both commercial and human priorities, supporting the business while advocating for its people. The CIPD Profession Map (2024) ensures that professionals are equipped not just with knowledge, but with the right skills, behaviours, and mindset to build organisations where both people and performance can truly thrive. 

2. (AC.1.2)

According to (Crane&Matten,2016), ethical values are the principles that influence how individuals make decisions and behave in professional settings, particularly when facing complex or morally grey situations. For people professionals, these values form the foundation of good judgement and responsible practice. Ethical theories, such as virtue ethics, utilitarianism, and consequentialism, help translate abstract values into structured approaches for making those decisions in real-world scenarios (Crane&Matten,2016). 
Take virtue ethics for example, it centres on moral character and developing traits like integrity, fairness, and honesty. A people professional guided by this theory would approach recruitment with an emphasis on consistency and impartiality. Instead of simply following process, they’d ask, “ is this selection method genuinely fair?” this might lead to implementing structured interviews, using blind screening to eliminate bias, or redesigning job adverts to be more inclusive. It’s about doing the right thing, not just following rules. 
Utilitarianism and consequentialism, on the other hand, according to (Klikauer,2009) focus on outcomes, choosing actions that creates the greatest good for the greatest number. In a policy development scenario, these theories push HR professionals to consider broader impact. For instance, when implementing flexible working, a utilitarian perspective ensures decisions benefit not just one department but the wider organisation, balancing employee wellbeing with business productivity. 
Ethics also shape how training is delivered. A people professional might ask: “is this content inclusive? Is the delivery accessible to all learning styles?” these questions reflect both character-based ethics (doing what’s fair) and outcome-based ethics (ensuring effective learning for all). 
One personal value I hold is fairness, and it informs how I act in my current role. In team discussions, I consciously give quieter voices space to contribute, and when reviewing customer concerns or peer input, I focus on evidence, not assumptions. In a people practice setting, I’d carry this forward by ensuring recruitment processes are inclusive and evaluation criteria are based on merit. It’s important to me because fairness fosters trust, without it, you risk disengagement and resentment. 
According to(Mbata& Oluoch,2019), Being ethical in people practice isn’t just about compliance; it’s about asking better questions, considering broader impacts, and embedding values like fairness into everything from recruitment to policy design. 

3. (AC 1.3) 
Influence is not a soft skill for people professionals, it’s a strategic necessity(Shelton,2014), In a world where decisions about people are increasingly made under pressure or driven by financial targets, the ability to communicate clearly, confidently, and persuasively is how HR ensures that ethical, inclusive, and people-centred practices are prioritised alongside business goals. According to the CIPD Profession Map (2024), professional courage and influence is a core behaviour because without it, the people function becomes passive and reactive, rather than strategic and impactful. 
To influence effectively, communication must be informed, evidence-based, and tailored to audience (Shelton,2014). It’s not enough to have the right answer, people professionals must explain why it matters and what the consequences are if it’s ignored. According to (Argenti,2017), Speaking with confidence builds credibility, but clarity ensures decision-makers understand the implications of their actions. For instance, recommending a new wellbeing policy isn’t persuasive unless supported by data on rising absence rates or retention risk. Furthermore, (Shelton,2014)argues that Influence is about connecting people outcomes to business impact, something that demands preparation, emotional intelligence, and assertiveness. 
The consequences of not being influential are significant. When people professionals stay silent or fail to speak with authority, poor practices go unchallenged. For example, in several high-profile UK companies, inadequate HR challenge led to toxic workplace cultures, unchecked misconduct, and reputational crises e.g., BrewDog and Post Office scandal(BBCNews (2025). In both cases, HR was present but not powerful. 
(Argenti,2017) argues that influence is also key during organisational change. If HR cannot effectively advocate for fair consultation or proper communication, restructuring may happen in a way that dagames trust, creates legal risk, and fuels disengagement. Influence isn’t about control; it’s about having a voice strong enough to shape decisions before damage is done. 
In summary, influence isn’t optional. For people professionals, it’s how we protect people, drive ethical practice and ensure long-term business sustainability. 

4. (AC1.4):
I believe that According to (Edmondos,2004), being a people professional means having the courage to act when something feels ethically or legally wrong, even when it’s uncomfortable. If psychological safety which is feeling safe to speak up without fear of negative consequences is essential in enabling this type of ethical behaviour (edmondos,2004). If I observe a colleague misleading customers, for example exaggerating insurance policy features or withholding important exclusions just to secure a sale and increase their bonus, I know that’s crossing a clear ethical line. While it may not be immediately illegal, it contradicts the principles of honesty, fairness, and transparency, values I consider non-negotiable in any type of role. As Brown and Treviño (2006) highlight, ethical leadership and culture empower individuals to challenge wrongdoing, especially when the organisation supports integrity through clear norms and trust-based relationships. Speaking up in such situations not only protects customers and business, it also reinforces a culture of accountability and professionalism within the team.
In that situation, I don’t ignore it or assume someone else will dealt with it. First, I take time to reflect and gather the facts. I’d ask myself: is this a pattern of behaviour? Could this cause harm to customers or the company? Once I’m confident that the issue goes beyond of-off mistake, I raise it with my line manager in confidence. I explain what I’ve observed, why I’m concerned, and what the potential consequences could be, not just from a customer service perspective, but in terms of team morale and organisational integrity. 
If the issue appears to be illegal, such as data breach or discriminatory practice, I would escalate it immediately, either through formal internal reporting procedures or if necessary, via the organisation’s whistleblowing channel, for me, the line is clear: when someone’s rights, privacy, or safety are at risk, inaction is not an option. 
I act because I believe ethical practice is not passive. Being a people professional means having the courage to protect people and credibility of the organisation (Armstrong&Taylor 2023). It’s not about creating conflict; it’s about creating accountability(Brown&Treviño,2006). I don’t see ethics as a grey area. If something feels wrong and I can’t justify it in line with my values, I step up and do something about it. 
5. (AC 2.1):
In today’s evolving workplace, the treatment of employees is no longer just a matter of compliance or good intentions, it’s a critical factor in driving human performance and organisational success. According to (Koon& Chong, 2018), Fairness, inclusion and a sense of being valued are not abstract ideals; they are measurable contributors to engagement and motivation. 
From a human standpoint, people who feel valued are more likely to be engaged, motivated, and emotionally invested in their work. Self-determination theory (Deci&Ryan,2000) explains that individuals are most motivated when their needs for autonomy, competence, and relatedness are met. In inclusive environments where employees are recognised, supported, and encouraged to participate, these needs are fulfilled, leading to higher intrinsic, motivation and performance(Koon& Chong, 2018). For example, when team members are trusted to make decisions or lead small projects, they develop confidence and a stronger sense of purpose. 
[bookmark: _Hlk196133628]The concept of psychological safety (edmondos,2004) strengthens this argument. In teams where individuals can speak up, ask questions, and admit mistakes without fear, there is greater collaboration, innovation, and problem-solving. This is particularly vital in sectors where agility and teamwork drive success, such as tech and customer service. People are more likely to contribute creative ideas or flag risks when they feel safe and respected. 
From a business perspective, the benefits are just as strong. Research by (Roberson,2006) demonstrates that inclusive organisations benefit from enhanced employee creativity, decision-making quality, and team cohesion. Similarly, (Sabharwal,2014) found that diversity and fairness, when embedded in leadership and people practice, directly contribute to improved performance in public sector teams. Employees who feel treated fairly are less likely to leave, saving costs associated with recruitment and onboarding. 
The CIPD (2024) also highlights fairness and inclusion as essential to sustainable organisational performance, linking them to lower absenteeism, stronger employer branding, and improved employee relations. 
Personally, I view fairness as both a moral value and a strategic approach. When ive seen colleagues recognised and supported fairly, I’ve observed higher morale, better team collaboration, and few interpersonal conflicts. Fairness fosters trust, and trust drives results. 

6. (AC 2.2): 
If I were a people practitioner, I wouldn’t treat inclusion as a final step, I would build it into the initial design of any policy, program, or initiative. I would begin by asking: “whose needs are being prioritised, and whose might be overlooked?” inclusion in practice, means also employees from underrepresented groups, part-time workers, remote staff, and others whose experiences often go unheard. According to (Shore et al,2011), inclusive practice balances belonging with recognition of individual difference, so any initiative I design would reflect that principle. 
If I were introducing a new learning and development policy, for instance I wouldn’t assume a single delivery method would suit everyone. I would gather insights from employee networks, previous feedback, and HR data to identify potential barriers, whether those relate to digital access, neurodiversity, cultural representation, or language. I would ensure materials are accessible and flexible, such as offering sessions in multiple formats, with closed captions, and scheduled at varied times to accommodate shift workers or carers. 
After implementation, I wouldn’t rely solely on uptake data to asses impact. I would combine engagement metrics (Attendance by department role, or demographic) with qualitative feedback through surveys, informal conversations, or focus groups. If engagement is low among certain groups, that would signal the need to adapt whether through better communication, changes in content, or alternative delivery formats. For example, if remote employees found the session less relevant, I would redesign the approach to include asynchronous, interactive contents they could access on demand. 
Inclusion, to me, mean more than just participation, it mean active, meaningful engagement. I would follow the CIPD Profession Map(2024) principle of working inclusively, not as a one-off effort but as a continuous cycle of feedback, review, and adjustment. As (Shore et al 2011) argue, inclusion is only successful when people feel they belong and when their unique perspectives are reflected in the workplace. 

7. (AC2.3):

Feedback questionnaire
	Person
	Question
	Response

	Manager
	What do I do well?
	You’re consistent, respectful, and reliable. You support new starters and stay calm under pressure.

	Manager
	What could I improve?
	You could contribute more in team discussions—your ideas are valuable.

	Manager
	Suggested action
	Share ideas more confidently in meetings, particularly about improvements.

	Teammate
	What do I do well?
	You’re a good listener and always make others feel included.

	Teammate
	What could I improve?
	You tend to stay quiet even when you clearly have something useful to say.

	Teammate
	Suggested action
	Join in more during informal conversations to build wider connections.



Working in a large, high-pressure call centre means collaboration and strong team dynamics are key to success. To reflect on my ability to work inclusively and positively with others, I asked for feedback from both my line manager and a colleague I frequently collaborate with. Their feedback in the table above provided helpful and consistent insights. 
From the feedback, one of my strengths is that I am calm, respectful, and supportive, especially when onboarding new staff or during busy periods (Manager,Q1). I also make an effort to include quieter colleagues and ensure everyone has space to contribute(Teammate,Q1). I believe this come from being naturally introverted, which allows me to listen deeply and observe team dynamics, often noticing when someone feels excluded or unheard. 
However, both responses highlighted that I often hold back my own ideas in meetings or group discussions (Manager&Teammate,Q2). Although I prefer to process ideas before speaking, I recognise that being visible vocal is important, not just for my own development, but also to contribute to the team more fully. 
Inclusion to me is about being creating space where everyone, regardless of background and personality, feels they belong and can contribute. I value diversity in thought, communication style, and experience. And I actively try to bring people together and support those who might otherwise go unnoticed. 
To improve, I’ve take on the suggested actions from both my manager and teammate, I now aim to share at least one idea in every meeting and take part more in informal conversations(Manager&Teammate,Q3). This helps me build deeper connections while developing a more confident, visible presence in the team. 

8. (AC3.1): 

The role of the general people professional is undergoing a fundamental shift. No longer limited to policy administration or compliance, it is now expected to contribute to wider business strategy, employee wellbeing, and organisational agility(Swaroop&Sharma,2022). This change is being driven by a combination of technological developments, socio-political change, and a growing emphasis on employee experience and inclusion. One of the most significant changes is the integration of AI and automation into people processes. Tasks like CV screening, data analysis, and absence tracking can now be carried out by algorithms. For example, applicant tracking systems(ATS) are already automating initial stages of recruitment, and chatbots are handling HR queries in many large organisations. While this improves efficiency, it also means the people professional must offer value beyond the transactional. AI cannot replace the ability to show empathy in grievance meeting, build trust with a traumatised employee, or apply contextual understanding to ethical dilemmas because these are uniquely human capabilities.
At the same time, political and societal shifts, such as post-Brexit employment law changes the rise in employee activism, and the need to support neurodiversity and mental health in the workplace, mean that HR must adapt quickly and sensitively(O’Connor & Harvey, 2023). For instance if legislation affecting flexible working rights changes a people professional must not only update the policy but also work with managers to implement it in a fair and inclusive way that considers the needs of remote workers, carers and those with disabilities. 
To prepare for these changes, I take proactive approach to professional development. I’m currently completing CIPD Level 5, which helps me understand how to apply strategic thinking to real people issues. Beyond that, I attend webinars on inclusive leadership, read CIPD and HR publications, and am exploring training in coaching and data literacy. I also seek informal mentoring and peer learning to broaden my perspective. 
I’m particularly focused on building emotional intelligence, listening skills, and the ability to manage difficult conversations with empathy, skills that AI and automation cannot replicate. For example, when a colleague was underperforming due to personal issues, I supported them with empathy, offered to cover key tasks, and signposted wellbeing resources. That human response improved both trust and performance, something an automated system could never have achieved. 
Looking ahead, the successful people practitioner will be the one who combines technological awareness with human-centred leadership, balancing data with judgement, and policy with compassion. That is the kind of practitioner I am committed to becoming. 

9. (AC3.2): 
To asses my professional behaviours, I used two core areas from the CIPD profession Map (2024) at associate level: ethical practice and working inclusively. I combined my own reflections with feedback from a senior team leader in my department who knows my work and behaviour well. 
1. Ethical practice:
This behaviour requires people professionals to act with integrity, role model ethical behaviour, and promote fairness. I believe this is a strength in my professional approach. I consistently speak up when something doesn’t feel right, whether it’s unfair treatment of a colleague or unethical customer handling. My colleague commented that I am “ someone who does the right thing, even when it’s not the easiest option and “ I always encourage others to act fairly”. 
However, I recognise a development area within this behaviour: I sometimes hesitate to challenge senior managers directly when I disagree with a decision. This comes from a fear of being seen as confrontational. Moving forward, I want to build more confidence in professional courage, using evidence-based feedback to support my views rather than relying on emotion alone. 
2. Working inclusively
This behaviour involves creating a sense of belonging and valuing diverse perspectives. 
I was pleased that both my self-assessment and colleague feedback aligned here. I am naturally inclusive, something that comes from being a good listener and understanding that people have different working styles. My colleague said: “you’re someone who notices when others are quite and draws them in”. which reflects my intention to make all voices heard. 
One development need in this area is around active collaboration across wider teams, particularly those I don’t work with regularly. I tend to stay within my immediate group, and I realise that broader collaboration could expand my professional network and bring new insights. 
In summary, this assessment confirmed my strengths in fairness, inclusion, and empathy, while also highlighting the need to build more confidence when influencing upwards and to collaborate beyond my immediate team. To develop, I plan to seek opportunities to contribute to cross-team projects and attend training on influencing and communication to better support ethical leadership in complex situations. 

10. (AC3.3): 
Following my self-assessment against two core behaviours in the CIPD profession Map, Ethical practice and work inclusively, I have identified a range of formal and informal development activities to help strengthen my current capabilities and address development areas. I have attached my CPD plan 
Formal development activities: 
1. CIPD level 5 associate diploma in people management: 
I am currently undertaking this qualification to build my theoretical understanding of people practice, legislation, and strategic HR. it aligns with my aim to develop greater confidence in challenging senior decisions ethically and professionally. 
2. Webinar: “building courageous conversations in HR” (CIPD)
This webinar is focused on handling difficult discussions with confidence, which directly supports my development area in ethical courage when influencing upwards. 
3. LinkedIn learning course- “collaborating across teams”. 
this short course will help improve my ability to collaborate beyond my immediate team, addressing the need I identified in my self-assessment around working inclusively with wider stakeholders. 
Informal development activities: 
1. Reading: CIPD insights and people Management Magazine
Regular reading keeps me updated on trends in HR, ethical dilemmas, and inclusion practices. It supports day-to-day decision making and expands my awareness of sector best practice. 
2. Podcasts: “lets talk HR” by HR Grapevine 
This podcast features discussions on current challenges and innovative approaches in people management. Listening will help me reflect on real-life ethical cases and inclusive practices. 
3. Peer learning: Monthly check-ins with a colleague from a different ream
I aim to informally connect with colleagues outside my department to expand my understanding of different team cultures and collaborative approaches. 
These activities have been chosen to help me grow in areas where I feel less confident (e.g., upward communication and cross-team collaboration) while continuing to reinforce the behaviours I already demonstrate well, such as fairness and inclusion. 










11. (AC3.4): 
Over the past years, I have undertaken a range of formal and informal development activities that have significantly shaped my behaviour and performance at work. One of the most impactful experiences was participating in formal call handling and customer de-escalation training in January 2024. This session equipped me with active listening techniques and strategies to remain calm in emotionally charged situations. Since applying what I learned, my confidence in manging complaints - especially from vulnerable customers- has improved, and I’ve received positive feedback from both customers and colleagues. I’ve also started mentoring new team members, which as developed my leadership skills. 
After receiving feedback that I was often quiet during meetings, I arranged a one-to-one coaching session with my team leader in March 2024. This helped me reframe how I contribute to discussions and gave me practical tools to structure and share my ideas more confidently. Since then, I’ve spoken up more frequently and even led a short team briefing, which boosted both my confidence and visibility within the team. 
These three activities have enhanced my skills in communication, collaboration, and professional presence. More importantly, they align closely with the CIPD Profession Map core behaviours: working inclusively, ethical practice, and professional courge and influence. They have laid a strong foundation for my continued development, which is now outlined in detail in my attached CPD plan record. 
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CPD Plan – Mona Hussien 

		Area for Development

		CPD Activity/Action

		Type

		Resources Required

		Planned Completion Date

		Progress Review Date

		Success Criteria

		Date Completed

		Reflection/Outcome



		Ethical courage when influencing

		Attend webinars: “Courageous Conversations in HR”

		Formal

		Webinar access, time off to attend

		May 2025

		June 2025

		Greater confidence in speaking up and challenging senior decisions

		

		



		Cross-team collaboration

		Complete LinkedIn Learning: Collaborating Across Teams

		Formal

		LinkedIn account, time allocated weekly

		June 2025

		July 2025

		Active participation in cross-functional projects

		

		



		Industry Insight & Ethics

		Regular reading of CIPD insights and People Management

		Informal

		Internet access, CIPD membership

		Ongoing

		Monthly

		Application of learning in everyday HR practice

		

		Deepened understanding of neurodiversity and inclusion, improved fairness in shift planning.



		Inclusion & peer learning

		Monthly check-ins with colleagues from other departments

		Informal

		Colleague availability

		Ongoing

		Quarterly

		Broader collaboration and better understanding of team dynamics

		

		



		Ethical practice in HR

		Listen to HR-focused podcast: “Let’s Talk HR”

		Informal

		Podcast access, regular listening time

		Ongoing

		Bi-monthly

		Improved reflection on real-world HR challenges

		

		



		Broader HR knowledge

		CIPD Level 5 Associate Diploma in People Management

		Formal

		Study time, resources, tutor access

		December 2025

		Mid-course review July

		Qualification completed and applied learning

		

		



		Customer conflict resolution

		Call Handling & Customer De-escalation Training

		Formal

		Training materials, time off for session

		Completed

		-

		Improved ability to resolve calls calmly and mentor others

		January 2024

		Increased confidence and performance in handling complaints.



		Confidence in meetings

		One-to-One Coaching Session with Team Leader

		Informal

		Coaching session time

		Completed

		-

		Improved communication and influence in meetings

		March 2024

		Now contribute more frequently and led team briefing with positive feedback.
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