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Task 1
1)	With reference to typical activities and behaviours, appraise what it means to be a ‘people professional’. (AC 1.1)
A "people professional" refers to an individual who possesses strong interpersonal skills, empathy, and the ability to connect with others effectively, Daft et al, (2015). This term is often used to describe someone in human resources who excels at working with employees, understanding their needs, and fostering positive relationships within the organisation, Armstrong, M. and Taylor, S. (2020).
References to a "people professional person" in Human Resource (HR) can be found in various literature and studies focusing on human resources management and interpersonal skills. For example, Cascio and Boudreau (2011) emphasize the importance of interpersonal skills in HR professionals, highlighting the need for effective communication, relationship-building, and collaboration to succeed in the field. Studies on HR competencies, such as those by Ulrich et al. (2008), often include interpersonal skills and relationship management as critical components. These competencies are integral for HR professionals to navigate diverse workplace scenarios, understand employee concerns, and contribute to a positive organisational culture.
The term "people person" in HR is closely related to the concept of emotional intelligence (EI) in the workplace. Goleman (1995) and later researchers have demonstrated the significance of EI, including empathy and interpersonal skills, in effective HR practices. A people person in HR is likely to exhibit high emotional intelligence, allowing them to understand and respond to the emotions and needs of employees.
Being a "people professional" also involves engaging in activities and behaviours that centre around the management, development, and well-being of individuals within an organisational context. This role is multifaceted, encompassing various aspects of human resources, organisational psychology, and interpersonal skills. The term reflects a commitment to understanding and optimising the human element in the workplace, acknowledging that people are a key asset for organisational success, CIPD (2023). Additionally, a people professional plays a crucial role in conflict resolution and employee relations. Addressing disputes and ensuring fair treatment contribute to a harmonious workplace, enhancing overall organizational effectiveness, Greenberg, (2011).
In conclusion, being a people professional involves a strategic and holistic approach to managing the human aspect of organisations. Talent management, fostering a positive culture, promoting employee development, and handling employee relations are core activities that define the role. By aligning these activities with organisational goals, people professionals contribute significantly to organisational success.
2)	Discuss how ethical values underpin the work of a people professional, including two examples of how ethical values might be applied in a people practice context. (AC 1.2)
Ethical values are foundational to the work of people professionals, shaping their decisions, actions, and interactions within the field of human resources. These values guide professionals in promoting fairness, transparency, and integrity in their practices. Some examples of how ethical values are applied in a people practice context include the principles of confidentiality and equal opportunity.
Confidentiality is a cornerstone ethical value in human resources. People professionals often deal with sensitive employee information, such as personal and professional matters. Upholding confidentiality ensures trust between employees and HR practitioners, creating an environment where individuals feel safe to discuss their concerns. This commitment to confidentiality is reflected in the codes of ethics for HR professionals (e.g., Society for Human Resource Management, 2021), emphasising the responsible handling of confidential information.
Equal opportunity is another vital ethical value in people practices. Ensuring fair and unbiased treatment for all employees, irrespective of characteristics such as gender, race, or background, is fundamental. By implementing inclusive hiring practices and fostering a diverse workplace, people professionals contribute to a culture of equity and respect. The Institute for Employment Studies (2009) emphasises the role of HR in promoting diversity and equal opportunities, aligning with ethical principles.
In the context of performance management, ethical values are evident in the promotion of transparency and fairness. People professionals strive to implement objective and consistent performance evaluation processes, ensuring that employees are assessed based on merit rather than subjective biases. Such practices are aligned with the ethical guidelines outlined by the Chartered Institute of Personnel and Development (CIPD, 2021), emphasising fair treatment and the elimination of discrimination in HR processes.
Ethical values are integral to the work of people professionals, providing a moral compass for decision-making and actions. Examples such as confidentiality and equal opportunity showcase how these values are applied in practice, fostering trust, fairness, and inclusivity within the organisational context. as well as individual success, this is supported by Cascio and Boudreau (2011) where they detail that ethical behaviour contributes to organisational success, fostering a positive workplace culture where all are given the opportunity to develop and achieve. 
3)	Consider the importance of people professionals being able to influence others and ensure that the ‘people practice voice’ is heard in an organisation, through informed, clear and confident communication. (AC 1.3)
The ability of people professionals to influence others and ensure that the "people practice voice" is heard is crucial for the effective functioning and success of an organisation. Informed, clear, and confident communication is the key to driving positive change and facilitating a harmonious work environment.
Influence plays a pivotal role in implementing HR policies and initiatives. By effectively communicating the rationale and benefits of people practices, professionals can garner support from leadership, influencing decision-making processes, Cialdini, (2009). This aligns with the concept of strategic HR, where professionals actively contribute to organisational goals Ulrich et al, (2008).
Clear communication is essential for disseminating information about HR policies, fostering understanding among employees, and reducing ambiguity. Research by Welch and Jackson (2007) emphasises the importance of clarity in communication to ensure that employees comprehend and align with organisational objectives, ultimately contributing to a positive workplace culture. Confident communication from people professionals instils trust and credibility. It enables HR practitioners to assert their expertise, leading to more effective collaboration with other departments Goleman, (1995). This aligns with the idea that emotional intelligence, including confidence in communication, positively impacts HR effectiveness.
Ensuring that the "people practice voice" is heard promotes employee engagement and satisfaction. Open communication channels allow HR to understand employee concerns, contributing to a supportive work environment Denison, (1990). The "voice" becomes a catalyst for continuous improvement and responsiveness to employee needs.
Research by Cascio and Boudreau (2011) underscores the importance of HR professionals becoming strategic partners. Influencing organisational strategy through effective communication positions HR as a valuable contributor to overall success. Moreover, HR professionals acting as change agents rely on influential communication to navigate organisational transformations Bennis & Nanus, (1985). Clear communication becomes a linchpin in facilitating smooth transitions and minimizing resistance. To summarise, the ability of people professionals to influence others through informed, clear, and confident communication is paramount. It ensures the integration of HR practices with organisational strategy, fosters a positive workplace culture, and positions HR as a strategic partner in achieving overall success.

4)	For each of the situations below (a & b), provide an example of an issue that would cause you to raise the matter to a manager (or other authority) - and describe how you would do this.
a) where you consider something to be unethical (whether or not it is illegal),
If I encountered an unethical practice, such as employee harassment, it would be essential to address the matter promptly. In this scenario, I would follow a structured approach to report the issue to my manager or relevant authority. Firstly, I would gather specific details about the incident, including dates, times, locations, and individuals involved. This information would provide a comprehensive understanding of the situation and support the investigation process.
Next, I would consult the organisation's code of conduct and ethical guidelines to ensure a clear understanding of the principles violated. This step aligns with the importance of referencing organisational policies in addressing ethical concerns (CIPD, 2021).
Subsequently, I would schedule a private meeting with the immediate supervisor or manager, presenting the details in a factual and objective manner. This aligns with the principle of addressing issues at the lowest level possible, promoting effective resolution SHRM, (2021). During the meeting, I would express concern for the well-being of the affected employee and emphasise the potential impact on the workplace environment. It's crucial to maintain professionalism and avoid making assumptions. If the issue persists or is not adequately addressed, I would escalate the matter to higher management or the appropriate authority within the organisation, following the established chain of command. This escalation ensures that ethical concerns are addressed with due diligence Cascio & Boudreau, (2011).
Reporting an unethical issue involves gathering details, referencing organisational policies, addressing concerns with the immediate manager or colleague, and escalating the matter if necessary. This approach aligns with ethical guidelines, organisational policies, and principles of effective issue resolution.
b) where you believe something contravenes legislation. (AC 1.4)
In my current role as head of health, safety and resilience at Pobl Group, Pobl (2024) and a chartered member of the Institution of Occupational Safety and Health, (IOSH) (2024), I identified a situation contravening Health and Safety (H&S) legislation, such as inadequate safety measures in the workplace, I would raise the matter to my line manager or if there was a sever breach of legislation I would contact the Health and Safety Executive (HSE) directly as I am duty bound to.
Firstly, I would inspect the issue to make sure any unsafe conditions were made safe reducing any possible hazards, I would then undertake thorough report documenting everything as this would serve as tangible evidence when discussing the matter, this would involve speaking with any colleagues involved in the incident so I would need good communication skills, empathy, time management and leadership skills to do this. Secondly, I would re-familiarise myself with the applicable H&S legislation, such as the Health and Safety at Work Act 1974 in the UK, to clearly articulate the breaches and potential consequences (Legislation.gov.uk, 1974) I would also look at Pobl Groups policies and procedure to ensure the legislative requirements were documented.
I would request a private meeting with the manager to discuss the H&S concerns. During the meeting, I would present the documented evidence and reference the specific legislative breaches, emphasising the potential impact on colleague safety and legal compliance. If the issue persists without resolution, I would escalate it to higher management within Pobl or the appropriate health and safety authority such as the HSE through a RIDDOR report. This escalation ensures that the matter is addressed with the necessary urgency and in compliance with established protocols.
What can be seen is that in addressing H&S contraventions I would need to meticulously document all that I needed to, I would need a sound understanding of relevant legislation, and I would need to present the concerns to management in a structured and informative manner. This approach is crucial for maintaining a safe working environment. All of this involves clear and effective communication, and buy in form all within Pobl so that any legislation breaches can be rectified and any potential future issues be mitigated against. 
5)	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)
Social Identity Theory (SIT), proposed by Tajfel and Turner (1979), asserts that individuals categorise themselves and others into social groups based on shared characteristics, fostering a sense of identity and belonging. When individuals at work feel included and valued, their social identity within the organisation becomes positively reinforced. This leads to increased job satisfaction, higher organisational commitment, and improved overall well-being, Hogg & Terry, (2000). SIT highlights the importance of a positive social environment in promoting a sense of inclusion and fairness, ultimately benefiting both individuals and the organisation.
Inclusive Leadership Model - The Inclusive Leadership Model, as proposed by Nembhard and Edmondson (2006), focuses on leadership behaviours that foster a climate of inclusion. This model posits that inclusive leadership, characterised by behaviours such as humility, openness, and empowerment, contributes to psychological safety within teams. When employees feel psychologically safe, they are more likely to contribute their unique perspectives, leading to increased innovation and better team performance. Inclusive leadership creates an atmosphere of trust and fairness, enhancing the overall effectiveness and success of the organisation.
Both Social Identity Theory and the Inclusive Leadership Model underscore the importance of fostering a workplace environment where individuals feel included, valued, and fairly treated. The positive outcomes include heightened job satisfaction, increased commitment, and improved team performance. These benefits contribute not only to individual well-being but also to organisational success, as evidenced by higher levels of innovation and productivity.
In my perspective, Pobl Group is an organisation that prioritises inclusivity and fairness, this create a positive workplace culture that attracts and retains diverse talent, Pobl (2024). This, in turn, leads to Pobl being a more innovative and resilient organisation, better equipped to navigate the challenges of a dynamic business environment. By valuing individuals and fostering a sense of inclusion, Pobl can harness the full potential of their workforce, resulting in sustained success and a positive impact on both the people within the organisation, the organisation itself, Pobl’s customers and wider stakeholders in our communities. 
6)	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)
It is vital that HR professionals Building Inclusivity at the Design Stage of any project so that the project can be fully understood and have the best chance of success, Daft et al, (2015). To be successful there area number of things a people professional can do, two examples are:
Diverse Task Forces - Establish a diverse task forces or working groups during the design stage, ensuring representation from different backgrounds, demographics, and perspectives. These groups collaborate in the development of the initiative, bringing varied insights and experiences to the table. The people professional by incorporating a range of viewpoints, ensures the design becomes more inclusive, addressing potential biases and better meeting the diverse needs of the workforce (CIPD, 2021).
Inclusive Design Thinking Workshops - Conduct inclusive design thinking workshops where people professionals, alongside colleagues, engage in a creative and empathetic process to ideate and plan initiatives. This approach encourages participants to consider the diverse needs and preferences of employees from various backgrounds. It fosters innovation by emphasising inclusivity as a fundamental aspect of the initiative, ensuring it resonates with a wide audience, Brown (2008).
Two ways of Checking Inclusivity After Implementation are:
Firstly, Metrics and Analytics – the People professional could establish quantifiable metrics related to inclusivity and utilise data analytics after the implementation of the initiative. This would allow them to track key performance indicators (KPIs) such as employee engagement levels, participation rates across demographics, and promotion rates. Analysing these metrics provides an objective assessment of the initiative's impact on different segments of the workforce, allowing for data-driven insights and adjustments, Kulik, Roberson, & Perry, (2007).
Secondly, Cultural Competence Training and Awareness Programs – the people professional could implement cultural competence training and awareness programs post-implementation. These training programs help employees and leaders understand and appreciate diverse perspectives. Regular training sessions and awareness programs create an inclusive organisational culture by promoting understanding, respect, and open communication among employees with varying backgrounds, SHRM (2021).
Building inclusivity into people practice initiatives at the design stage involves incorporating diverse perspectives through task forces or inclusive design thinking workshops. Checking inclusivity after implementation requires the use of quantitative metrics and analytics along with ongoing cultural competence training and awareness programs. These approaches collectively contribute to a more inclusive workplace culture, CIPD (2024).

Task 2
1.	Reflect on your own approach to working inclusively and building positive working relationships with others. (AC 2.3)
As head of health, safety and resilience in Pobl group we have teams of colleagues pan Wales from Bangor university to support teams in Pembroke Dock and head offices in Newport. As we cover a large geographical area and diverse teams I prioritise open communication, active listening, and respect for diverse perspectives. I believe in creating an environment where everyone feels heard, valued, and empowered to contribute. Actively seeking to understand others' experiences and perspectives fosters empathy, building positive working relationships and ensures buy in to health and safety cross Pobl. I aim to recognise and appreciate the unique strengths each individual brings, contributing to a collaborative and inclusive team dynamic. This approach not only enhances team cohesion but also promotes a workplace culture where diversity is celebrated, and everyone has the opportunity to thrive. 
2.	Explore how the role of a people professional (specialist or generalist) is evolving and the implications this has for your CPD. (AC 3.1)
The role of people professionals, whether specialists or generalists, is evolving to meet the dynamic demands of the modern workplace, CIPD (2024). With a growing emphasis on technology, data analytics, and strategic business alignment, people professionals are increasingly becoming strategic partners in organisational decision-making. The shift involves a focus on skills such as data analysis, change management, and digital HR capabilities. For continuous professional development (CPD), this evolution implies a need to acquire and enhance skills related to data-driven decision-making, technology integration, and staying abreast of legal and industry trends. Additionally, fostering adaptability, emotional intelligence, and a strategic mindset becomes crucial for navigating the evolving landscape and effectively contributing to organisational success. CPD efforts should align with these emerging competencies, ensuring that people professionals remain agile and valuable contributors to the evolving needs of the workplace.
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Description automatically generated]3.	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)
Based on Q1&2 and the feedback from my line manager I have comprised a SWOT analysis to help me assess my needs:
	Strengths 
· People person 
· Dedicated & committed 
· Diligent
· Willingness to learn  
· Get things done 


	Weaknesses 
· Data insight and use 
· Over willing to take on new tasks / work 
· Delegation skills 

	Opportunities 
· Develop empathy and emotional managerial and leadership skills
· Cross team working skills 
· Training on new subjects 
	Threats 
· Workload and time pressures
· Lack of resources to undertake tasks
· lack of emotional understanding and skills 



What can be seen from Q1&2, feedback form my line manager and my SWOT analysis is that there is a growing emphasis on technology, data analytics, and strategic business alignment in my work as such these are areas I need to develop in as a priority. The modern workplace will become very reliant on IT and AI, CIPD (2024) as such this is a development area for myself.
I also need to learn how to manage workloads better, to delegate tasks to competent team members. By developing my listening and empathetical skills I will create a psychological sae environment where all can contribute to work tasks knowing that they are valued. This is important in developing colleagues, retention and upskilling all, Allen (2008).  
Emotional intelligence is the main area based on my self-assessment where I need to focus most on. Emotional intelligence is vital in the workplace and team building, Moore (2009) for several reasons. Firstly, it enhances communication by enabling me to understand and manage my own and my teams emotions, as well as empathising with others' feelings, fostering stronger relationships and conflict resolution. Secondly, it promotes effective leadership by cultivating self-awareness, adaptability, and motivation, crucial for guiding myself and teams through challenges. Additionally, it cultivates a positive work environment, boosting morale, productivity, and employee retention, Moore, (2009). By enhancing my emotional skills and knowledge all other development areas in my SWOT analysis will fall into place. 
4.	In follow-up to your self-assessment, identify a range of formal or informal development activities you will undertake to support your ongoing professional development. Your response should include a brief description of your chosen activities and your reasons for selecting them. (AC 3.3)
To help in my continued development and based on the questions above the activities I will undertake are:
Formal Training Workshops: Participating in workshops dedicated to emotional intelligence and empathy will provide structured learning, covering topics like self-awareness, social skills, and empathy-building exercises. These workshops often involve expert facilitators, interactive sessions, and practical techniques for application in the workplace. These workshops will be led by my organisation Pobl Group or the CIPD.
Online Courses and Webinars: Utilising online platforms offering courses and webinars on emotional intelligence, empathy, and data analytics provides flexibility and accessibility for self-paced learning. I will use platforms like LinkedIn Learning, CIPD, BBC bite size etc as they offer diverse courses ranging from beginner to advanced levels, allowing me to tailor my learning journey.
Peer Coaching and Mentoring: Engaging in peer coaching or mentorship relationships would help me as it would allow informal learning and feedback exchange. I will do this with colleagues who excel in emotional intelligence, empathy, or data analytics as it enables knowledge sharing, skill development, and personal growth through real-world experiences and insights.
Reading Books and Articles: Regularly reading books, articles, and research papers on emotional intelligence, empathy, and data analytics will expand my knowledge and understanding of these topics. 
Practice Reflection and Journaling: Engaging in reflective practices and journaling will allow me to introspect, assess personal strengths and areas for improvement, and track progress over time. As part of this course I have become a student member of the CIPD and as such I will start to use their CPD record as a reflective journal that will aid in focusing my development needs and allow me to reflect on learning and to prioritise development areas. 
Selecting these activities will provide me with a comprehensive approach to developing emotional intelligence, empathy, and data analytics skills. Combining formal training with informal learning methods will ensure a well-rounded professional development journey, enhancing my own individual capabilities and overall workplace effectiveness.

5.	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)
I have undertaken several learning activities in the last 12 months both in work, in my capacity as an adult volunteer in the army cadet force (ACF) and as an individual. Engaging in a workshop on effective communication with the ACF significantly improved interpersonal skills, enhancing my ability to articulate ideas and actively listen. This positively impacted my behaviour, fostering more collaborative and productive interactions with colleagues. Secondly, completing an online course on time management developed by the learning and development team in Pobl instilled efficient organisational habits. The newfound skills translated into enhanced performance, enabling me to meet deadlines consistently and manage tasks effectively. Lastly, participating in a leadership development through coaching and mentoring with Pobl Group program refined my decision-making and conflict resolution skills. This positively influenced my behaviour as a leader, fostering a more cohesive and motivated team. Overall, these learning activities not only shaped my behaviour positively but also contributed to a noticeable improvement in my overall professional performance.
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Nefyn Cardwell (You) 16/03/2023
You: Wellbeing Team We continue our commit...
Hayley Hughes 15:17
Not a problem at all, it's my job, we should pro...
Deanna Coleman 14229
You: as i pressed send on an emil you sent this ..
Rob Winnett 11:40
no worries, was just checking in case you have ...
Rebecca Jacobs 10:14
I'm still undecided on Cardiff. | know | need to ...
Cath Waters 10:05
Thanks for the update

Emily Saunders 08:22
Hi Nef, 1 email address would be best so you k...
Ceri Richards 18/01
Will do if we ever get passed the bin store @
Natalie Seaton 18/01
You

Natasha Cody 18/01
Amazing! Diolch Nef @

Kevin Connolly 18/01
Very nervous. bit like us there is a feeling thing...
Lois Davies 18/01
What is missing Nef?

James Wall 18/01
Cheers Nef, will keep an eye for this. Will give y...
EICR update 18/01
Neil: Many thanks for the update Jon - really pr...
Leigh Ellis 18/01
Okay, that sounds like a plan. I'l email marsh n...
Pipa Hunt 18/01

You: no worries
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Last read

Hayley Hughes 15:04

That's a real testament to you and the team

Hayley Hughes 15:16
_@. Here you go Feedback for NC regarding his CIPD assignment
Strengths

1. Inclusive Manager who is well respected
2. Solid deliverer - clear roles and responsibility for team
3. Kind nature.

Areas for Development

1. Self-discipline with your time, need to ensure proper rest and recuperation time and ensure team aware that.
2. Can sometimes be too involved. HH suggestion - do you delegate properly, do you feel that the team feel properly
empowered, are they comfortable to make decisions that they are accountable for, or do they refer for you to make the

decision?
3. Need to work on some of the team’s confidence in their abilities.
4. Creating a psychologically safe place for people to learn without fear of failure.

5. Task and finisher / uncomfortable with ambiguity and the unknown - need to become more comfortable with this as a

leadership development area.

6. Emotional situations make you feel uncomfortable, we discussed how you would approach your family with support vs
how you approach the team, and | suggested that a similar approach to what you described with your family approach

would be effective in work, often being able to talk things through helps enormously.
7. You need to feel more secure that you can provide the safety that the team need to know it's ok not to be ok, without
trying to fix things for them - again similar to above providing them with a safe space to be vulnerable without any

judgement.
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