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TASK1
Question 1
With reference to typical activities and behaviours, appraise what it means to be a ‘people professional’. (AC 1.1)

The role of people professionals is multifaceted and has the most demanding roles in organisations. Over the years, people professionals' (PP) roles evolved from being a people-focused function that addresses employees' concerns to being strategic drivers of the organisations, focusing on organisations' aims and objectives and helping them achieve these goals (CIPD, 2024a). PP is expected to meet the workforce's and management's expectations while innovatively finding solutions for all organisational challenges. 

CIPD's profession map (CIPD, 2023a) outlines eight core behaviours for PPs, including conducting their practices ethically, engage the professional courage to voice out and influence, valuing people and working inclusively, delivering results that create value for the organisations, and having a desire for learning. People professionals are uniquely placed in organisations and are responsible for using their knowledge and expertise to strategically drive the organisations to achieve their aims and objectives (CIPD, 2020a). 

As part of it, they identify the leadership potential in organisations and offer training and development programmes to create empowering leaders, which is crucial for organisations (Garavan et al., 2016). In recruitment, PP monitors whether the recruitment practices are fair and ethical (CIPD, 2022b); in learning and development, they identify skill gaps and learning needs among the workforce and advocate for a culture of knowledge sharing and continuous learning (CIPD, 2023e). Regarding performance management, they train the managers to lead the teams (CIPD, 2024d) effectively.
  
From the outside, the PPs are the 'Magic Bullets' of the organisations, and they have the power to influence all areas of the business to implement ethical practices and influence management to make the right choices and make effective decisions. But this is different in practice. Organisations willingly trade off people's decisions and prioritise business needs (CIPD, 2023d). Although PP was trained to keep 'people at the heart of their practices', they could only implement these good practices with the management's cooperation. For example, Amazon, which has a great HR team (Andrews, 2018), introduced a corporate communication policy to silence employees' voices, asking their employer to improve their climate policies (Merchant, 2021). A CIPD report noted that three in ten professionals reported feeling a conflict between their own beliefs and the organisation's expectations of them (CIPD, No Date a).

In summary, people professionals are crucial for organisations. They have the expertise and ability to drive the organisation strategically and ethically, but they need management's support to accomplish this.                                                                                (Word Count – 397)

Question 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 practice in an organisational context denotes applying ethical values across all aspects of business operations. However, organisations often willingly trade off people management decisions for organisational priorities (CIPD, 2023f). In this organisational climate, people professionals (PP) must rely on ethical values to guide their decision making (CIPD, no date). Various ethical frameworks highlight this, such as CIPD’s eight ethical lenses, which give different perspectives to PP and guide them in their decision making (CIPD, 2015). Deontology and Utilitarianism are considered for further exploration.
 
Deontology: This framework emphasises that people should fulfil their duties and obligations to individuals or society when making decisions (Olanipekun and Jayeoba, 2022). It guides PP to follow a robust code of ethics when making decisions. For instance, the Hywel Dda Health board runs a leadership programme to ensure the foundation for a solid future leadership across the business areas. The PP who runs this programme designed and delivered a comprehensive programme. In this respect they fulfil their organisational duties and obligations and help them achieve their goal.  
However, this programme is only available for staff members who reached a particular salary band; very rarely, minority group members ever reach this salary band and are therefore, excluded from this opportunity. This raises the question of whether the PP fulfils its obligations to this cohort. 
Critics pointed out that this theory emphasises moral absoluteness, which creates challenges to adhering to it fully (Ombanda and Obonyo, 2019), as evident in the above example.

Utilitarianism: This framework emphasises that decisions should be made to maximise the benefits for more people (Gustafson, 2013). It highlights the moral relationship between the business and its stakeholders. For instance, as part of effectively tackling the financial challenges, Hywel Dda reduced the funding allocation for learning and development opportunities, such as for Continuous Professional Development learners, compared to previous years; the PP scrutinise each application to fulfil this requirement. The Utilitarian stance justifies this as the organisation needs to prioritise financial sustainability to ensure the delivery of healthcare services to the population, which is the priority. On the other hand, learning provision became inequitable as learners are disadvantaged, and without further learning, they might not be able to progress in their careers.

Some critics argue that Utilitarianism favours the ‘boss’ or the organisation and gives them the upper hand in decision-making (Ombanda and Obonyo, 2019).
 
From the above examples, it is evident that there is no ‘single perfect’ ethical solution for the organisational challenges that create moral dilemmas for PPs. The 2021 CIPD survey found that most PPs were compelled to compromise their professional principles due to pressure from management (CIPD, 2023f).                                             (Word Count – 438)






  

Question 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)
Organisations are changing due to economic downturns, business competition, technological advances, etc. Due to these pressures, people management decisions often involve trade-offs between organisational needs and priorities (CIPD, 2023d). Therefore, people professionals (PP) bear a huge responsibility for influencing others, especially management, and enabling them to make the right decisions. 

PP are trained experts who put people at the heart of their practices (CIPD, 2023a). They have the knowledge and tools to provide advice, insights, and strategies to handle organisational practices and challenges and ensure they are ethical and acceptable to the stakeholders in line with the business aims. If not, they propose alternative solutions and influence the management to make ethically sound, transparent decisions (Briner, 1989). Because wrong choices not only damage the organisation’s reputation but also hugely impact individuals' lives (CIPD, no date b), In addition, ethical workplaces have been proven to be more successful (CIPD, 2015).  

PPs are strategically placed in organisations to ensure that organisational practices are ethical and that decisions are made based on available good-quality evidence rather than fads and fashions (Briner, 1999). For example, When the management is making a decision that would impact employees, PP could influence the management to consult the employees and incorporate their feedback in the decision-making; it not only ensures fair practice but also contributes to building employee trust in the organisation, making them feel valued, and increasing their job satisfaction (CIPD, 2024b).

However, PP were not always be able to influence managerial decisions. Over the years, their role changed from a people support function to strategic drivers of the organisation. Their role is more like performing a balancing act between management and the workforce. They often face ethical dilemmas between balancing business objectives, employee rights, and their well-being (Tiwari, 2023). On the other hand, management might decide to go ahead with their original decision despite the advice and insight offered by the people professionals.

However, PP can try their best to do the right thing and ensure a loud ‘people practice voice’ is heard. It could be done by having a good understanding of the organisation and its aims and objectives, having a good knowledge of the workforce and their needs, having a thorough understanding of the current legislation and practices, understanding their own strengths and limitations, and above all, have the ability to employ moral courage to speak up and critique the unhealthy or damaging organisational practices in a way that the management can understand (CIPD, 2023a).                                                  (Word Count – 411)

Question 4
[bookmark: _Hlk133927075][bookmark: _Hlk133927739]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),
b) where you believe something contravenes legislation. (AC 1.4)
Part A 
The deontological view considers unethical behaviour is wrong in itself regardless of intended or unintended consequences (Velasquez, 2005).

If I witness someone casually making subtle discriminatory comments based on an employee’s characteristics, such as gender, age, or ethnicity, I will first raise the issue with my manager. I will explain the incident and point out that behaviours like these are unethical and illegal and also against the organisation’s core values. I will ask for his support in raising it with the management.

Then, I would report it to the Equality and Diversity lead and the director of Workforce and Organizational Development and point out that seemingly casual comments like these are microaggressions and damaging to the already struggling groups (Sue et al., 2007). In addition, these behaviours are illegal and against the organisation’s equality and diversity policies. I’d request the management to take prompt action to signal that the management is dedicated to fostering a positive, inclusive workplace culture.

As a learning and development professional, I would suggest raising awareness among the workforce by running regular ‘unconscious bias and equality and diversity’ workshops so that they will have more knowledge and understanding about the importance of inclusivity.

Part B 
If I were to witness that someone was being disadvantaged at work due to their disability, such as mental health issues and were treated disparately, I would raise it to my manager. I will point out this is against the Equality Act 2010 legislation, and the duty of care aspect states that the employer is responsible for making reasonable adjustments for employees who have substantial disadvantages because of their disability. I’d highlight that ignoring this may have adverse effects, such as the staff member taking the organisation to an Employment Tribunal, which would not only result in a hefty fine but also seriously damage the organisation’s reputation.

On the other hand, not addressing this discriminatory practice might make it acceptable behaviour and contribute to creating an unhealthy work environment and culture. This will affect employee wellbeing and productivity and increase turnover intentions (Samanani, 2019); it may lead to skill and talent gaps.

I would further say that, as people professionals, we should do what is right for people and the organisation. Therefore, we need to address this promptly, meet with the individual, and find out their adjustment requirements. We should also raise awareness among the workforce about Equality and inclusivity and the legal frameworks attached to that.  
                                                                                                                                  (Word-Count – 408)








Question 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)

Equity Theory
Equity theory gives organisations valuable insights on maintaining productive, high-performing employees. It proposes that employees focus on the rewards they receive for their efforts and compare their rewards with what others receive (Al-Zawahreh and Al-Madi, 2012). If they perceive that they are not treated fairly and equitably, they take action to set the balance right (Ramlall, 2004). For example, if they perceive their job efforts haven’t been rewarded appropriately compared to others, they may reduce their efforts.

Organisations must develop equitable policies and reward systems and be transparent in treating employees. This will highlight the organisation’s commitment to valuing employees’ talent, granting rewards based on merits, and promoting inclusivity. Employees perceiving inequitable treatment could reduce their work effort, affecting their performance and the organisation’s productivity and competitiveness. In addition, employees might decide to quit, leaving talent gaps and further hindering the organisation’s productivity (Ramlall, 2004).

However, this theory was criticised for oversimplifying social exchange and human interactions (Davlembayeva and Alamanos, 2023).

Psychological Safety Theory
This theory posits that the team members have a shared belief that their team is a safe place to take interpersonal risks, such as asking for help, raising a concern, voicing their opinion, and even owning up to mistakes (Edmondson, 1999). This shared belief allows them to bring their authentic selves to work (Edmondson & Lei, 2014). 

Creating psychologically safe work environments is essential for organisations as they need their employees to speak up and share ideas, which benefits them (Edmondson & Lei, 2014). Employees who were satisfied with their organisations were committed and more engaged with their job roles (Rasool et al., 2021). Psychological safety was proven to be one of the determinants of achieving team goals, joint problem-solving, and learning from mistakes. Equally, everyone feels that their voices are heard, and it increases organisational citizenship (CIPD, 2024c). Research indicates that inclusive workplaces are highly innovative (Büter, 2020).

However, this theory attracted criticism for not including social categories such as race, class, and gender following a one-size-fits-all approach (Song et al., 2020) and not giving coherent answers when race intersects (Woodson et al., 2020). 

In summary, the above theories highlight the value of equitable treatment and creating a safe environment for the workforce. Organisations should not only consider these in a ‘quid-pro-quo’ manner but acknowledge their responsibility to create a secure environment and treat their workforce fairly as social responsibilities and promote well-being all around.   
                                                                                                                                  (Word Count – 402)


Question 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)

Psychological theories suggest that people assess their social environment to realise how they fit in these environments. Therefore, workforce inclusion is imperative for people to feel valued and accepted within their teams (CIPD, 2023c). On the other hand, it is vital for organisations as well; when employees feel safe in their teams and believe they are part of it, they will openly share their ideas, own up to mistakes, and raise their concerns (Edmondson, 1999). It will benefit organisations in various ways, such as amending their business design, taking preventive measures for near misses, and growing their business in the competitive business world. 
 
If the organisation is to create a policy, in this instance, a hybrid working policy, firstly, the people professionals need to encourage the management to gather stakeholder (employees) feedback as they are the ones going to use the policy. It could be done by getting ideas and thoughts from conducting employee focus groups and surveys and incorporating the feedback into the design stage. For example, home working is part of hybrid working, but not all roles are suitable for remote working (Knight et al., 2022). Based on the feedback, the people professional could look for other flexible arrangements, such as long working days or staggered work hours (Chafi, Hultberg, Yams, 2021).  
 
Secondly, the people professionals need to train the line managers to effectively manage the workforce that may undertake hybrid/flexible work. The managers may be working in a different location or at different times. Therefore, they need to have adequate training to effectively communicate with their team members about performance expectations and promptly address any underperformance issues (CIPD, 2022b).
 
Once the flexible working practice is implemented, the people professional can check the inclusivity by gathering statistics on the uptake of the flexible working practice.  If any employee cohorts (e.g. Estate Staff) were not undertaking this facility, explore further and find out what barriers they face to using flexible working. Then, they will find solutions to eradicate the obstacles so that they can undertake flexible work if preferred. The organisation actively needs to demonstrate that they treat all the employees equitably; research indicates that inclusive organisations are innovative (Büter, 2020).
 
The people professional can also gather feedback via surveys and focus groups about the flexible working practice, find out whether it benefits the staff, and, if any amendments are required in the existing policy, suggest possible alterations to the management in line with the business needs.                                                                                              (Word Count – 408)





TASK 2
Question 1
Reflect on your own approach to working inclusively and building positive working relationships with others. (AC 2.3)
Workplace inclusion refers to the extent to which employees perceive that they are valuable members of the team based on how they’ve been treated, which satisfies their needs for belongingness and uniqueness (Shore, Cleveland, and Sanchez, 2018).  Research suggests that inclusive workplaces heightened employees’ job satisfaction and productivity and decreased turnover intentions (Maj, 2023). 
 
As a learning and development professional, I work inclusively and build positive working relationships.  I frequently communicate with potential learners in the broader workforce, colleagues in different teams and external stakeholders such as Universities.  First and foremost, I treat them with respect and kindness in line with Hywel Dda Health Board’s nine core values.  It starts with pronouncing their names correctly.  I always subtly establish that they are in a safe environment and will not be judged for expressing their concerns, comments, and suggestions.  This aligns with the psychological safety principles (Edmondson, 1999).  
 
Especially when dealing with queries from learners, I listen to them attentively, without interrupting and with an open mind.  When giving information, I avoid technical jargon and use plain English.  When they make suggestions, I note them and explore whether they can be accommodated in the current practice.  Alternatively, when working with colleagues, I give them space to raise their concerns, voice their suggestions, listen attentively, give credit to their contributions, and appreciate their time. 
 
When working with external stakeholders, I listen to them, understand and acknowledge their time pressures and try to respond to their queries promptly.  When having meetings, I ask for their ideas where relevant to improve current collaborative working and monitoring practices.                                                                                                                (Word Count – 263)
 

Question 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)
Over the years, people professionals’ (PP) roles have evolved from a people-focused function to strategic drivers of organisations and driving the organisation’s aims and objectives further (CIPD, 2024a). 

The People Profession Report 2030 outlines that people professions are evolving with the following five workplace trends, contributing to organisational changes. These are, evolving organisational models, digital and technological transformation, changing workforce demographics, diversifying employment relationships, and organisations’ keen focus on sustainability (CIPD, 2020a). 

To strategically influence the organisational changes, PP need to upskill themselves. As part of it, they must thoroughly understand the organisational aims and goals. For example, they can give advice and insight into the system design and skills development stages and ensure the proposed systems and frameworks are acceptable to all stakeholders (CIPD, 2024a). People professionals also need to focus on developing skills that fit for the future, enabling the workforce to work with agility and autonomy. When required, they must engage with professional courage and speak up to ensure that organisational decisions are fair and ethical for all stakeholders. However, these multitude of demands understandably put immense pressure on these professionals.

As a learning and development professional, I need to upskill myself to accommodate the abovementioned changes; for example, I need to learn new software such as Power BI and automation to create and manage processes. In addition, I need to upskill myself in other areas of people's professions. When identifying competence-related issues, raise them with management to find solutions. Also, if data analysis shows disparities in the training provision, I need to engage professional courage and raise it with the senior management team.                                                                                                                    (Word Count – 267)


Question 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).
[image: A white and black list with text
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Self-reflection is a powerful tool in a person’s development (CIPD, 2022a), and constructive feedback aids self-awareness (2007). I found reflecting and assessing my strengths, weaknesses, and developmental needs were a valuable exercise. 

Strengths: I am an empathetic individual with emotional intelligence, which allows me to empathise with the people I work with. It enables me to understand their concerns and see their needs from their viewpoint. As a people professional, this is a required quality as it allows me to value people, have insights into issues, work inclusively, and carry out my working practices ethically (CIPD, 2023a). My line manager highlighted these and mentioned they were my strengths, which confirms my appraisal.

Weaknesses: I keep all parties happy and satisfied with the outcome. However, at times, I had to deliver unfavourable decisions. At these times, I explore whether any alternatives could be suggested and discuss this with my line manager. It could have appeared as needing more confidence to provide unpopular choices. However, when thinking about my inclination to keep people happy, it could be that I am at an unconscious level try not to attract negative attention as a minority ethnic woman. It is probably a strategy rather than a confidence issue.

Developmental Needs: When considering my developmental needs, I’d like to upskill myself in human resources and employment law and fine-tune my skill set. In this respect, I agree with my line manager’s feedback. I also need to find a way to break the barrier of ‘being the other’ in my head and bring my true self to work.                                        (Word Count – 261)                                                             

Question 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)
Conflict Management training: Since sometimes I need to deliver unpopular decisions, I am hoping to attend the Conflict Management workshop delivered by the Hywel Dda Learning and Development team would be beneficial. This programme gives tips, strategies, and tools to resolve and/or deal with workplace conflicts. Therefore, attending this workshop will equip me to prepare to deal with disputes.

Gaining overall HR Knowledge: I would like to attend lunchtime webinars run by the Healthcare People Management Association (HPMA). They deliver workshops on various HR topics, such as managing change initiatives, employment law, HR-related case studies, evidence-based practice, etc. Attending these webinars will widen my knowledge and exposure to HR areas other than learning and development. In addition, I spoke to my manager to arrange to spend a day with the Leadership Development team to understand how the programme works, which will give me a comprehensive understanding of leadership development within the Hywel Dda health board.

Networking and peer mentoring: I reckon that I have a mind barrier to expressing my true self, which was a learnt habit as a female child growing up in a conservative community in a South Asian country, then moved to a country where societal norms and stereotypes impose barriers. Attending a workshop will not help me to overcome these barriers; it is much more nuanced. I believe reaching out to peers from minority groups in my network and having conversations, including sharing our experiences and strategies to cope and overcome these barriers, would be more beneficial, and I am hoping to do that.  
                                                                                                                             (Word count – 258)





















Question 6
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)

Present your reflections, attached to your assignment, as either:
· [bookmark: _Hlk129789080]your own format CPD record, edited to include just the three selected activities, or
· a report (or reports) from the CIPD ‘My CPD Reflections’ tool. 

	Activity 1 – CLEVRY occupational test user training course

	
I completed a psychometric test user qualification certification to administer, interpret, and provide feedback on psychometric assessments. It is equipped me with the skills to effectively evaluate personality, cognitive abilities, and aptitude. It also enhanced my understanding of psychological constructs and how they impact decision-making in various contexts, such as hiring and education. Moreover, I took the psychometric personality assessment test as part of the course, revealing my strengths and areas where I need to develop myself. Overall, this qualification enhanced my professional competence.



	Activity 2 – WILDFIT Health Programme

	
I have completed a 13-week holistic health programme called 'WILDFIT', created by Eric Edmeades. This programme may not strictly come under 'learning'. However, it was a great learning experience. It transformed my relationship with the food. It educated me on nutritious eating and addressed emotional ties to food. It aims for long-term wellness, not just weight loss. The idea was to understand food's impact and overcome emotional eating so that individuals can reclaim control over their health. I found that WILDFIT's approach is sustainable. After completing this programme, I realised that I have more energy and am more alert; it has positively impacted my work.



	Activity 3 – Associate People Diploma (CIPD – 5)

	
I still need to complete the following learning activity, but I started in the last 12 months. I'm currently studying for the CIPD Associate People Diploma. It provides a comprehensive understanding of HR practices and the responsibilities of people professionals towards the organisation and the workforce. As a people professional, this programme heightened my alertness and attention towards organisational practices and enabled me to see the same issue from multiple perspectives. It also made me realise my responsibilities as a people professional, for eg. voicing out when required. It also highlights the importance of following evidence-based best practices and upskills me with current practices and goals in the 'people profession' world
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Colleague Feedback

Designation

Line Manager

Strengths

Strong work ethic demonstrates compassion and
consideration for colleagues inside and outside the
department, a willingness to help in every aspect,
strong computer literacy skills utilising advanced
systems and techniques, extremely knowledgeable,
has a good ability to build relationships with peers
internally and externally.

Weaknesses

Sometimes lacks confidence specifically when
dealing with conflict ie. cascading unpopular
decisions to staff members outside of the team.

Developmental Needs

Development of wider HR knowledge and skills to
have an all-round broader skill set, improving self-
confidence and conviction in the messages being
delivered, perhaps communication techniques
could help here.





