Q1: People Profession’s purpose and value (AC 1.1)                
Professionals are members of an association, guided by codes of ethics and a commitment to competency and integrity, going beyond just a vocation (Smith and Mitchell 2022). 
People profession central purpose is to ‘champion better work and working lives’ (CIPD 2025a). The CIPD Profession Map (Figure 1) provides a framework identifying three core values. These are 'principle-led,' 'evidence-based,' and 'outcome-driven'. However, CIPD accreditation is not mandatory for working in people practice, which risks inconsistent standards and reduced professional credibility (Thomas 2024a).
Figure 1: CIPD Profession Map (CIPD 2025b)
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This requires practitioners to act ethically, exceed minimum standards, and make decisions embedded in comprehensive and high-quality information to deliver meaningful outcomes for all stakeholders promoting improved working conditions, satisfaction and wellbeing for both individuals and organisations. Being an expert, maintaining the highest skill-level, and committing to continual learning are essential in providing a relevant and accurate people service in today's dynamic and challenging work environment (Waite et al 2021).
Personal behaviours play a crucial role in delivering a purposeful professional and value-driven ethical service. Behaviours include building trust through integrity and principled actions, demonstrating assertiveness and courage to address challenges, valuing and respecting individuals to foster inclusivity, driving change for commercial success, lifelong learning commitment, staying curious to fully understand the context of issues, and making sound decisions tailored to unique situations (CIPD 2025c). These are demonstrated through ethical considerations, accountability, fairness, supporting wellbeing, building relationships, sharing knowledge, self-awareness and thoroughly researching and evaluating evidence (CIPD 2025d-k). While these can be challenging when practitioners 'lack confidence and self-belief' (Waite et al 2021,pp.80), adhering to these core values and behaviours ensures 'positive change through people managers’ (Cheese 2021,p5).
The CIPD Code of Conduct outlines five core qualities including a positive working life impact, stewardship, good character, professional competence, and personal responsibility (CIPD 2023a). These qualities contribute to diversity, role-modelling, authenticity and trust (CIPD 2019a, CIPD 2025l). These are difficult to develop if individuals do not perceive practitioners as genuine (Brann 2021), however it can be achieved through transparency, ethical conduct and consistent practices.
Professionals must resist pressures to act unprofessionally. Instead embrace both role and individual responsibility, consistently acting with integrity (Taylor and Woodhams 2022b). Professionalism is essential in decision-making, ensuring informed choices, trust and enhancing overall organisational and individual effectiveness (CIPD 2025b).
Q2:  Personal and Ethical values (AC 1.2)                                                         
Decision-making is shaped by four forces including business needs, legal requirements, ethical considerations, and personal perspectives. These factors often conflict and require alignment to ensure balanced outcomes (Taylor and Woodhams 2022b). 
Figure 2: Four forces model to determine decisions (Smith and Mitchell 2022,pp.154)
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Understanding our own unique personal values, which influence personality and behaviour, is crucial to understanding actions and decisions (Figure 3). 
Figure 3: The balance of behaviour model (Waite et al 2021,pp.71)
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Personal behaviours, often visible as the tip of the iceberg, are influenced by underlying values, beliefs, and attitudes (Thomas 2024a). Key personal values include fairness, honesty, and respect. In an SME, my diverse duties encompass recruitment, performance evaluations, role grading, payroll management, and continuous improvement initiatives. Fairness and honesty in recruitment processes, including advertising, application processing, and interviews, ensure DEI compliance and the selection of the best candidates, preventing future issues (CIPD 2024i). Sharing best practices with others nurtures a culture of respect and value for all employees. Attributes of professional courage and valuing people with the CIPD Profession Map's core behaviours (CIPD 2025b)
Ethics, defined as morality, justice, and virtue play a pivotal role in professional decision-making (Graham 2006). 
Theories include deontology, prioritising morality and equality (Khalil 2003). Also, utilitarianism, maximising majority benefit (Graham 2006) and stakeholder theory, considering diverse stakeholder interests (Thomas 2024b).
In practice, my ethical decision-making involves principle-led actions, assessing the impact on stakeholders, ensuring legal compliance, and maintaining transparency. This includes ensuring the accountancy processes are compliant as part of year-end reporting. Also processing all payroll claims correctly as per company guidelines, and ensuring transparent communication with role re-grading or promotions. No universal definition of ethical behaviour exists (Waite et al 2021), so practitioners must embed ethics into organisational decisions, recognising it as central to its professionalism (CIPD 2024a).
Utilising the eight ethical lenses ensures decisions consider diverse perspectives, leading to informed and balanced outcomes (Appendix 1). Conflicts between perspectives will occur (Armstrong and Taylor 2014), however this fuller understanding will lead to better informed moral decision-making.
People professionals face criticism for not always championing ethics, prioritising organisational interests (Crawshaw, Budwer and Davis 2017). 31% of managers are perceived unethical (CIPD 2019a), with economic pressures being a primary risk factor (IBE 2024). People Practice must earn trust by adhering to codes of conduct and fostering transparency in decision-making (CIPD 2024a). The CIPD addresses breaches of ethical codes through its Conduct Panel, reinforcing its commitment to ethical standards. In 2022/3 the CIPD received 119 complaints (CIPD 2025m)	. 
Codes of conduct, while important, are insufficient alone. Organisations must create environments where employees feel safe to raise concerns without fear of humiliation, victimization, or job loss (Jackson 2024a). 
Ultimately, bridging the gap between values and actions by embedding ethics into organisational culture, will foster trust and ensure decisions reflect personal moral integrity (CIPD 2019a).












Q3: Importance of people practitioners influencing others (AC1.3)                                           
Practitioners must effectively influence others and courageously challenge decisions. This involves engaging stakeholders, contributing actively to decisions, thoroughly investigating issues, and anticipating concerns (CIPD 2025e). 
Being well-informed about matters affecting individuals and businesses, and continuously developing core knowledge, is crucial for evidence-based decision-making and driving improvement, as outlined in the CIPD Profession Map (CIPD 2025i). Maintaining expertise supports stakeholder collaboration, addresses concerns, identifies improvements, and effectively influences decisions (CIPD 2019a).
Influence requires power (Figure 4), in areas including reward, knowledge and importance.
Figure 4: Six Types of Power Model (Smith and Mitchell 2022,pp.161)
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Through positional power, being recognised as expert gains respect in their field (Waite et al 2021). Applying the seven social dynamics principles (Appendix 2) enhances motivation, engagement, inclusion, and participation, building respect, urgency and ensures successful initiatives while managing challenges and legal risks (ACAS 2024a).
Practitioners cannot assume sole responsibility for employee engagement (Taylor and Woodhams 2022a), collaborating with line managers is critical as they are key in implementing policies, identifying learning needs, and aligning with operational requirements (CIPD 2024b). Influencing others is fundamental to maintaining a safe and effective workplace, despite no universal understanding of what is engagement (CIPD 2024c).
The CIPD decision-making checklist encourages critical thinking (Appendix 3). Investigating issues thoroughly, evaluating options, and acting confidently with transparency, will foster a trusting, collaborative workplace where concerns can be openly addressed and will increase practitioner involvement and influence.
Failure to influence effectively results in high staff turnover, low engagement, mistrust, unethical behaviour, and reputational harm, impacting internal operations, external relationships, the wider community and lead to possible legal action (Russell and Weeks 2024). Past scandals including the VW Emissions, Enron, and even the recent allegations against Gregg Wallace on TV’s MasterChef, highlight the dangers of toxic cultures where concerns are ignored or not escalated to protect reputations or revenue (Newsnight 2024), where staff feel they cannot challenge decision-makers (Rambhai 2021).
Practitioners must create an environment where raising concerns is encouraged, creating a positive culture of respectful, open dialogue. Providing robust whistleblowing mechanisms is essential to further reinforce this. Staff wellbeing also increases through transparent ‘speaking up’ avenues (Russell and Weeks 2024). 
Driving these practices enable practitioners to increase its influence by promoting a culture of trust, engagement, and ethical behaviour, which in turn safeguards the organisation’s integrity and success.
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Q4: Unethical and illegal matters (AC1.4).                                                                                  
To report unethical or illegal conduct at work requires a systematic approach (Armstrong and Taylor 2014). The likelihood of reporting matters depends significantly on an organisation’s culture (CIPD 2019h). 
Unethical finance or safety underreporting has serious legal and compliance repercussions (FCA 2025). Companies must establish transparent and robust mechanisms for employees to raise concerns. Providing access to professional networks for advice, conduct codes, data sharing, and benchmarking helps identify any potential workplace risks (IBE 2024, CIPD 2025n). Internal policies should promote fairness and encourage speaking up to address wrongdoing, which can spread if unmanaged (Smith and Kouchaki 2021).
Discrimination and harassment are illegal under the Equality Act 2010, protecting nine workplace characteristics (ENEI 2024). The Worker Protection Act 2023 strengthen sexual harassment protections (CIPD 2024k). Organisations lacking robust DEI frameworks risk prosecution. Legal compliance has driven DEI adoption (Crawshaw, Budwer and Davis 2017), though concerns persist about inadequate enforcement (Baska 2019).
If appropriate, individuals should immediately address concerns with the involved parties. If unresolved, report concerns confidentially to management with relevant evidence discussing the prospect of formal procedures being triggered such as the grievance procedure regarding individual’s issues or the whistleblowing process for public interest issues (Protect 2025). In cases where employees fear evidence may be deleted, third-party whistleblowing mechanisms and regulators, including HMRC and HSE are available (CIPD 2019h).
Comprehensive investigations may require further meetings or specialist involvement. If unsatisfied with the employer's response, individuals should escalate internally or liaise with relevant third-party associations including ACAS or trade unions (GOV.UK 2025). Companies must foster a climate where employees feel safe and aware of professional and legal standards (ACAS 2024d). 
Employees should consult the company's whistleblowing policy when considering formally reporting unethical or illegal conduct (PAI 2024). Whistleblowers are protected from day one if disclosed in the public interest, based on the Chesterton test (CIPD 2024j). Non-disclosure agreements cannot prevent whistleblowing (ACAS 2024e). Individual grievances are excluded unless affecting public interest (GOV.UK 2025).
Regular reviews of workloads and pressures driving bad behaviours are crucial (CIPD 2019a). Unconscious bias training, setting standards, and trade memberships provide clear, documented, and audited processes for all to follow (Rees and French 2016). Reinforcing best practices, ongoing DEI training and designating ethical champions support individuals in understanding expected conduct, when and how to react to wrongdoings, plus their consequences. Implementation of these produces additional benefits, including improved workforce satisfaction, problem-solving, branding and overall organisational success (DBIS 2013, Knowles 2024).










Q5: Benefits of people feeling included, valued and fairly treated at work (AC2.1)                  
Inclusion creates a workplace where all employees feel valued, enabling innovation, problem-solving, and exploration of new ways of working (ACAS 2024b). With UK skills shortages, attracting new candidates is critical (CIPD 2022b). Over 50% of employers reported increased difficulty in hiring individuals with the right skills (Businessnewswales 2021).
A universal approach to employee management often fails, as people’s needs, values, and beliefs vary significantly (CIPD 2024f). To ensure fairness and inclusion, it’s vital to address individual motivations, fostering a sense of belonging and fulfilment. Motivation is an essential employee behaviour driver. Motivation is categorised as extrinsic, driven by external rewards or penalties, and intrinsic, stimulated by internal drives including autonomy and self-determination (Waite et al 2021).
There are several motivation theories including the well-known ‘Maslow Hierarchy of Needs’. This describes five sequential levels that influence individual’s motivation with unfulfilled lower levels shaping thoughts and behaviours until completed, then enabling progress to higher tiers. It offers functional applications through the five levels beginning with physiological needs at the base of the triangle.

Figure 5: Maslow’s Hierarchy of Needs (Zalenski and Raspa 2006,pp.1121)
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Physiological needs are our basic survival requirements including food and shelter. Adequate salaries ensure these are met, preventing productivity loss and distractions due to lack of necessities. Safety needs are next once our basic requirements are fulfilled. A secure workplace allows employees to focus on tasks without concerns. Social needs form our third level through a sense of belonging created through team activities and collaboration. Esteem needs, the fourth level includes recognition and respect. Praise or acknowledgment will enhance morale. Finally self-actualisation involves the drive to achieve one’s full potential (Kaur 2013). 
However, Maslow’s theory is increasingly viewed as outdated (CIPD 2021a). The triangular shape implies fewer people will achieve its top level, with its staged process not universally predicting contemporary human behaviour (Zalenski and Raspa 2006).
Self-Determination Theory (SDT) identifies three core psychological needs of autonomy, competence, and relatedness, recognising the fluctuating relationship these have with both intrinsic and extrinsic motivation as mediators (CIPD 2021a). It also emphasises the unique impact the workplace environment and individual differences has, and how linking all these factors can result in enhanced performance and well-being.
Figure 6: Workplace SDT Model (Deci, Olafsen and Ryan 2017,pp.23)
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Modern approaches to motivation emphasise dynamic factors including goal-setting, feedback, recognition, monetary rewards, meaningful work, psychological safety, and fairness (Russell and Weeks 2024). These elements, combined with effective job design, professional development, and a supportive environment, ensure employees remain motivated, engaged, and capable of contributing to high-performance work systems (Armstrong et al 2010).
Individuals will all have their own unique set of beliefs, motivations and aspirations. However by embracing inclusivity and leveraging evidence-based motivational frameworks, organisations can maximise employee potential (Armstrong and Taylor 2014), which improves personal and organisational performance. 













[bookmark: _Hlk159579697]Q6: Inclusive people practice initiatives (AC2.2)                 
My employer PAI, a private-sector SME, initially relied on informal practices adapting to changing market conditions (Taylor and Woodhams 2022b). As PAI expanded its operations and workforce, it moved toward formalised strategies. However, resource limitations require balancing operational demands with administrative costs (Gutterman 2023).
Recognising the need for specialist skills, PAI’s management acknowledged gaps in key areas of recruitment, induction, DEI, and L&D. Employee engagement, often described as an ‘elusive beast’ (Sharp 2019), was missing, I initiated PAI’s first staff survey in 2018 to capture employee feedback, revealing dissatisfaction from a limited employee voice (CIPD 2019d).
HR responsibilities, typically assigned to line managers, were inconsistently managed (Crawshaw, Budwer and Davis 2017). To address this, PAI engaged a CIPD-qualified consultant to collaborate with managers, leveraging employee feedback and creating confidential focus groups to tackle identified issues. This initiative emphasised the need for SMART (specific, measurable, attainable, relevant, time-bound) objectives to ensure clarity, feasibility, and alignment with business goals (Mannion and Keepeace 1995).
While SMART objectives are not universally applicable (Bjerke and Renger 2017), setting clear project goals, indicators, and timelines are essential for success (Ogbeiwi 2017). Extending SMART to SMARTER, incorporating engagement and reward, further motivates, improves inclusivity and ensure organisational buy-in (MacLeod 2012).
I solely successfully sourced and integrated the HR consultant into the business, overcoming initial staff reservations through ongoing communication, regular feedback from all stakeholders, and revised recognition mechanisms to better align with strategic goals. Announcing the need for a more positive learning culture (CIPD 2021b). New tailored development programmes were seen to address previous challenges such as career development, performance management, and succession planning designing and delivering more inclusive initiatives (Salavou, Baltas and Lioukas 2004).
As project sponsor, I collaborated with the HR consultant to deliver initiatives including a staff handbook, standardised and updated policies, DEI bite-size training, an onboarding video, and a social calendar. These efforts enhanced transparency, communication, and inclusivity in the workplace. Enhanced employee voice, clear feedback loops, and focus groups secured management buy-in, and an improved sense of trust, innovation, and engagement (Faragher 2020, CIPD 2012).  This was reaffirmed from feedback gathered from one-to-ones and groups sessions. 
There is still work to be done, however future initiatives will incorporate business case communications, feedback and adapt to ensure sustained success (Knowles 2024). Key considerations must include designing initiatives aligned with business culture, engaging informal influencers as champions, using credible sponsors for delivery with ongoing feedback and utilising focus groups (CIPD 2017). 








Q7: Personal Review; Working inclusively and building positive working relationships (AC2.3)  
Feedback is essential for personal and professional growth. When provided constructively and timely, it fosters adaptation, improves abilities, strengthens coping mechanisms, and adds value to our work and ourselves (O’Hara 2015). Feedback can be stressful when perceived as unfair or unsupported, especially in SMEs where individuals manage diverse responsibilities and face varying challenges across different functions including projects, finance, administration, logistics and compliance.
Working within a profit-driven, entrepreneurial setting with traditional approaches to employment and development highlighted the need for more contemporary approaches. My primary responsibilities are analytical and numbers-focused, which has resulted in limited appreciation of people factors in decision-making and communication. Consequently, I have not always fully evaluated the personal impact of decisions.
From feedback received (Appendix 5), listening, communication, relationship-building, getting to know people and promoting wellbeing scored lower than other CIPD core behaviour questions. Recognising my interpersonal skills and networking confidence remains underdeveloped, requires a conscious effort to improve emotional intelligence (EQ). Mistakes in the past reinforce the importance of adopting a reflective approach to develop more insightful thinking. Gibbs’ Reflective Cycle offers a structured framework for critical self-reflection, fostering self-awareness, continuous learning, problem-solving, and the practical application of insights for growth.
Figure 7: Gibbs Reflective Cycle Model (Pianpeng and Koraneekij 2016,pp.27)
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I plan to transition towards a more people-focused professional role, moving beyond my current emphasis on analytics, efficiency, and profitability. To increase inclusive working and people skills, I intend to enhance my EQ and networking skills by actively engaging with the CIPD community and fully utilising its events and resources as social skills are equally vital in business (Horn 2012). This places me in the stretch zone, which is uncomfortable but stimulates learning, enabling valuable insights from others and supports my ongoing development as a people professional (Waite et al 2021).
Q8: People practitioner evolution and its personal implications (AC3.1)                 
As workplaces evolve, addressing modern challenges is paramount. Managing change is critical, enabling innovation (Williams 2021). Organisations adapt slowly. Developing ‘future-fit skills’ and maintaining a proactive approach by scanning for opportunities and challenges is essential (CIPD 2020a). External drivers, including political, economic, and societal play a significant role. Recent government consultations including restricting ‘fire and re-hire’ practices (GOV.UK 2024a) and increased emphasis on equitable treatment of marginalised groups, highlight the need to move beyond basic legal compliance (ENEI 2024). Additionally, COVID-19 reinforced the importance of organisational agility, making traditional work methods obsolete.
Technology particularly AI, digitisation, analytics, and data-driven practices, continue to reshape work processes. Reskilling is essential, not only in technical competencies but also in ‘soft skills’ such as of flexibility and persuasion. Practitioners must play a crucial role in ensuring these initiatives remain people-focused. Unequal access to technology poses challenges, possibly increasing disparities (CIPD 2020a).
Changing demographics and increasing DEI emphasis add complexity to workforce management. Practitioners must drive improvements by developing leadership skills and cultures that support DEI in a multigenerational and inclusive workforce. They must also challenge discrimination proactively, not merely to meet legal obligations but to set benchmarks for organisational standards (CIPD 2019e), enhancing employer branding in a competitive talent market (CIPD 2024g).
The shifting relationship between individuals and work, with greater demand for flexible arrangements, means rethinking management approaches to ensure fairness and mitigate power imbalances. Monitoring job quality, workplace culture, and employee wellbeing across varied employment types is critical. The trend toward reducing hybrid working is particularly detrimental to older employees (Chaplan 2024).
As businesses increasingly adopt socially responsible, value-led approaches, prioritising ‘employee-centric strategies’ will enhance overall organisational impact (CIPD 2020a). Maximising data-driven insights enables better-informed decision-making (IBE 2024). Supporting line managers is vital. Their skills and confidence significantly impact the implementation of policies and change initiatives (CIPD 2024b). Trust-building remains fundamental, directly linked to innovation and resilience (CIPD 2012).
The importance of understanding evolving workforce demographics, DEI initiatives, and personal ideals is key. These factors, combined with the necessity for businesses to optimise human potential, highlight the value of developing CIPD knowledge and enhancing my communication, relationship-building, empathy, and workplace well-being skills. This will not only advance my professional growth but also support my personal development.
Workplace stress is significantly influenced by management style, with 43% of employees reporting it as a major cause of stress-related absence, second only to workload at 62% (Whitehouse 2019). Effective management is pivotal in addressing these challenges, especially as the UK’s absence rate reached its highest level since 2004 (Appendix 4).
I have consistently championed lifelong learning, despite it being under-defined (Horn 2012). While personal development plans (PDPs) are vital for reflection, planning, and monitoring, their implementation in SMEs is constrained by limited HR expertise and resources (Waite et al 2021).
Acknowledging this gap, lifelong learning and reflection are opportunities to enhance both my individual and organisational potential. By integrating CPD principles through the four-stage cycle (Figure 8), I hope to build resilience, improve leadership capacity, and align personal and professional goals to ensure future sustained success.


Figure 8: Four-stage CPD cycle (Waite et al 2021,pp.84)
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Q9: Personal strengths, weaknesses and development areas (AC3.2)                 
Following a review of my job specification, the CIPD Profession Map, and third-party feedback (Appendix 5), I identified strengths in lifelong learning, evidence-based decision-making, and results orientation through reflective evaluation. Third-party feedback was obtained through a direct report, peer and manager November 2024 questionnaire. It incorporated CIPD associate-level behaviours outlined in the profession map, including ethics, courage, valuing people, learning, and situational decision-making (CIPD 2025c).
Evaluating colleagues diverse opinions revealed difficulties in obtaining completely honest feedback due to differing objectives, personal traits and interactions, plus their role requirements. This reiterated the complexity of interpreting feedback.
Reviewing the feedback and reflecting on other situations, I acknowledged potential weaknesses in personal skills involving listening, communication, staff wellbeing, and relationship-building. Recognising the importance of addressing these gaps, I developed a PDP with SMARTER goals to enhance these areas and improve confidence and competence in key professional behaviours. Additionally, exploration of the CIPD network and events should gain a comprehensive understanding of all relevant issues (CIPD 2025q).
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Strengths

· I have been with the company for over twenty years, during which I have developed extensive business expertise and built strong, lasting, and effective working relationships (highest possible score achieved on feedback:  responsibility, courage, influence, commercial drive delivery focused   – Appendix 5).

· My role involves a diverse range of tasks each day, which I am good at prioritising. I also lead a team, providing motivation, oversight, and guidance across various responsibilities and individuals.

· I believe I work well under pressure, employing a methodical and analytical approach to my work. I am committed to driving continuous business improvement and pursuing opportunities for learning and growth (highest possible score achieved on feedback: learning, evidence-based – Appendix 5).

	
Areas for further development 

· As an introvert, I typically focus on maintaining professional relationships within a business context rather than extending connections on a personal level with colleagues (Lowest score achieved on feedback: Gets to know people as individuals – Appendix 5) 
		
· I recognise the need to manage my frustrations effectively and ensure these do not affect my interactions with team members. This includes learning and applying new techniques to enhance my communication and conversational styles (lowest score achieved on feedback: Communication skills) 

· I aim to dedicate more effort to acknowledging the importance of individuals, embracing the understanding that each person is unique and deserving of care, empathy, and thoughtful investment.
                (Lowest score achieved on feedback: promotes well-being, positive    
                relationships – Appendix 5)

	
Opportunities

· Build on my extensive knowledge and business experience to foster a better working environment, enhance staff engagement, and boost motivation through additional learning.

· Focus on developing stronger interpersonal and communication skills to provide better support to employees and drive organizational success.

· Cultivate reflective practices for both individuals and teams to promote a positive and thriving culture, ultimately improving overall performance
	
Threats

· Ability to balance work, personal life, and ongoing learning commitments effectively.

· Capability to adapt my personal traits to improve my social and interaction skills, with the goal of becoming more extroverted.

· Building confidence to effectively influence the Managing Director in adopting additional or new wellbeing initiatives, ensuring full buy-in and support.


Part 2 -	Setting Goals 
	What do I want to learn?
	What do I have to do?
	What support and resources do I need?
	How will I measure success?
	Target date for review?

	Improved Communication Skills
	· Complete courses on best practices and techniques.
· Observe others in the business
	· Identify relevant courses to give relevant applicable and practical skills
· Time within busy work schedule and private life to complete 
	· Successful completion of courses
(Course: Situational Decision-making)
· Feedback from team and others in the business
· Self-reflection, Improved collaboration and reduced conflict
	April 25


	Increased Reflection skills
	· Gain and implement knowledge gained from course completed
· Celebrate successes and show gratitude more
	· I need others to help me reflect more and guide me
· Support and train my team in reflection 
	· Ongoing feedback from team and others in the business
· Self-reflection and development 
· Team reflection and development  
· Successful completion of courses
                (Course: Inclusive leader, Work inclusively )
	April 25

	Improved Social and networking skills
	· Start networking outside business
· Be more personable in work and connect with people not just functions
	· Identify and attend relevant networking and specialist professional events
· Employer to allocate time to enable me to attend
	· Attending network events (listed in part 3)
· Feedback from team and others in the business
· Self-reflection
· Improved working relationships and specialist knowledge 
	Aug’ 25

	Improved knowledge of  Wellbeing opportunities 
	· Complete relevant courses and gain additional knowledge 
· Influence Managing Director on its benefits
	· Buy-in from other Senior Managers
· Cost/benefit evidence gathering 
	· Successful completion of courses
(Course: Meaningful Work and Organisational Leadership, Valuing people,)
· Buy-in from leadership team
· Introducing new wellbeing initiatives 
· Improved sickness levels.
	Aug’ 25

	Continuous business improvement 
	· Ongoing evidence and data gathering to create action plans.
· Create a positive and motivational culture for continuous improvement 
	· Buy-in from other Senior Managers
· Staff motivation and buy-in 
· Evidence based practice 
	· Ongoing business success
· KPI creation and monitoring 
· Team and Self reflection
· Project focus groups 
· Successful completion of courses
(Course: Valuing Learning from Beyond the Organisation
	Aug’ 25



Part 3 -	Personal Objectives 
	Short-term Goals (next 12 months)

	
Continue with ongoing learning completing all relevant short courses to support my personal development. 

Completing further courses on CIPD Learning Hub https://learninghub.cipd.org/  

Ongoing CIPD Events CIPD events | CIPD Including already pre-booked online Workplace Happiness: The Key to Employee Engagement?, Overcoming HR Burnout: Strategies for well-being and productivity, Coaching forum: Making good coaches brilliant with super vision, How to Get Ahead in HR. 

Successfully complete my CIPD Level 5 qualification. 



	Medium Term Goals (2-3 Years) 

	
Utilise the knowledge gained from CIPD qualification to bring practical benefits into the business including improved culture, motivation and engagement initiatives.

Improved Line management skills with the SME and workforce planning creating succession plans.

Consider a business analyst qualification to complement my CIPD activities such as BCS Practitioner Certificate 

Investigate roles within People Practice based on my strengths and areas of interest including 
https://www.cipd.org/uk/the-people-profession/careers/roles/people-analytics/
https://www.cipd.org/uk/the-people-profession/careers/roles/hr-business-partner/


	Longer-Term Goals (Beyond 3 Years) 

	
Gain effective work-like balance to boost my own personal wellbeing, whilst also being an active people professional.








Q10: CPD PLAN (AC3.3)				
To enhance reflective and interpersonal skills, priority is to improve communication, behavioural, and interpersonal competencies. This involves gaining new knowledge through online courses aligned with my learning preferences and time constraints, ensuring a work-life balance. Training in reflective practices and managing difficult conversations will support this development.
Additionally, I aim to increase my understanding of wellbeing and enhance people management processes. Acquiring and sharing this new knowledge will enable improved practices to increase management abilities and staff engagement.
Ongoing monitoring and systematic progress reviews are essential to lifelong learning and personal growth. This reflective approach will ensure continuous improvement, enabling skills to adapt and align with evolving goals and professional challenges.
























Q11: Effectiveness of Development Activities (AC3.4)                   
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	Key dates
	What did you do?
	Why?
	What did you learn from this?
(Link: CIPD Profession Map Associate Level Core behaviours)
	How have/will you use this?
Any further action?

	
3rd    Dec‘ 24










10th Dec‘ 24

	
Reflection practices, goal setting and creating a culture of gratitude Course – Westfield Health 

Reflection, goal setting and a culture of gratitude






RCS Having Difficult Conversations training session 


RCS Having Difficult Conversations on 10 December 2024 .msg

	
To enhance my reflection and people skills.  The value of reflection, feedback, and goal-setting in fostering personal and professional growth is key. Embedding these practices within the SME business, despite challenges of engagement and resources can be transformational.


To develop my people interaction and EQ  skills. To become a better communicator and positive build relationships 


	
How to encourage reflection, celebrate achievements, address challenges, and foster gratitude to boost workplace culture and satisfaction. Healthy Habits and Wellbeing Rituals.
(Professional Courage and influence/Influencing approach: Being able to consider potential reactions and resilience to inform how and when to communicate ideas) 

To acknowledge natural apprehension, plus structure conversations with empathy, prepare purposefully, address emotions, and ensure follow-up for meaningful action.
(Professional Courage and influence/ Communication: Communicate key information in a clear and engaging way)

	
Work with my team to develop reflective practices to boost development and self-awareness.to improve overall performance and motivation 
Set SMARTER objectives that will give direction and motivate (MacLeod 2012).



To better plan for challenging discussions and to better use conversational and non-conversational prompts to enhance people skills and communication. Monitor successes ongoing.

	Key dates
	What did you do?
	Why?
	What did you learn from this?

(Link: CIPD Profession Map Associate Level Core behaviours)
	How have/will you use this?
Any further action?

	
11th  Dec ‘24











17th Dec’24





	
RCS Wellbeing Champions training 
session 

WBC Certificate_ Workbook Links_ Toolkit Link and Invite_.msg






RCS Sickness and Return to work conversations 


RCS Managing Sickness Absence_Return to Work Conversations on 17 December 2024 .msg

	
To gain more knowledge on practical wellbeing skills and initiatives given its continually a positive topic within people practice 








To ensure compliance and better improved practices around staff absence, wellbeing and motivation. Improved interactions with staff and data capture through a supportive and efficient process.
	
Further developed listening skills, understanding wellbeing roles and responsibilities, and practical ideas to introduce to the business. 
(Promoting wellbeing: Take into account the wellbeing of others in the design and delivery of your work)






Prioritise wellbeing, address absence causes and costs, and implement positive communication methods for  an effective and supportive return-to-work process.
(Understanding Issues: Ask questions to explore and understand underlying causes)
	
Incorporated wellbeing ideas into the annual social calendar to publicise and signpost employees to specialist areas if needed. Review success through employee voice, feedback loops and focus groups. 





Improved back to work process and roll out to other managers for broader implementation, contributing to improved and more inclusive organisational practices.











Appendices
Appendix 1:  Eight Ethic Lens (CIPD 2015a)
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Appendix 2:  Seven Principles of Social Dynamics (Geller 2002)
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Appendix 3:  CIPD decision-making checklist (CIPD 2023b)
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Appendix 4:  UK Sickness absence rate 2002-2022  (Westfield ND)
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Appendix 5:  Personal Feedback from others   
	Questions based on CIPD Profession Map (2025c 2025l; 2025p)
	1 - low / 2 - needs some attention  / 3 - Good  / 4 - Excellent 

	No. 
	Question
	Sandra: Member of My Team 
	Andy: Another Senior Manager
	Paul: Managing Director 

	
	
	Score
(1-4) 
	Comment 
	Score 
(1-4) 
	Comment 
	Score 
(1-4) 
	Comment 

	1
	Be willing to learn 
	4
	Has a drive to continuously learn new things
	4
	Will always look to improve his knowledge 
	4
	Advocate for learning new things. Dedicated to gaining new knowledge

	2
	Be willing to listen
	4
	Will always listen and arranges team briefings. Can sometimes show when busy 
	3
	Listens but is also determined in progressing ideas 
	2
	Majority of the time 

	3
	Invest time and resources to team
	4
	Committed to PFMs, team meetings and understanding role requirements 
	4
	A good line / team manager
	3
	dedicated to the needs and outcome of his department 

	4
	Communication Skills
	3
	Will try to be as communicative as possible but when busy this can sometimes be an issue
	3
	Will always look to communicate across the business. Sometimes can come across as blunt 
	2
	Sometimes seen as distant to all team members, but generally a good communicator 

	5
	Takes Personal Responsibility 
	4
	Will always drive things through 
	4
	Very much so
	4
	Yes

	6
	Develops positive relationships /gets to know everyone
	3
	Result focused so can sometimes not be fully sociable 
	3
	Yes focuses on building effective business relationships
	2
	Main focus is business. Can sometimes miss the person / individual skills

	7
	Values and Develops others
	4
	Always respectful and will support any new training opportunities 
	4
	is seen across the company as a supporter of ongoing learning
	3
	Yes but can improve his person skills

	8
	Supportive to team and others
	4
	very supportive and has an open door
	3
	listens and always listens when not overworked
	3
	approachable but can be direct sometimes

	9
	Promotes staff wellbeing
	3
	business focused and tries to promote wellbeing 
	3
	business and financially focused. Understand the benefit of staff wellbeing to performance 
	2
	when possible

	10
	Has professional courage and influence
	4
	Determined and will drive issues through
	4
	focused and data led
	4
	Will stand his corner

	11
	Works Inclusively : gets to know people as individuals
	3
	business focused, can improve social discussions 
	3
	involves and respects all. Numbers driven
	2
	can immerse himself in the facts and figures without appreciating personalities

	12
	Commercial Drive
	4
	Yes
	4
	Yes   
	4
	Yes

	13
	Knowledge sharing 
	4
	absolutely 
	4
	Champions information sharing systems 
	3
	focus on systems but also need to focus on people

	14
	Delivery focused 
	4
	Very much so 
	4
	Yes - results
	4
	Yes

	15
	Evidence based decision making 
	4
	Will also research issues 
	4
	Data and evidence key to role 
	4
	Always will base ideas and initiatives on facts and figures
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of hierarchical needs and human development®

Maslow postulates that the individual is an in-
tegrated and organic whole. A theory of motiva-
tion must include the study of ultimate human
needs and goals appropriate to humanity’s full
range of being. Maslow asserts that the funda-
mental desires of human beings are similar de-
spite the multitude of conscious desires. His psy-
chology is premised on a shared humanity that
crosses geographic, racial, gender, social, ethnic,
and religious boundaries. This premise is rooted
in a main philosophical tradition of Western
thought, essentialism, that extends back to pre-
Socratic philosophy and continues into  the
twenty-first century.? Maslow posits that human
beings have a higher nature that can be under-
stood and summoned in everyday experience.

Fundamental to Maslow’s theory of motivation
is that human needs are hierarchical—that un-
fulfilled lower needs dominate one’s thinking, ac-
tions, and being until they are satisfied. Once a
lower need is fulfilled, a next level surfaces to be
addressed or expressed in everyday life. Once all
of the basic or deficiency needs—so called be-
cause their absence is highly motivating—are sat-
isfied, then human beings tend to pursue the
higher needs of self-actualization. Indeed, the ful-
fillment of the basic needs is considered a pre-
requisite to such pursuit.

In discussions of the application and limita-
tions of his hierarchy, Maslow took pains to em-
phasize that this theory is a schema. Needs can
be partially fulfilled at lower and higher levels.
Inversions or reordering of needs for particular
individuals at particular turning points is also

Q. Suggested Sites

X [ Maslows_Hierarchy.docx2-libre.p ><| —+
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5 -
comes from societal recognition. The fifth level,
the need for self-actualization, entails maximiz-
ing one’s unique potential in life. Living at this
level can lead to peak experiences and even tran-
scendence—the experience of deep connection
with others, nature, or God, and the perception
of beauty, truth, goodness, and the sacred in the
world. Such experiences become highly motivat-
ing and lead to feelings of being enlivened and
enlightened (Fig. 1).

Events from the twentieth century provide il-
lustrations of the hierarchy. Media have provided
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FIG. 1. Maslow’s Hierarchy of Needs. The figure dia-
‘grams the dependence of higher on lower needs; the apex

the pyramid suggests that higher needs are less fre-
quently realized.
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‘ous resarch reports on SD'T" constructs within work organizations have appeared in the recent
empirical literature. Here we review some of the more important ones. Figure 1 shows these
core elements of SDT as applied to the work domain, depicting the general SDT model of work
‘motivation. This model begins with two primary scts of independent variables: social context
variables and individual difference variables. The predominant social context variables are the
organizational supports versus thwarts of employees’ basie psychological needs for competence,
relatedness, and autonomy, and they are viewed as being strongly influenced by managerial styles.
Supports of the three needs are ofien used as a composite, although many studies have cxamined (]
just autonomy support. In fact, when there is organizational and managerial support for autonomy,
supports for and satisfaction of all three of the employees’ basic psychological needs at the general
level are often quite highly correlated, first because authorities who support autonomy generally
are attuned to and supportive of the other needs, and second because when employees have a sense
of autonomy they themselves find ways to get the other needs satisfied. Thus, when employees

19-43. Downloaded from www anmualreviews
y on 03/27/17. For personal use or

3 experience support for autonomy they typically also feel more connected to the organization, and
&3 feel more effective, for reasons we review in this article.
2 The most typical individual difference variables used in SDT studies have been the employees’
22 general causality orientations (Deci & Ryan 1985b). Underlying the measure are three moti-
55 vational orientations that employees can generally experience—an autonomy orientation that is
£z independent R R ndent
21 m
e
g5
%
31 Work behaviors
2 Workplace context
H Basic Motivations FamTE
B Need supporting psychologieal Quality
< fheed thwarting needs pewag”’ Quanity
intinsic
S Iternaized
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Figure 1

The basic self-determination theory model in the workplace.
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This research refers to the reflective thinking process
based on the concept of Gibbs [4] that presents a model
fordeveloping reflective  thinkingconducive to continuous
leaming and development of the self. This model
ischaracteristic of being arranged in a circle called Reflective
cycle as follows.

START HERE

AL
-
ks @

L& >
Fig. 1. Gibb's reflective cycle model

The diagram of reflection cycle based on the concept of
Gibbs [3] shows the continuous development of leamers’
reflective thinking. It comprises six following phases

Phase 1: Description — It is about specifying the details of
the situation that occurs according to circumstances.

Phase 2: Feelings towards situation — Occurrence of

2) How does the student have opinions / feelings towards
the portfolio prepared?

3) What are the strengths and weaknesses lying in
preparing this piece of work?

4) Inrelation to this piece of work, what isalready good and
what should be improved according to the student’s
opinion?

5) Whatis the student’s approach to developing /improving
this piece of work further?

6) What are the results that occur after development /
improvement of portfolio by the student?

7) What does the student learn from preparing this piece of
work?

8) How does the student plan forpreparing the portfolio
next time so that the subsequent piece of work has better
quality?

9) What are major goals of working next time?

Then, the learners were allowed to reflect on the questions
brought up in the video for dissemination in one’s own
electronic portfolio.

C. Electronic Portfolio

The electronic portfolios were used as a tool to support
learning and be a part of storing the work of students for
presenting the results of reflective thinking by means of video
prepared on one’s own. Therefore, the researchers studied
the literature and researches related to the use of electronic
portfolios for storing the work and presenting the results
ofreflective thinking through video. The students had to
create electronic portfolios by using the Blackboard learning
‘management system with 4 parts of components, namely:1)
introduction, i.e. front page, profile page and references page:
2) work and evidence part, i.e. artifacts page; 3) reflective
thinking part, i.e. reflection page and 4) assessment part,
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falsely accused of a firing offence?’
A procedure which you wouldn't
accept if you were in that position
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as not fair.
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rageous, given your other assignments and the fact
you have never even served on such a committee.
You reply, “Thanks for asking, but no.” The safety
director says he understands, then asks whether you
would be willing to serve on the committey
According to social psychology research, because
the safety director “backed down” from his initial
request, you will feel subtle pressure to make a sim-
ilar concession—to reciprocate—and agree to the
less-demanding request TCindinic)

Cialdini, et al were among the first to demon-
strate the power of this “door-in-the-face” tech-
nique. Posing as representatives of the “County
Youth Counseling Program,” they approached col-
lege students walking on campus and asked them to
chaperon (unpaid) a group of juvenile delinquents
ona day trip to the zoo. When this was the first and
only request, only 17 percent of the students
approached volunteered.

‘However, three times more students volunteered
when the researchers first asked for a much larger
favor. Specifically, they asked whether the students
would be willing to counsel juvenile delinquents for
two hours a week over a two-year period. Everyone
refused this request, but half of them agreed to Serve
as unpaid chaperons for the zoo trip. Apparently, the
researchers’ willingness to retreat from their initial
request influenced several students to reciprocate
and comply with a smaller request (Cialdini, et al).

Principle 3: We Participate
With People We Like

To whom do you feel most obligated after some-
one does you a good turn—a person you like or one
you dislike? To whom are you more likely to give
safety-related feedback—a team of workers you like
or a team you dislike? The answers are obvious and
reflect the basic liking rule. Because of this principle,
itis critical to inerease and sustain interpersonal lik-
ing when cultivating an actively caring work cul-
ture. Social psychologists have demonstrated three
basic ways to establish a context of interpersonal lik-
ing, with each approach suggesting several specific
strategies [Cialdini(a); (b)].
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Figure 1
Sev:n Principles
of Social Dynamics

Consistency

We resist change.

We act ourselves into certain thinking and vice versa.
We honor public, active and voluntary commitment.
Reciprocity

‘We return favors.

We are more likely to comply after retreating.
Ingratiation

‘We are attracted to similarities.

We like those who praise us and cooperate.

We actively care for the people we like.
Conformity

We follow those who are similar and credible.

‘We model most in unfamiliar situations.

Authority

We follow authority blindly and mindlessly.

We follow those with credibility.

We react to protect our individuali
‘We value rare of rtunities.

‘We are motivated to avoid loss.
Novelty

‘We habituate to the routine.

We are attentive and attracted to the unique.

Give Praise
Genuine one-to-one praise, recognition and
rewarding feedback increase an individual’s
competence and self-efficacy [Geller(a); (d); Allen(a);
Daniels]. Praising someone’s performance also
increases liking—in both directions. The person
rewarded likes the other person more, while the per-
son giving praise increases appreciation for the per-
son who performed the commendable behavior. This
e enhances feelings of mutual respect and
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