Task One – Professional and Ethical Behaviours 
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(AC 1.1) With reference to typical activities and behaviours, appraise what it means to be a ‘people professional’. 

People Professions help organisations achieve their vision and goals; “their role is to empower an organisation’s people to thrive – both individually and collectively.” (CIPD, 2024a). They are “both integral to the delivery of the organisations’ longer term strategic objectives, and leading figures in the development of business strategies.” (Taylor and Woodham, 2022).

People professionals are central to the creation of policies and procedures which influence culture and workplace behaviours. Their understanding of the risk factors which contribute to unethical behaviour means they are often expected to resolve problems and restore stability within the organisation.

People Professionals champion ethical behaviour through “people management interventions and leadership, promoting ethical values, mitigating risk, and improving compliance with rules and standards, while role modelling ethical decision making in their own practice. (CIPD, 2019)

People Professionals are the golden thread that run through the organisation, they interact at every touchpoint of an employee’s lifecycle so can observe impact of leadership styles, environmental changes, social influences, and individual differences and can intervene to prevent unethical behaviour and poor practice. Activities such as selection and recruitment, training and development, and discipline, all require evidence-based decision making, fair discrimination, legislative knowledge and sound ethical strategic and operational policy development.

The CIPD Profession map sets out the standards for the profession. It is designed to contribute to the purpose of the profession, and sets out principle led, evidence based, and outcome driven values. It describes the standards required in core knowledge and behaviour. CIPD state the core behaviours “represent a significant shift……. with a greater focus on ethical and evidence-based decision making, they empower you to create values for people, organisations, society and our profession”. (CIPD, 2024b).

CIPD deem that these core behaviours are required to be an effective people professional. These include ability to build trust, applying principles and value in decision making, working collaboratively and inclusively, having the courage to speak up, creating value and ethic practice. In turn people professionals bring these behaviours and values to all aspects of the business including recruitment, learning and development, employee relations and enrichment activities, talent creation and resourcing.

Without people professionals it would be easy for organisations to make decisions based on short term aims and profit driven outcomes rather than looking at the wider long-term view and ethical impact. People professions have the knowledge and behaviours and the courage to “challenge unethical behaviour …..to protect business reputation and ultimately enhance the economic and societal impact”. (CIPD, 2019)


(AC 1.2) Discuss how ethical values underpin the work of a people professional. 

Ethnics can be defined as “a set of principles often defined as a code that acts as a guide to conduct”. Lawton (1998). CIPD state “ethics are at the heart of professionalism. To create culture of transparency and trust, practitioners should demonstrate strong standards of integrity when advising business leaders” (CIPD, 2023a) and promote its importance the CIPD code of conduct includes ethical standards and integrity at its core.

The CIPD Profession Map reinforce this message by defining three key principles to good decisions, these include work, people and professionalism matters illustrating how ethical values underpin the work of a people professional. Many ethical theories exist. Deontology is based in justice, fairness, and equality. The “theory maintains that some actions are right or wrong irrespective of their consequences.” (Armstrong and Taylor, 2014). It assumes individuals act how they morally believe is right, without concern for the consequence of any action. Utilitarianism focuses on achieving the best outcome for the most people. It believes the ““highest principle of morality is to maximise happiness” (Armstrong and Taylor, 2014). Teleology or consequentialism suggests actions should be judged by its consequences. 

Understanding and being aware of ethical theories is important when making people professional decisions, especially when considering the values involved. Personal, professional, and public values, along with our beliefs and attitudes subconsciously shape our behaviour. (Taylor and Woodham, 2022).

In practice people professionals face ethical dilemmas every day. (Taylor and Perkins, 2024) suggest the whole of HRM is “infused with ethical dilemmas”. They explain transparency and consistency is key to making good ethical decisions.

For example, when an organisation has informed a group of employees that they are under threat of redundancy, yet another department head wishes to advertise new vacancies publicly in the same band without ringfencing for those under notice, it is the role of the people professional to highlight the unethical implications of such an action, and ensure appropriate changes are made.

If data highlights part time employees have less opportunity to access training, people professionals should provide solutions, for examples, ensuring new delivery methods or allocating training time for part time workers to ensure they are not unfairly discriminated against and have the same opportunity to develop skills and knowledge as their fulltime counterparts.


(AC 1.3) Consider the importance of people professionals being able to influence others. 

One of the key behaviours people professionals’ needs is the ability to influence others, and the courage to challenge decisions and actions. (CIPD, 2024c).
Influencing others and ensuring the ‘people practice’ voice, which echoes the CIPD professional values: principle-led, evidence based, and outcome driven, is heard ensures different perspectives are heard when considering different options. “Applying these values will contribute to better decision making in all aspects of professional practice whether the decision relate to minor or major matters, or whether they have short-term or long-term implications” (Waite et Al, 2021).
People professionals promote the value of individuals and celebrate the differences. People professions help organisations to embrace diversity and inclusion, through influencing culture, policy, and decision-making to achieve success.
“Research by Henley Business School found that businesses that actively confront inequity and racism with practical measures, can expect to see an improvement in their employees job satisfaction, loyalty, creativity and ultimately value” (Taylor and Woodham, 2022).
Most people professionals work through others, influencing those with the power is essential, to do this people professionals must perfect their own communication style, influencing with clarity and confidence. Professor Albert Mehrabian identified the importance of nonverbal factors in communication, suggesting 93% of the message is conveyed not through the words said, but how the words are presented via body language and tone. It is important that when people professionals communicate, they believe the words they speak to ensure their nonverbal communication supports the words being said.
People practitioners often represent the people who work for the organisation. In order for people professionals to provide advice on people matters, Waite et Al (2021) state it is crucial that people practitioners are prepared to express their views and speak up when they need too, this is how people practitioners make use of their expertise and add value to the organisation.  To do this they need to be confident in their knowledge including employment law and academic research and findings. People professionals must understand the organisation they work for and the sector it trades in. Good understanding of the organisational aims and objectives will ensure the people professional is working towards achieving the desired outcomes.
People professionals must be self-aware and understand their own strengths and limitations, while understanding the how psychology, power dynamics and people dynamics impact on business decision and organisational success.

[bookmark: _Hlk133927075][bookmark: _Hlk133927739](AC 1.4)  Provide an example of an issue that would cause you to raise the matter to a manager. 

A trainee member of staff undertaking a City and Guilds qualification submits an assignment to her LAC without signing the declaration. The LAC recognises that a large body of text has been ‘cut and paste’ directly from a textbook recommended for the course. Other parts of the text do not really make sense and seem to have been produced via ChatGPT. An IES study identified “thinking must not be dulled by replicating AI’s logical and linear thinking. There must be space for human intuition and flair”. (IES, 2018). It is important trainees learn through experience and can reflect in their own performance, without the aid of AI.

I escalated the situation to Head of L&D Manager and the HR Partner for advice on how to move forward. I suggested an investigation be conducted and a meeting with the candidate arranged to discuss further. Plagiarism is deemed a serious matter and the guidelines set out by the awarding body would need to be adhered too. This practice would be deemed as highly unethical, passing off someone’s work as your own can have profound consequences for the individual and the organisation. This alleged behaviour would be deemed as dishonest and deceitful, if proven, and does not align to the organisational values.

The marketing team have sent out new signage to the offices, but they are all written in English only with no Welsh translation, on reporting this to the marketing co-ordinator, I was told that Welsh translation is not required, which is incorrect.

I reported this to lead for Welsh Language in the organisation immediately via email and informed other centre managers of the error, to prevent signage being displayed in other centres. All signage used in public areas must be bilingual, to display signage written with only English is illegal in Wales. The Welsh Language Act 1993 is a legally binding framework which states all public organisations cannot treat the Welsh language less favourably than English in any part of daily life. This would include any signage in public areas. This new signage will not be displayed and new signage with both Welsh and English instruction will be delivered and then displayed as required.

In 2014 the Welsh Language Commissioner challenged the decision of National Saving and Investemnts to withdraw its Welsh language scheme to the High Court. The Court found the decision of NS&I to revoke its Welsh language scheme to have been unlawful. Failing to adhere to the Welsh Language Act requirements can have reputational and financial consequences and is a clear example of deontology in practice.


(AC 2.1) Discuss two theories or models relating to the human and business benefits of people at work feeling included, valued, and fairly treated. 
Dr David Sirota’s 3 factor theory of human motivation in the workplace suggests to enthuse employees employers have to give employees what they want. He suggests when individuals start a new role they are naturally enthused and eager, but over time the enthusiasm dilutes. To maintain high levels of engagement Sirota identifies three main factors which together can build enthusiasm. These are fairness at work, achievement and camaraderie.
Sirota suggests by creating this three factor environment employers can achieve high motivation, increased productivity, and high levels of job satisfaction. (Sirota et Al, 2005).
Contributive Justice is an interesting concept which explores how an individual’s capability to contribute to central processes can impact on their feeling of inclusivity. Roberson & Scott, (2024) created the Contributive Justice Framework which proposes that meaningful work and an instrumental voice work in unison to create contributive justice, meaning the individual has more opportunity to engage at work. Figure 1 highlights the model.

Contributive Justice Framework
[image: Contributive Justice: An Invisible Barrier to Workplace Inclusion]
Figure 1: illustration of Contributive Justice: An Invisible Barrier to Workplace Inclusion (umich.edu)
An individual has more opportunity to contribute if they more they are engaged in meaningful work and are encouraged to use their voice to share ideas and solutions. For example, currently a Delivery Administrator at Career Wales has little opportunity to share thoughts and ideas about the services delivered to customers, compared to other roles, so low levels of contributive justice exist. However, by ensuring the delivery administrators are given the time and opportunity to share ideas, particularly as their role which is intrinsically linked with customer service levels, the contributive justice can be increased creating more engagement and inclusivity.
I enjoy working for organisation within which I feel safe, valued and part of the team. I like work to be predictable, that does not mean that it doesn’t change, but that I understand the values of the organisation and how individuals are treated and can predict the response to any challenges or issues. Consistency in approach is important to me, however I appreciate that not everyone will deem this as important and may have other wants and desires such as excitement, recognition or fairness. This difference in desires can lead to ethical dilemmas, and everyone's view should be considered to maintain harmony and satisfaction in the workplace.
I enjoy being valued, which for me means that I am successful in my role. Feelings of achievement improve my sense of self-worth and increases my engagement with the organisation. Working with a group of people to whom I feel I belong and am loyal to also increases the job satisfaction I feel when we succeed.
I like to contribute to the organisations journey so collaborative justice is very important to me. I agree with Robersons and Scotts framework and would struggle to work for an organisation who didn’t provide me with meaningful work and an instrumental voice.

(AC 2.2) Discuss two ways in which a people professional can build inclusivity into a people practice initiative  

When designing new recruitment processes it is important that people professionals ensure inclusivity it built in at the design stage. Firstly, the people professional team can gather academic and evidence-based practice to explore the latest research into inclusive recruitment practices. The CIPD Inclusive recruitment: A Guide for employers (2022) is one guide that can help professionals evaluate the processes already in place. It would also be important to review past practice and seek out views of successful and unsuccessful candidates to get feedback on previous processes via a focus group. There is strong evidence that marginalised groups face discrimination in recruitment contexts. (CIPD, 2022a) therefore, it is important the view of these groups is explored during a consultation exercise during the design stage when considering new processes to ensure improvements meet the needs of those they seek to support. Collecting views and past experiences via surveys, focus groups and consultation exercise can help ensure inclusivity is built into any new processes at the design stage. Collecting views and past experiences can result in a bias review, especially if past candidates have been unsuccessful or have found the process difficult or uncomfortable. Also, individuals may wish to change future processes to meet their preferred style. However, using these viewpoints alongside academic research should ensure a balanced overview.
When any new process is introduced, it is important to check that inclusivity has been achieved after implementation. In the case of a change in recruitment processes data should be collected and analysed to explore if diversity targets were achieved and to monitor inclusion outcomes. The data should be explored to find out what worked well, and which aspects improved inclusion. CIPD (2022a) suggests a “comparison group that does not experience the initiative at the same time as a group that does, in order to understand the impact of the initiative”. A focus group activity would be very beneficial here to understand the candidates’ thoughts and feeling. alongside the quantitative data.
Once implemented all new processes or initiatives should be reviewed to check for inclusivity, methods such as evaluating quantitative data, exploring users views via focus groups, surveys and consultation can measure the impact and identify further areas of improvement needed.

Task Two: Professional Review: 
1099 Words
(AC 2.3)  Reflect on your own approach to working inclusively and building positive working relationships with others. 
CIPD (2019b) suggests “inclusion is fundamentally about individual experience and allowing everyone at work to contribute and feel part of an organisation”. While organisations can have great policies and procedures to support EDI, I feel it is my responsibility, as Operational/Development Manager to ensure everyone feels valued and accepted in the workplace. Within my immediate team I have used several tools to help us understand how each of us works differently, what skills and attributes each brings to the team, and how we can work together to bring the best out of every individual, tools such Myers-Briggs and five functions of a dysfunctional team. Taking time to understand each other ensures differences are valued and any barriers are broken down.
I always ensure I give colleagues time to share their thoughts and feeling, on agendas I isolate time dedicated to collecting everyone’s view and recommendations to ensure everyone is listened to. I personally enjoy sharing my ‘instrumental voice’ but appreciate that not all individuals are confident to put ideas forward, in these circumstances I find out how individuals like to share their ideas, use their preferred option initially, while encouraging them through praise and positive feedback to develop their communication skills with the group. Working in this way ensure everyone has an opportunity to contribute and grow, as CIPD (2022b) states “a workplace where people have quality of opportunity to reach their potential is good for individuals, organisations and society.”

(AC 3.1) Explore how the role of a people professional is evolving and the implications this has for your CPD. 
The people professional is ever evolving, as organisations align people, culture, structure, tasks, and technology through digital transformation. As new technology is introduced, organisations still must manage what their employees do, how they behave and how they work together, to ensure an organisation thrives. (CIPD,2022c).
For example, as AI is introduced into recruitment processes, People professionals should have the role of making the technology simpler for uses, promoting the benefits of new systems and providing the human empathy and support to users. RetailCo used AI to make it simpler for applicants to apply for roles, easier for managers to identify good candidates but also to provide tailored feedback to candidates. (CIPD, 2022c).
As roles evolve people professionals need to be more strategic, a critical friend to leaders with power. People professionals should be harnessing new technology to support culture development and develop new processes that help the organisation succeed in achieving its operational goals. As Operational Development Manager for Careers Wales I recognised that people practice support was moving away from the operation delivery teams, hence I identified a gap in my knowledge and skills. Initially this focused on the body of management activities associated with people management, but I soon became aware of the impact developing my people management skills could have on my ability to support strategic development and be that critical friend to leaders. Being an effective people professional will allow me to “develop organisational agility, along with capacity for flexible working and for the swift and productive implementation of change”. (Taylor & Woodham, 2022)
 To identify my personal needs, I looked at the CIPD Profession Map and evaluated my current knowledge and behaviours while identifying areas of weakness. 

[bookmark: _Hlk129787405](AC 3.2) Current strengths, weaknesses, and development needs. 
Data from a survey carried by CIPD in 2023 stated “employees reporting systematic performance management were more likely to rate their performance positively than employees with no performance management. (CIPD, 2023b).
Ways to assess performance include self-reflection, self-assessment, manager assessment, peer assessment, 360-degree appraisal and setting and measuring performance objectives.
To gain feedback on my performance, I asked another grade 7 Manager Joann Walsh to complete a feedback form for me. I have worked with Jo closely over the last 12 months on several projects. I have sought peer assessment as it can be an effective way of “building team relationships, standardising work practices and enabling team members to learn from each other”. (Waite et Al, 2021). 
Using the Careers Wales behavioural framework, Joann identified that although I work ‘collaboratively across teams and functions as a default to improve service delivery and reduce silo working’; she felt I should develop higher levels skills so that I can ‘proactively build and sustain collaborative relationships with partners and high-level stakeholders to shape and influence wider public service delivery, reducing barriers to effective working’ and consider how I can ‘ensure all teams work together by facilitating cross functional meetings and knowledge sharing.’
Using this feedback and self-assessment I identified my strengths, weaknesses, and development needs in the table below:
Table1: 
	Strengths:

	Confidence to use voice to challenge appropriately and share new ideas.
Seeks views on new ideas and solutions.
Good at understanding challenges quickly
Organised
Good time management and communication skills
Takes time to develop relationships with others.
Positive outlook, using praise and positive feedback to motivate others.


	Weaknesses:

	More effort needs to build relationship cross directorates – particularly those that don’t interact naturally.
Safeguarding accreditation expires end of April 2024.
Lack of Health and safety focus at team meetings.


	Development Needs:

	Maintain safeguarding accreditation. 
Seek opportunities to build cross functional relationships. 
Include Health and safety on the agenda at all functional meetings.






(AC 3.3)  Identify a range of formal or informal development activities 
[bookmark: _Hlk129704849]Having identified my strengths, weaknesses and development needs, the table below identifies planned development activities to meet the identified needs.
I enjoy visual, auditory, reading and writing and kinaesthetic learning but my identified learning style would be an activist (Honey and Mumford, 1992). I like to fully participate in learning and learn best by doing. I enjoy new experiences and trying new things.
Table2: Development Activities
	Activity
	How
	Why
	When

	Attend Safeguarding Training
	Accredited formal training 
	I chose formal learning to ensure my safeguarding training is update and valid.
	01/04/2024

	Meet with H&S Manager to discuss ways to raise the profile of Health and Safety in work.

Include H&S on the agenda of all internal functional meetings.
	Meet via Teams to discuss H&S in more depth.



Standing agenda item, refer to safety metrics and give opportunity for any H&S concerns to be raised.

	To discuss organisational aims and outputs regarding H&S , and how I can support their work moving forward.


To ensure I and all team members are focused on Health and safety at all times we will add it to every agenda.
	From 01/03/2024

	Read How to build a cohesive team | CIPD and Working effectively across boundaries | CIPD


Set up moderation meeting with SYP colleagues biannually to support cross functional team development.
	Read reports






Through a common task, share good practice and discuss challenges faced so that cross functional relationships can be built and strengthened.
	Build knowledge and understanding about how to build cross functional teams.




Put learning into practice by creating opportunities to work collaboratively.
	18/03/2024






15/04/2024











(AC 3.4) Reflect on the impact of three previous learning activities 
	Activity: Forget the pecking order at work Ted Talk
 Margaret Heffernan: Forget the pecking order at work | TED Talk

	Date: 04/03/24

	Impact:

	I have spent many years congratulating the stars of the teams, hoping to motivate other to step up. I believed the praise and acclaim would motivate the ‘star’s to do more but also motivate the other around them. Having listened to this Ted Talk I realise this may not have been the best way to create a cohesive, well performing team.

The activity made realise that as an individual I am motivated by doing a job or task well, and the recognition and praise that comes with it, but although this improves my ability and output it doesn’t necessarily increase the performance of the team I work within.

This activity has impacted on how I will approach my professional practice, on the 13th March 2024 I have been asked to deliver a session on good practice with my region during a business planning day. Usually, I would identify a number of examples of good practice and share them with the team. I have decided that for this session I am going to deliver a session on ‘kindness’ and ‘social cohesion’, as a direct result of watching the Ted Talk.






	Activity: Company Management Day – five functions of a dysfunctional team


	Date: 20/02/2024

	Impact:

	In a recent company managers away day we received a session about how to improve the performance of a team looking at the five functions of a dysfunctional team model. I learnt how absence of trust, fear of conflict, lack of commitment, avoidance of accountability and inattention to results can affect the performance of a team.

I learnt that I assume that my team works well, but I have never actually asked the team. It made me realise that although I am happy working in the team, as I do feel trust, I don’t fear conflict etc it doesn’t mean that everyone in the team feels the same way.

This activity has impacted on my professional practice and has made me more aware of the assumptions I make. As a result, I plan to look at the model in our next team meeting, in order to discuss each function and identify any areas which need improvement. By measuring where we currently perform on the model will help us create strategies to improve the team performance.




	Activity: Prentis-Iaith Unit 1 &2

	Date: January – February 2024

	Impact:

	As part of the apprenticeship, I must complete units of the Prentis-iaith programme. I have completed units 1 and 2 so far and have learnt basic words and phrases in Welsh.

Completing these units made me realise that I do know quite a few Welsh words and phrases, even though I would say my Welsh skills are very basic, completed the units made me feel more confident in my ability to say and understand simple sentences and I have started to recall the Welsh skills I learnt many years ago while at school.

This has encouraged me to use Welsh with colleagues, and everyone I have spoken to have reacted warmly and welcomes my attempts. I have always wanted to learn Welsh but have always found it difficult to master and practice. Moving forward I will continue with the Prentis-iaith units so that I can build my vocabulary further and use the Welsh language more in the workplace.
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