SCO03 Professional behaviours and valuing people 
AC 1.1 Purpose and value
The people professional role is unique within any organization. Enabling specific access to employees and the ability to influence organisational strategy, which directly links to profitability. Led by evidence-based decisions, ethically led principles and supporting business leaders to develop a culture based on professionalism, trust, integrity and transparency (CIPD, 2024).  The role is defined as a professional on paper, but also in practice, doing so ethically and with morality, ensuring integrity through diversity and inclusion.  Ideally having a professional qualification or an accredited member of a body like the CIPD (Taylor, 2022).  
The CIPD Profession Map is a guide for professionals to adhere to, setting an international standard, detailing purpose and values.  Offering a framework of knowledge and behaviours required to benchmark skills, have impact and continuously grow within an organisation (CIPD, 2023).  The world of work is changing and businesses also need to in order to survive.  Whilst the Map offers ‘best practice’ of how to approach business dilemmas, people professionals must apply situational judgement also, to ensure fair and consistent decisions, evidencing knowledge and considering ethics (CIPD, 2024). Continuous learning, legal awareness and reviewing policy, contribute to the integrity and fairness of judgements (CIPD, 2024).
Purpose is the centre of the Map and aligns all aspects of the profession.  Surrounding this are three core values, which when applied, result in better decision-making. Being principle-led, doing what’s right. Evidence-based, utilising data and expertise in decision making.  Being outcome-driven, focussing on work that generates value for all. The Map details core knowledge and behaviours required, whether a role is specialised or general, and outlines specialist knowledge. (CIPD, 2023). 
Behaviours expected include ethical practice, building trust by consistently applying principles and values in decision-making.  It also includes professional courage and influence, having the confidence to ‘speak up’ and skilfully influence others to obtain support.  Working inclusively by collaborating across boundaries to achieve positive outcomes, valuing people by creating a shared purpose and fostering development, voice and wellbeing. Demonstrating a passion for learning by being curious, continuous improvement and innovation. (Waite, 2021).  The benefit being authenticity, perceived to be genuine and trustworthy (Brann, 2021).

AC 1.2 Personal and ethical values
The CIPD advocates organisations having a code of ethics to support its core values.  Values are cornerstones which steer behaviour, support decision making and reflect in a company’s culture.  Having an ethical code guarantees fairness, transparency and trust.  These too influence behaviour (CIPD 2024).  People professionals are pivotal in role modelling ethical values in their daily practice (Waite, 2021).  
Ethical values are personal, professional and public and influenced by organisational benefit, what’s morally or legally right to do, but also guided by personal values and beliefs. When ethically applied professional values ensure honesty, fairness, privacy, equality, integrity and inclusivity.  Public values relate to citizen rights and a legal framework.  Whilst personal values reflect individual’s upbringing, schooling and social influence (Taylor, 2022).
Many theories exist on business ethics, including Deontology, Utilitarianism, and Hedonism, each taking a different ethical approach. Hedonism advocates stakeholder decisions over leadership decisions, whilst Utilitarianism considers the greatest benefit, for the greatest number of people (Taylor. 2022).
My upbringing moulded my personal values and being one of four children I learnt quickly what was right and wrong. Justice is a close value and shaped my academic and career path, having studied a Law degree and now working in HR.  It impacts my daily role when making decisions.  This is evidenced when I facilitate an attendance disciplinary and apply company absence triggers for disciplinary review. The framework is structured and comfortable for me to apply, due to my personal value of justice. 
From an ethical values perspective I prefer to be more flexible with business decisions and utilise the ‘Eight Lens’ approach, for example the Fairness Lens, the Merit Lens or the Democracy Lens.  Guaranteeing I consider more than one perspective and arrive at a well-rounded decision (CIPD, 2015).  I value fairness and this approach enables me to recognise policy is not always the considered approach and sometimes, ethically, I need to do ‘what’s right’ for an individual, not all. Recently I facilitated a conduct case where a customer complained about an employee’s lack of knowledge, the individual is on menopause medication and experiences ‘brain fog’, I had to consider personal circumstances and what is fair and morally right.

AC 1.3 Influence
People professionals “are in the business of influencing” and need to be persuasive, so employees accept their outcomes (Armstrong, 2023).  The ability to influence is underpinned by trust.  This is earned and developed with time and leads to credibility and strength.  The outcome being even when saying ‘no’ to the business, whilst they may not like to decision, they know it’s for the wider-good, is informed, they trust you and therefore the outcome too (Templeman, 2022).   Furthermore, an outcome needs to be well-communicated, supported by evidence and alternatives been considered. Enabling the business to have understanding and make sound judgements (CIPD, 2024).
The CIPD Map details professional courage and influence as core behaviours of a people practitioner.   It references confidence, accountability, clear communication and having an influencing approach, as key aspects of this (CIPD, 2023).  Outcomes should be supported with analysis and facts.  To successfully influence be clear and concise (Armstrong, 2023).  It’s recommended to plan and use data to boost confidence.  Considering questions and answers, helps with shyness and confidence, these can be overcome with expertise.  People professionals must ‘speak up’ and express their views to add value (Waite, 2021).  Their communication method, verbal or written, should be accurate, concise and unambiguous.  This too will generate trust (Armstrong, 2023).   Ultimately, whilst the power of influence relies on confidently using data, enabling managers to make decisions and drive change, it does not account for external factors and analysis of any trends, for example, and it’s the role of the people professional to fill in these gaps and apply an influencing approach (Templeman, 2022).
The consequences of not being able or willing to influence others are many.  Accountability for errors is necessary and the Map highlights recognising mistakes as being a tool to further harness trust.  There are risks to a lapse in concentration or letting your professional guard down and the impacts can reverse trust and credibility (Templeman, 2022).  Outcomes may not be inclusive or ethical and reflect the wider public good.  Employees may lose faith, become unhappy and disengaged, this could impact company attrition and the overall culture.  Equally, it will have an effect on productivity, efficiency and profits. (Taylor, 2022).  

AC 1.4 Unethical or Illegal
The CIPD Map defines core ethical knowledge and behaviours required by a people professional and the legal obligation to act consistently (CIPD, 2023).  Organisations should adhere to their legal obligation to act responsibly and doing things well (CIPD, 2025).  A podcast highlighted a third of HR professionals had witnessed unethical behaviour and the resulting conflict between expected standards and what employers expected (CIPD, 2019).  Codes of ethics are implemented and often ignored, making conflict more difficult to navigate (Taylor, 2022). 
Ethical practice applies to all aspects of conduct and is the application of values to behaviour. Its discretionary decisions made relying on transparency, being treated fairly, with respect and dignity.  Often reflecting social responsibilities and norms (CIPD, 2024).  Unethical behaviour is often reactionary and research indicates poor leadership, managerial practices and accountability as reasons (CIPD, 2019).  An infringement of the law is clearer and should be reported via the correct channels, to the police, CIFAS and other professional organisation.
As role models people professionals have a duty to ensure themselves and employees act with due-diligence. To voice their concerns, opinions and suggestions and have the ability to influence decisions.   The CIPD advocates a ‘speak-up’ culture (CIPD, 2019). The podcast suggests ethical organisations need clear ways for employees to raise issues of concerns (CIPD 2019).  Suggestions include, speaking to management, employee representatives, HR, trade unions, or more discretely though whistleblowing, staff surveys or employee voice initiatives.  Many organisations have a whistleblowing policy, those highlighting a danger or illegality are protected by the Public Disclusure Act 1998 (CIPD, 2025).  
A personal example of unethical practice witnessed is where the individual of ‘best fit’ attained a job and wasn’t the strongest performer at interview.  A defined marking criteria was recommended and implemented for future decisions.  Also, an individual who claimed overtime not worked, which resulted in a GMC disciplinary, dismissal and CIFAS marker due to a breach of integrity, trust and illegally claiming money by deception. There’s a broader aspect to consider in cases of public interest too, as evidenced in the Volkswagen scandal, which resulted in reputational damage and a $9.5 billion fine.  This breached both ethical and legal standards (Toebe, 2020).

AC 2.1 Included, valued and treated fairly
The CIPD advocates inclusivity, value creation and treating fairly as core behaviours and key knowledge within the Profession Map (CIPD, 2023).  Referring to the ‘psychological contract’, identifying employees wanting to work for organisations with good practices, where they feel safe, belong and are empowered to reach their potential. Highlighting benefits to both workers and employers.  Equality, diversity and inclusion (EDI) is a central theme of its guidance. (CIPD, 2024).  The Government Equalities Office also recommends businesses embedding EDI policy into their organisational strategy and, if adhered to, results in benefits (GEO, 2013).
Great Place to Work (2021) evidenced research of improvement with attrition in an inclusive workplace, employees being more likely to look forward to going to work in an environment where they’ll be treated fairly, irrespective of age, gender, race or sexual orientation.  Also, the likelihood of having pride in and wanting to commit to a company for longer (Bush, 2023).
Study highlights the benefits of having an EDI policy with companies surveyed agreeing it positively impacts workplace culture and attracts new staff and customers (Baker, 2021).  Also, having gender and ethnic diversity in the leadership team directly impacts profits (Dixon-Fyle, 2020). 
I’ve witnessed the advantages of a diverse work group, as a Manager with a broad team represented by varied nationalities, ages and genders.  We reflected our diverse customer base and the impact on productivity, engagement, job satisfaction and attrition was evident.  I embedded EDI into recruitment and, like with other organisations, experienced positive outcomes.  For example, Kettering General Hospital reviewing its EDI recruitment policy, due to staffing issues during the pandemic, now witnessing cultural changes and a sense of belonging (Rambhai, 2022).
Theory demonstrates high performance being achieved by motivated employees.  Maslow’s five step hierarchy of needs (1954) indicates psychological needs like self-actualisation, love and belonging as key staff motivations. Whilst Herzberg’s two-factor theory (1959) proposes job satisfaction linked by 2 elements, motivation and hygiene (satisfiers and dissatisfiers).  Another popular theory being Alderfer’s ERG theory (1972), highlighting three core employee needs; existence, relatedness and growth. Ultimately theory links business success to job satisfaction, feeling valued, development opportunities, leadership and being treated fairly (Armstrong, 2023).

AC 2.2 Designing and checking inclusive initiatives
The CIPD Profession Map promotes inclusivity both in the design and post implementation review of people practice initiatives (CIPD, 2023). It references the ‘social justice case’ and equal rights to access work, training and development, recommending an EDI strategy which embraces differences, (CIPD 2024).  The Equality Act of 2010 highlights the legal responsibility of employers to avoid discrimination based on ‘protected characteristics’, including age, disability, race and religion (Taylor, 2022).
To optimise the success of any inclusive people practice, organisations need to begin with the recruitment and selection process.  Advertising in a range of mediums and targeting a diverse population.  However, this must continue throughout the employment cycle and become embedded in culture and policy (Taylor, 2022).  The CIPD refers to a ‘continuous process of improvement’ including the design of guidelines and training for employees, embedding inclusivity in the performance management framework, objectives and job descriptions. Also to reward and recognise success. It promotes networking both inside and outside of the business to ensure policies are up-to-date, benchmarked and to share ideas (CIPD, 2024).
Any new policy or initiative needs to recognise the differences between people and ensure a diverse group are brought together to work in cohesive and productive units.  Northern Rail introduced diversity ambassadors, an inclusion charter and focussed advertising on Asian TV networks to encourage a more diverse workforce (Armstrong, 2023).
For people professionals to understand how inclusive their organisation is it’s advisable to monitor inclusivity data to identify any bias, training, development or performance needs (Waite, 2021).  Reviewing recruitment and promotion data, staff survey results (Armstrong, 2023).  Auditing diversity in the workplace should be common place and setting action campaigns if a group is identified as under-represented (Taylor, 2022).  The CIPD recommends utilising newsletters, notice boards and intranets to promote inclusivity awareness.  Never relying on policies being effective and having a process of reviewing then, seeking feedback and adapting. Advocating to ‘measure, review and reinforce’ (CIPD, 2024).  People Practitioners who influence managers to promote a fair and inclusive workforce have an increased chance of attaining long-term and impactful change (Taylor, 2022).  

AC 2.3 Working Inclusively and building positive relationships.
I’m new to HR, in my previous role I was an Operations Manager.  With a diverse team, covering age ranges, nationalities, religious beliefs and with different physical abilities.  I was responsible for recruitment and at the heart of my strategy was diversity and inclusivity, ensuring we represented our customer, but also my personal ethical value of all perspectives being considered.  Aware diversity offers benefits to individuals, the business and our customer.  Being at the start of their journey meant I was respected, developed relationships and being personable and approachable ties in with my personality. 
When arranging a team building day I sent a survey to consider requirements, including dietary, abilities, religious and wellbeing factors.  This highlighted the need to avoid non-inclusive activities and flagged points I’d previously not contemplated.  For example, someone with a gambling addiction, avoiding alcohol (on religious, age or dietary grounds) and those with physical limitations.  Allowing me to narrow the activity, ensuring it was collaborative, positive and inclusive.  We settled on a mindful art class. I sent a feedback survey after the event and all was positive.  One saying the activity helped their mental health and they’ve started painting as a result.  Proof a considered activity has personal and business benefits, improved mental health could impact attendance. 
I’ve continued this fair and inclusive approach into my current team.  Having sought feedback from both a colleague and my manager, on how I support stakeholders and demonstrate inclusivity, it’s evident I’m considerate of being kind to all, I listen to and tailor to their individual case and I approach them consistently.  One point raised is, I can appear pro-agent and considering the wider managerial approach will be an advantage.  Utilising evidence to gain trust and influence and knowing I don’t need to give an immediate answer, will support my growth in my role and ability to gain credibility.
The feedback reflects in my personal and ethical values.  Wanting to ensure justice and a voice for all, a core value from my upbringing, and also my ethical approach to ensure I consider all perspectives.  It’s important I ground myself In these in order to shape my HR career and CPD objectives mirror this. 

AC 3.1 Practitioner role evolving and implications
The world of work is evolving and people practitioners are required to be at the forefront of this shift.  Covid and hybrid working has been a catalyst, but even before this with advances in technology.  It’s essential to keep reading, learning and up-to-date with changes in the profession, or risk becoming outdated, practices no longer valid or even illegal (Taylor, 2022).  The CIPD Map advocates having a passion for learning and continuous professional development (CPD) as core behaviours.  These will have a positive impact on individuals’ daily practices and the profession as a whole (CIPD, 2023).  Furthermore, in a CIPD podcast in 2019 it was highlighted this is an exciting time to be in the profession, influencing thinking and being at the forefront of creating a workplace where people can thrive and HR drives organisations forward (CIPD, 2019).
Practitioners have evolved a partnering approach to adapting policy, best practice and support change (Taylor, 2022).  They work closely with business leaders to support organisational strategy and development. Coupled with this is the requirement to utilise people metrics in decision making.  Organisations are investing in new technology to support this and more is required of people professionals to collect and interpret employee data and offer guidance on this.  An evidence-based approach is needed to validate decisions in a sustainable, ethical and principled way (CIPD, 2025).
Having a CPD should be a staple for all people practitioners and should reflect the changing role.  Job security and the future of the profession relies on skills, knowledge and capabilities and investing in learning is central to this.  The benefits are both individual and business based, with a more adapted, capable and compliant employee base (Waite, 2022). 

AC 3.2 Strengths, weaknesses and development areas
One aspect of my job description is to support company managers with employee related questions.  These are benefit, policy, risk or breach based.  Another is to facilitate formal meetings led by managers, ensuring fairness and consistency with outcomes.  I’ve reflected on how I fulfil these requirements, and to ensure a well-rounded perspective, sought feedback from a colleague and my manager on how I meet these too.  Feedback was consistent and strengths and weakness opportunities being similar, however, having a collaborative approach to development opportunities proved beneficial for my CPD.  
We agreed my strength is how I approach questions and meetings with consistency and fairness and am able to influence outcomes based on experience and knowledge.  This helps with credibility and trust. My manager identified written communication as another strength and my colleague added to this by saying both my verbal and written communication are assets. 
One weakness I personally identified is timeliness and the ability to prioritise multiple questions and meetings.  I feel the need to react quickly and often pause what I’m doing, then get caught up on a new case.  My manager identified a weakness as having to refer on some cases when support is needed to defend an outcome, where maybe experience and knowledge alone are not enough and evidence is needed.  My colleague said my weakness is the same as theirs, we started the role together, and it’s knowing the relevant part of the policy at quick reference and inspiring confidence.
Development opportunities were varied.  Being new in my role, I’m still to complete a full induction activity check-list.  This will support my colleague’s identified weakness and enable me to apply policies more effectively.  This is reflected in my job description and for example, learning more about the grievance policy and meeting with our Employee Relations team will build knowledge, which in turn enhances credibility. Another opportunity is to utilise people data to help influence these decisions and support outcomes in meetings and with manager questions. This can only further validate my position and ability to influence consistent outcomes, for example, previous cases for precedents and helping fulfil another requirement of my job description. 

AC 3.3 CPD Plan and explanation
I’ve added five development plan activities.  These are based on my personal self-assessment and feedback provided by my manager and colleague.  I’ve selected each as they reflect my   job description and learning in my new role in Case Management.  These will allow me to grow in an evolving profession and future proof my skills and support offered to my organisation. 
Utilising MI and data in my role will strengthen my outcomes and decisions. It will enhance my credibility and inspire confidence and trust.  It will mean I have a source of evidence-based truth and will refer less to gain information to support my guidance.  Also, attending training on the use of Excel and data analysis will enhance the information I supply to managers and be used to strengthen my outcomes/decisions.  This will support my ability to fairly influence. 
Attending training on time management and task prioritisation is a personal objective.  Aimed at remaining focussed and knowing what tasks/stakeholders take priority.  Team mentoring and learning best practice will also support this.
Meeting with People Partners will again allow me to enhance my ability to influence and have constructive conversations with business managers. It’ll also help with my networking skills and offer the opportunity to shadow.
Overall, these activities tie in with my Case Management Induction Pack, allowing exposure to the wider People function, relevant policies and cases encountered. The aim being by the end of 2025 I’ll be a well-rounded, informed and credible member of the Case Management team. 
See Appendix 1 below

AC 3.4 Reflection Development Record
The CIPD profession map encourages reflection on experience as a core behaviour (CIPD, 2023).  It’s essential to reflect on our behaviour, learning and performance (Waite, 2021). 
See Appendix 2 below
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