5CO03 Professional behaviours and valuing people 
AC 1.1

A People Professional, by definition, can refer to someone working in roles that focus on managing, supporting and developing people within an organisation. Typically, these professionals work in areas such as HR, Learning & Development and Organisational Development. The CIPD (2025a), created the Profession Map, updated bi-annually, which is described as “The international standard that equips people professionals to make their greatest impact”. Representing the whole profession, the map is a practical set of knowledge and behaviours that People Professionals use daily in their practice. 
At the core of the map sits purpose which is split into principles-led, evidence-based and outcomes-driven.  These are important in fostering a culture of better work, practice and creating environments that help get the best out of people. By having a vision that aligns with these three core ideals, we are able to maintain a higher level of trust and credibility within our roles and continue to have the greatest impact within an organisation (CIPD, 2025a)
By conducting ourselves in this way, there are a multitude of ways in which may add value to an organisation. Personnel Today (2012) writes that People Professionals can have an important role in developing future leaders, curating the culture and values of an organisation, helping to develop strategy, provide advice, motivation and engagement. Alongside this Learning and Development specifically can help in the continuous development of individuals and larger groups alike. Within the CIPD profession map, the wider segments of core knowledge, core behaviours and specialist knowledge help to fuel this. By having an ethical practice, working inclusively and collaboratively and valuing our people we can assure this. 
AC 1.2

Ethically, by following the principles of Deontology, we are able to work in a way that promotes fairness and a culture of strong morals. This may mean that sometimes the morally right outcome does not always provide an immediate positive result. Rawling (2023) writes that we act guided by morality within the confines of a system of rules. Within people practice, this rings true as in many instances there are strict policies, both legal and internal that we must follow with our day-to-day practice. By acting with strong morals, within the confines of policy, we can assure that we are making the correct decisions in our work. This could translate to various areas, by taking grievance proceedings as an example, we are expected to proceed under the regulations set out whilst also making the morally correct decisions. Therefore, by following the ideals of Deontology we can make sure that we are working fairly. 
By using Scwartz’s values map, I am able to identify personal values within my work as a People Professional.  These values represent what is important in our working lives and set the standards which motivate our behaviours (Karl, 2021). Within the outer ring, the overarching theme of growth is important to me as its foundation is in the free expression of one’s own ideas which I believe to be important. Further in, I relate to the openness to change as I believe it is incredibly important in the current climate. Finally, the segment for Self-Direction is important to me as I believe having autonomy within a role helps to promote job satisfaction. 
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Figure 1: Schwartz values wheel (Karl, 2021).
Nedelko and Potocan (2019) go on to say that management behaviour based on these principles can be reflected in their work by accepting suggestions from staff, delegating effectively and including them in decision making. This promotes a good culture of working collaboratively and cohesively. 
AC 1.3

Firstly, it is important to note that a great deal of self-awareness is crucial in communicating effectively. The listener reacts not only to what we say, but how we say it with both our tone and body language. With this in mind, it is important that we continue to contribute to discussions as we bring diverse perspectives, recognise the importance of a diverse workforce and champion ethical practice. By following the CIPD core behaviours, professional courage and influence is defined by ‘Showing courage to speak up and skilfully influencing others to gain buy in’ (CIPD, 2025b). This in turn, promotes a culture of positive change and ensures that the right decisions are made to benefit not only an organisation but also its people. 
As People Professionals, we may find ourselves part of conversations that have great impact on an organisation, therefore, it is imperative that we use all of the tools in order to influence decisions. By ensuring that these conversations are evidence-based at the initial stage, we can align with the CIPD Code of Conduct and Ethics (2023), and assist that no decision is made lightly. This could be done through providing accurate data to support our recommendations both visually and orally. 
By having the correct professional knowledge and skills, we can assist organisations in making these decisions. Continuing to develop this knowledge, through professional curiosity, is also crucial in making sure we are up to date when influencing any decision made. Making sure that we also align with the organisational goals will also help us to be more persuasive in our recommendations as this will ensure greater buy-in from key people. 
AC 1.4

Raising matters that we deem unethical may prove tricky as they will have need for difficult conversations. In a CIPD report from 2019 entitled ‘Rotten Apples, Bad Barrels And Sticky Situations’, they describe different types of unethical behaviour. One such being unethical pro-organisational behaviour (UPB). This can include ‘withholding information from customers or the public to protect the organisation or to advance its interests and goals.’ In approaching this difficult task of addressing this behaviour, we as People Professionals find ourselves in hard situation. The need for strong relationships and influence is key here as we remind the organisation of policy, legislation and code of conduct to help steer them into more ethical decision making. Once again, by choosing to communicate effectively with an evidence-based foundation we can help to mitigate this behaviour. 
Alongside this, by empowering employees to raise concerns and speak up, we can promote a culture where they question decision that appear to go against policy or indeed code of ethics. This could also be facilitated through an independent whistleblowing service that may be anonymous and not reflect back on the individual, thus promoting trust throughout.
When faced with illegal matters, a similar challenge faces us as People Professionals. However, the added factor of breaking the law further escalates the severity of the situation. In their appraisal of a 2014 article, Baczor writes that within a culture of benevolence (where decisions maximise shared interests), there is a greater chance for whistleblowing as staff are more concerned for the welfare of others. By fostering this culture, we are able to build trust within an organisation and ensure that staff feel comfortable reporting (Baczor, 2019).
Initiating conversations about illegal behaviour are never going to be easy. For example, if a staff member has been accused of stealing from the organisation, proof will first need to be produced. This, alongside a clear breach of both policy and law can provide the necessary evidence for raising the matter. It is important that People Professionals bring a fair voice to the table as they may represent both the individual and the organisation as a whole. However, by acting within an ethical framework, we can ensure that the matter is dealt with, and appropriate action is taken. Grievance procedures that also align with the CIPD Code of Conduct with regards to confidentiality are also imperative when dealing with these issues. 
AC 2.1

When staff feel valued and included at work, oftentimes they then have a greater sense of job satisfaction. Taking Dan Pink’s motivation theory, the three key elements of: autonomy, mastery and purpose can help promote a culture of job satisfaction while assisting in making employees feel valued. Janse (2023) surmises that it is also about empowering employees and one of the key pillars of this is by validating good work as this has a direct impact on employee motivation. When feeling valued and rewarded for their good work, employees and organisations alike, will have a mutual understanding of what is expected and strive toward a common goal – a mutual benefit. This also can have positive benefits such as an enhanced corporate reputation, increased wellbeing among employees and an increase in employee retention as well as an increase in innovation and cross-collaboration. 
With regards to diversity and inclusion, where employees’ differences are recognised and valued so that everyone is able to thrive at work, a 2018 report states that having a strong sense of diversity and inclusion ‘yields positive performance outcomes for organisations.’ (CIPD, 2018). By creating environments where employees feel safe, have a sense of belonging and feel empowered to achieve their full potential, organisations can champion better result and business performance and again increase and maintain their corporate reputation (CIPD, 2024). This can be encouraged and maintained by way of Equality, Diversity and Inclusion training and development schemes and promoting the enhancement of knowledge throughout the organisation.  
This also relates back to the initial point in the CIPD code of conduct and ethics where, as People Professionals, we strive to ‘Develop and champion policies and procedures that foster fair, consistent and equitable treatment for all’ (CIPD, 2023). By being a part of the conversations and designing and implementing these policies we can ensure we continue to support employees on both a human and professional level. 
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Within the L&D function, part of creating learning for employees means fostering a culture of inclusion. At its inception, making sure that material is both accessible and understandable is paramount. By having the conversation early on and a good awareness during the creation of content, we are able to maintain a library of content this is inclusive and accessible by the diverse employees of the organisation. Acknowledging that we have a diverse employee base, and that not everyone learns in the same way, is crucial in the success of our content. 
One model that helps in this development is FACTS: Flexible, Accessible, Collaborative, Tailored and Step-Change (Lancaster, 2020). This model ensures that we create learning initiatives that can be completed by anyone in the organisation. One example of making fonts legible for all to read, by way of Microsoft’s accessibility features, means we can be assured that content can be used by all employees. The added element of collaboration means that by interacting and connecting with other learners, a greater sense of belonging is felt, thus helping to improve employee satisfaction. Alongside this, the Step-Change element helps to improve on an employee’s existing skills and help them achieve a greater sense of mastery which will assist in growing confidence (Janse, 2023)
In order to measure the success of these activities, feedback is essential. By gathering comments and suggestions from participants, we are able to continuously monitor that our activities are inclusive to all. This feedback, usually by way of a feedback form and then collated, can be used to improve the materials delivered. By promoting a culture of constructive feedback where the balance of positive to negative is around 80% to 20%, and is an accepted part of working life, we can consistently strive for high performance (Swinburne, 2001). This feedback can then be used within focus groups to assess what changes and adaptations may be needed to ensure we are always delivering in an inclusive way. 
AC 2.3

Within my current role, I am still fairly new to the organisation, only having been in-post for eight months. However, this has worked to my advantage in a number of ways. Having not long completed my initial probationary period, the policies with regards to inclusion are fresh in my mind. This paired with having a probationary review recently, has led to receiving feedback from my line manager and the opportunity to reflect upon my first six months. Within my role as an L&D adviser, the department’s ethos is always to work in an inclusive way, and I have been given the opportunity to develop this through the assessment of current material and creation of new material. By monitoring how we deliver content, both in-person and virtually, and paying particular attention to formatting and types of activities, I have been able to assess how we are acting in an inclusive way. By paying particular attention to font colour, size and type on PowerPoints and hand-outs I have made sure to maintain consistency in this area and apply it to all new content created. 
Feedback from my line manager has been positive and I have been praised for the changes suggested in making content more accessible and engaging for our learners. This is especially true in the way I have redesigned the monthly reporting to include easier to read formatting, more pictures and less text as well as a shorter more impactful design. 
With regards to building positive working relationships, as with all new roles the initial period has been one of meeting lots of new key contacts. By continuing to be personable and take time to have conversations, I have been able to expand my network within my current post. This has also been evident in working with a cohort of aspiring managers and future leaders as by facilitating their training I have gained not only insight to how other departments run within the organisation but also forged professional relationships with people that I may need to contact on matters specific to their role. 
Once again, feedback from my line manager has been positive and they have noted how I am always polite, professional and am able to promote cross-collaboration within the organisation thanks to the contacts I have made. I believe that I am working in a way that is conducive with the organisational vision of ‘Working Together, Improving Lives’ whilst also upholding the CIPD Code of Conduct and Ethics by continuing to ‘Establish, maintain and develop professional relationships based on mutual confidence, trust and respect’ (CIPD, 2023).
AC 3.1

In the ever-changing environment, it is important to stay aware of the latest trends within our industries and one such development is the use of AI. Writing for The Access Group, Gowans states the evolving use of AI means continuous up-skilling (and reskilling) is necessary to stay up to date (Gowans, 2024). This is evident in my CPD, and I have a commitment to staying on top of the emerging uses of AI within my work in L&D. Govan goes on to say that by equipping ourselves with the knowledge of AI we can help to pave the way for its uses within training. Potentially, this could prove difficult as the rapid nature of AI’s development means there are always new products and uses. Alongside this, capacity issues leave little time for longer training courses for the enhancement of my knowledge. This is mitigated by acknowledging it within my CPD and allowing time in the schedule for the development of this skill. By working collaboratively within the department however, I will be able to share the information with the team so that we can all benefit from it. 
Reflecting back on the CIPD Code of Conduct and Ethics, by continuing to align with part 4 and ‘providing high standards of competence and service; committing to the continuing development of your skills, knowledge and experience’ I can assure that I am working towards this in the evolving service (CIPD, 2023)
AC 3.2

Using my job description and the role of ‘create and deliver training on a variety of subjects’ I have made the following reflections. My strengths most definitely lie with the creation of engaging content and the use of new formats and bringing different ideas about activities within our training programmes. By having an awareness of different learning styles, I have been able to create content that is accessible to all and takes time to address all learning styles within the room. This is evidenced by using a mixture of activities that involve reflective work, active participation in physical activities and conduction plenary within groups. This has been recognised by my line manager who has noted that my use or newer, more engaging content has brough a fresh approach to the product we deliver.
 As far as weaknesses, I am still learning some of the subject matter and familiarising myself with a multitude of concepts and models. This has led to sometimes not being fully informed and delivering content that I am not entirely comfortable explaining in detail. Again, this has been acknowledged by my line manager and time has been set aside for furthering my knowledge of these areas.
This leads on to development areas. My maintaining professional curiosity and continuing to expand my knowledge base I will be able to facilitate with much more confidence and provide greater context to some of the models and concepts that we use within our programmes. By dedicating time for both reading and research, I hope to achieve this to further my experience within the role. By making sure that these goals are measured, I will be able to benchmark myself and also see the benefits in my progression. A good tool for this would be to assess my learning goal against SMART goal framework. 
AC 3.3

Firstly, having identified above the goal for increasing knowledge on the concepts and models used within our curriculum, I have assigned myself to attend training programmes both internally and externally. By building these into my CPD plan I will be able expand my knowledge and feel more comfortable explaining these to a wider audience and the uses within out organisation. 
By continuing my studies towards CIPD associate level, I am making steps towards furthering my core knowledge. In having a greater understanding of people practice, I will be able to assist in making sure these principles are followed in our day-to-day operations. Also, by increasing my specialist knowledge in L&D and working in an inclusive way I am always being mindful of the CIPD profession map. 
Lastly, by keeping on top of current trends within the industry I can assure that I am always creating and facilitating content in line with what is relevant and up to date. This will benefit not only the department but also the learners as they will have the most recent information provided to them. By continuing to reflect back on these, both personally and with my line manager I will have an accurate measure of how I am performing and ways in which I can continuously develop. 
AC 3.4

Firstly, in my completion of CMI level 3 in coaching and mentoring, I have been able to gain insightful knowledge to not only the practical elements, but also the impact of coaching and mentoring. As something that is used widely within the organisation, I have been able to further my knowledge and help with facilitating material in this area. It has also impacted my behaviours as now I approach things from a different perspective and rather than showing people what to do, I am able to have conversations that assist them in finding the path themselves. This will be further developed when I begin to undertake the more advanced level 5 programme and further my knowledge and experience.
Secondly, by learning the day-to-day running of the department, both in procedure and its tasks, I have been able to be more efficient in my role. By having a greater understanding of how things are done I am now able to do things more efficiently and effectively. This is evident in my answering of general enquiries or knowing key contacts when trying to access necessary information. This has been recorded as an ongoing development area as with the ever-changing nature of the organisation, there are always new things to learn. 
Lastly, by working collaboratively with both members of my department, and outside, I have been able to not only expand my knowledge but work in a way that increases productivity. By having other voices at the table, I am able to have constructive challenge and feedback within conversations that in turn drives for a more well-rounded and successful output. In having access to the experience of others I can work in a way which not only furthers my development but also the development of the organisation as a whole.

















CPD Plan – Matthew Jones
	Skill Area
	Currently
	To develop
	Timescale

	Professional Knowledge
	Delivering training programmes on a variety of subjects

Studying toward CIPD level 5 

Completed CMI level 3 in Coaching and Mentoring

Day-to-day running of department


	Attend internal and external courses to improve knowledge of subjects with a view to facilitate further training in the future

Review knowledge of e-learning systems and areas for knowledge development

Work towards ILM Level 5 in Leadership and Management
	Next twelve months – review March 2026

	Working collaboratively 
	Working with other members in the department on delivering and creating content
	Meet and work cross-divisionally to create new bespoke content
	Ongoing

	EDI
	Assessing accessibility on all courses and content

Shadowing on delivery of EDI training course
	Develop knowledge of subject and deliver next course
	Next six months

	Management training
	Delivering on two management training programmes 

Observing on new female leadership cohort
	Further research management concepts and models to further knowledge

Seek out new content to enhance current programmes
	Current cohorts finish July 2025 – 

Review and assist in development for September programmes

	Policy and Procedures
	Reviewed policies as part of six-month appraisal
	Continue to learn department procedures and expand knowledge
	Ongoing

	Current trends
	Acknowledge use of AI within the department
	Research emerging trends and how to work more effectively to deliver a consistent content base
	Ongoing
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