Professional Behaviours and Valuing People (BMPD5018)			
(AC 1.1) Define the term professional and explain what it means to be a ‘people professional’ 
The word Professional is described by Collins English Dictionary as follows: Professional means relating to a person's work, especially work that requires special training (Collins English Dictionary, n.d.)
The CIPD states the people's profession promotes improvement in the workplace. The profession offers viable business achievements that are valuable to everyone by discovering, communicating, and unleashing the potential of the organisation's people. By effective people initiatives, human resources experts support the organisation's vision and goals. Organisations key assets are their people, and therefore it is the people's profession’s role to encourage the workforce within the organisation to flourish both individually and as a team (CIPD, n.d.).  

The CIPD Profession Map (CIPD, n.d.) provides a standard for the human resources profession and applies to everyone in the profession, whether they are CIPD members or not. It assists individuals with improving their judgement, self-assurance, peak performance, driving change in their organisation, and professional advancement. 

Your capability, expertise, and contributions at work are reflected in your CIPD membership ratings. The status of membership communicates to colleagues, customers, and potential employers what you can provide them with as a people professional. The CIPD Membership route is as follows; Foundation Member, Associate Member, Chartered Member and Chartered Fellow (Membership Grades, n.d.). 


(AC 3.1) Explore how the role of a people professional (either a generalist or a particular specialist) is evolving and the priorities this raises for continuing professional development (CPD)
Throughout the last few decades, the position of HR professionals has undergone a radical transformation. The HR function has changed over the past 30 years from managing personnel and employee information to being a department in charge of everything from fundamental tasks like payroll to sophisticated and important strategic guidance and advice to enhance the organisation's growth and development (Personnel today, 2002). Examples of change can be seen in simple things such as handwritten HR reports with a ruler, and statistics calculated manually, whereas today there are sophisticated IT systems recording KPIs and data allowing reports being drafted at a click of a button.

Barry Pirrie stated HR was seen to be primarily conducting welfare support and was perceived as a "tea and sympathy" function which was more concerned with supporting employees than it was with offering the business strategic support (How Has HR Evolved in the Last 25 Years?, 2016). With the profession rapidly evolving, training to upskill and enhance knowledge is required. This is to ensure all people professionals can offer the relevant and up to date advice and guidance.
The majority of businesses in the HR sector struggled as a result of a shortage of skilled workers following one of the biggest changes to the United Kingdom- Brexit. According to Mind the Gap research in 2021, challenges with retention followed by a lack of qualified candidates, account for the majority of the shortage of skills in HR (HR Magazine, 2021). 

To ensure the people profession remain upskilled the CIPD along with other organisations offer opportunities to grow their continued professional development (CPD). This can be done in a variety of ways. In the last 2 years, since the COVID 19 pandemic, online training sessions have become more readily available resulting in more flexibility and reaching a wider customer base.


(AC 1.2) Discuss the concept of ‘ethical values’, and how at least three ethical values that you hold personally, impact (or could impact) on your work as a people professional. 
The moral compass we use to navigate our lives and make decisions is provided by our ethical standards, or "doing the right thing" because it is the morally correct thing to do. People practitioners are in a good position to support implementation of ethical decisions into standard practice. Practitioners advise the leaders of the organisation with high standards of integrity in promoting cultures of openness and trust after all, 'Ethics are at the heart of professionalism (CIPD, 2022)’.

Integrity- Making ethical decisions frequently is informed by the value of integrity. Personally, I value my integrity within the workplace, but have found myself battling between the urge to act morally even when under intense pressure to behave otherwise such as in a dismissal scenario. According to the majority of respondents of the CIPD 2021 People profession poll, working professionals would not compromise their ethical standards. However, areas where they are more inclined to compromise include while addressing business needs and under pressure from stakeholders (CIPD, 2022).
Fairness- Treating everyone equally, regardless of their standing within the organisation. I am passionate and champion workplace diversity to ensure we are giving those with various experiences and viewpoints the chance to have an impact on how the business runs irrespective of their sexuality. This links to the CIPD code of conducts ethical standards; display and encourage respect for other people's values, practises, cultures, and personal beliefs (CIPD, 2023)
Respect- Is the basis of ethical and moral conduct, and it is the foundation of healthy interpersonal interactions. Respect for another person entails a fundamental belief in that individual's right to exist, to be heard, and to be given the same opportunities as everyone else. In my work environment respect is important to me. It leads to trust and opportunity to build meaningful relationships. The culture within our organisation does not foster healthy relationships with colleagues and therefore it can be difficult to establish trust among each other.

(AC 1.3) Explain why it is essential for people professionals to contribute confidently to discussions, and ways of doing this that are; Informed, clear, engaging.
As a people practitioner it is important to hold the skills and behaviours in line with the CIPD and the organisations code of conduct as well as our own ethical beliefs. To be able to contribute meaningfully is a key element. Participating in discussions and giving knowledgeable, assured answers with confidence is required and to do this it is important to influence others by providing important information in a convincing way (CIPD, n.d.).

The secret to influencing and fostering a culture of ethics among employees is to refrain from "telling" them what is ethical or what to do. Planning and frequently communicating the organisation's goals using a communication strategy is important (Taylor & Woodhams, 2016, pg 190-191).  In order to be able to meet this expectation it is important to be informed. Research on the topic you are contributing to is imperative. This can be done in many ways- HR analytics, reports, KPI’s, trend analysis all provide a bigger picture. Clear communication is key. Short, succinct summaries of factual information can provide the required information in an easier way to get the point across (Taylor & Woodhams, 2016, pg281). There are various categories that can be used to define business communication techniques. Electronic communication is one of them, such as email updates. Communication that isn't electronic- notice boards are an example along with written correspondence and verbal exchanges are examples of forms of communication. 

People professionals often encourage others in seeing things in a new perspective and helping them arrive at better choices by sharing their insight and skills. By motivating people to take action, they can also contribute to constructive change within businesses. Misunderstandings may be more likely; relationships may suffer, and trust may be lost as a result of ineffective communication. Ineffective communication can result from poorly coordinated objectives, a failure to implement the strategy, the use of an incorrect communication tool, poor timing, and even things like word choice or voice tone (SHRM, n.d.).



 
(AC 1.4) Discuss when and how to raise concerns when issues such as organisational policies or leadership approaches conflict with ethical values or legislation.
Professionals within the human resources field may find themselves in conflict with ethical principles in a number of different ways. An illustration might be an organisation whose policies conflict with one's personal ethics, or a circumstance in which abiding by the law would conflict with one's personal morals. It's important to remember that an ethical standard and a legal requirement are two different things. It's not always true that something is moral solely because it is legal or indeed that if it is illegal, it is not morally acceptable. 

A recent workplace example highlighted that although there is no legal or legislative lower temperature to work at, there is a reasonable working temperature for indoor workplaces which is usually at least 16°C, or 13°C for strenuous work (HSE, n.d.). The temperature in an area of the operations department is set at 17°C to comply with FDA regulations. Employees are taking sickness absence leave due to illness caused by being so cold in that temperature-controlled area. Therefore, it is about trying to ensure there is a balance between the legislative expectations of temperature control for products vs the ethical standpoint of employee comfort and wellbeing in the workplace. Employee document falsification is a further concern that stands in contrast to ethical standards and the law. Such issues must be brought up with support, through the proper channels, and according to protocol. 

Stubben & Welch state that evidence assists in establishing the validity and reliability of the claim and it is when you have this evidence the concerns should be raised (Stubben & Welch, 2020). ACAS guidance advises an informal discussion is the first action. Depending on the Organisations policies, the concerns can be raised to management or the People Team (ACAS, n.d.). 

If employees do not feel comfortable to raise concerns and be recognised for doing so, there are other routes available such as whistleblowing. It is important to follow the procedure when bringing up the issue using methods like whistleblowing.  Privacy and confidentiality should be respected. By adhering to these guidelines, it is certain that the issue is treated seriously and that bringing it up will not cause any difficulties or backlash. 

 
(AC 2.1) Provide a robust argument for ethical people practice that is supported by academic theory and details both the business and human benefits of people at work feeling included, valued and fairly treated. 
A workforce that feels appreciated, involved, and equally represented is crucial for any organisation. This promotes greater corporate outcomes along with improving motivation and engagement among employees. People professionals promote inclusivity that makes sure every employee feels important and appreciated.
 
The necessity of appreciating individuals at work is supported by a wide range of theories. Maslow's Hierarchy of Needs is one such theory, which believes that in order for humans to function at their best, there are a number of basic requirements that must be satisfied. These requirements include items like food and shelter, as well as more abstract requirements like a feeling of identity and self-worth. Negative outcomes, such as productivity loss, a high absenteeism and staff turnover, may result if these demands are not met (Pichere, 2015). 

Herzberg's Two-Factor Theory is another theory that emphasises the value of treating others with respect. According to this idea, hygienic elements and motivators are the two main aspects that affect employee satisfaction. Pay and working conditions are examples of hygiene issues that, if substandard, can lead to unhappiness. Motivators are chances for recognition and development, which might result in increased levels of fulfilment. According to Herzberg's view, it is not simply the presence of positive characteristics that results in a contented and productive workforce, but also their presence (Hutchinson, 2013, pg101).

Advocating for and implementing Equality, diversity, and inclusion (EDI) in the workplace is a crucial component of effective people management. Creating work settings and cultures where each person should feel comfortable, a sense of being part of something, and is empowered to realise their full potential is key to achieving the benefits of EDI. Legislative frameworks like the Equality Act 2010 offer individuals with protected traits legal protection, but it goes beyond legal compliance. It symbolises bringing value to a company, improving employee wellbeing, promoting equality in outcomes, and having a positive effect on all staff members (CIPD, 2022).

 
(AC 2.2) Drawing on your own or a hypothetical example of providing a people practice solution to meet a particular need or introducing a new policy or initiative, describe: strategies for designing the solution/initiative so that it will be inclusive, strategies for checking that, when in practice, the solution/initiative engages and meets the needs of all those it is aimed at. 
A recent analysis of the absenteeism within the workplace clearly demonstrated an increase of sickness absences linked to mental health. Upon reviewing the last 12 months data linked to the mental health absences, questions focusing on this topic were added to the employee engagement survey. This allowed a broad reach across the various departments to respond anonymously. The responses from this survey highlighted we needed in house support, to assist employees to avoid taking time off as a result of mental health related illnesses. 

Along with the anonymous survey, a mental health committee was initiated and effective communication was used to publicise the group and to seek volunteers to help. Posters were put up in communal areas, corridors, the canteen and the topic discussed as an agenda item in all team meetings. This was well received and within a month a committee was put in place of 12 employees In keeping with EDI initiatives in place. 
  
Monthly newsletters are now generated to offer key areas of support and to highlight external organisations that may also provide more relevant help and guidance. An example Mental Health Awareness month is May 2023. Additionally, in house mental health first aiders were put in place with more than 25 employees attending accredited training courses to offer knowledge and guidance to those who seek it. All people managers received mental health awareness training and HR are creating inclusive policies, practises, and further training courses that adhere to the values of the organisation. 

As a direct result, within the first 6 months, absenteeism reduced, but to see the true results a review is planned 12 and 24 months following the initiatives launch. The annual employee engagement survey will also have a dedicated section to focus on the key area to assist with the review. Additionally, monthly meetings with the mental health committee are attended by a HR representative so that feedback is achieved, and constructive and meaningful plans put in place to continually evolve to support this vital initiative. 

Task Two 
A.C 2.3 and 3.2 
To assist me in this part of the assignment I asked 5 colleagues to complete a 360-degree feedback form. The feedback was intended to help me measure and analyse my strengths and development areas by asking my peers to provide the feedback on behaviours I demonstrate on a regular basis. Unfortunately, only 2 colleagues returned the form back in time. 
The first if From Anthony Harrison, the Operations Manager. Anthony highlights that my empathetic personality can sometime have an influence on my practice. 
The second form is from Clare Jones, HR Assistant. Although Clare’s feedback isn’t as detailed, it highlights that she believes that whilst I am adapt at solving problems independently, a development area for me is to ask for opinions when making decisions. In addition to the 360-degree feedback forms I also completed the self-assessment using the CIPD Learning hub (Appendix 3). 

Appendix 1, 360 feedback, Anthony Harrison pdf.pdf
Appendix 2, 360 feedback, Clare Jones.pdf
Appendix 3, KH CIPD Self Assessment.docx



A.C 3.3
My Learning plan created using the CIPD Learning Hub has been developed following on from the self-assessment tool used in the CIPD learning Hub. 5 key elements have been added to my development plan. 1 recommendation was added relating to each of the 5 core behaviours as set out in the assignment brief: Ethical Practice, Professional Courage and Influence, Valuing People, Working Inclusively and Passion for Learning. 

Below are the 5 areas of development:
Ethical practice- CIPD’s course on Data Protection and GDPR. This was chosen as I find online learning fits into my lifestyle better. Additionally, GDPR is a fundamental aspect of HR but also heavily governed in the organisation I work in, so I felt this would be a good opportunity to refresh and upskill in this area. 
Professional courage and influence- A video based on the 'Science of Persuasion'. I am very self-aware that I lack confidence in my abilities to influence and recognise this aspect of the development plan will help to understand the principles that underpin influencing.
Valuing people- CIPD's factsheet on employee wellbeing. A topic I am passionate about and continually try to upskill in.  
Working inclusively- CIPD's online course on working inclusively. I believe this task will assist in getting a better understanding of being the best people practitioner I can be in the continually evolving work in diversity and inclusivity.
Passion for learning - CIPD's course on Evolving L&D Practice. I recognise that I need to continually focus on professional development to grow in my career and this task was chosen to help expand my knowledge in L&D. 
Appendix 4 is my learning Plan.
 Appendix 4, KH CIPD CPC Learning Plan.docx
 A.C 3.4
Appendix 5, CPD Reflection Log 
Appendix 5, KH CIPD CPD Reflective statements .pdf


Appendices 
Appendix 1	360 Degree Feedback, Anthony Harrison, Operations Manager 
Appendix 1, 360 feedback, Anthony Harrison pdf.pdf
Appendix 2	360 Degree Feedback, Clare Jones, Human Resources Administrator 
Appendix 2, 360 feedback, Clare Jones.pdf
Appendix 3	Self-assessment using the CIPD Learning hub 
Appendix 3, KH CIPD Self Assessment.docx
Appendix 4	CIPD CPC Learning Plan
Appendix 4, KH CIPD CPC Learning Plan.docx
Appendix 5	CIPD CPD Reflection Log
Appendix 5, KH CIPD CPD Reflective statements .pdf
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