Professional Behaviours and Valuing People
Task 1

AC1.1 

[bookmark: _Hlk160601271]The role of a people professional (PP) is of someone that has a deep understanding of human behaviour and exceptional communication skills that enables them to build positive relationships and manage complex situations. PP possess expertise in Human Resources (HR) practices, are committed to ethical Code of Conduct, ensuring fairness and inclusiveness for all. PP act as strategic partners within the organisation in supporting its vision and goals, driving change, empowering individuals, enabling individual and collective growth and wellbeing (CIPD, no date *).
The CIPD Profession Map encompasses of four key areas, as such purpose and values, core knowledge, core behaviours and specialist knowledge. 
Core knowledge is essential for all PP as it involves the initial understanding of human behaviour, psychology and motivations; it includes knowledge of work dynamics, organisational structure and the evolving nature of work. Additionally, as the working environment is constantly evolving, core understanding of change management principles is essential. It is within PP remit to guide individuals and teams through transitions effectively, build resilience and create a culture that embraces continuous improvement (Waite et al., 2021).
Core behaviours highlight the consistent and ethical ways PP should approach their work. They represent the practical application of the core values by acting with integrity and upholding ethical standards, making decisions based on data and research and focusing on achieving positive results.
Specialist knowledge focuses on a particular aspect of HR such as talent management, learning and development, employee relations and wellbeing, reward and benefits management, and so on (CIPD, no date**).
Typical activities and behaviours are diverse and could include: the employee lifecycle journey whereby demonstrating empathy, understanding and active listening are a must; designing and implementing HR policies and procedures, being up-to-date concerning employment laws and regulations with the ability to critical thinking and problem-solving skills. When it comes to change, to manage resistance to change, develop transition plans, evaluate the effectiveness of change initiatives whilst being pro-active and remaining adaptable and resilient with a strategic mindset (Taylor and Woodhams, 2022).
The main purposes of PP are to empower individuals and to support organisational goals through initiatives for personal growth and development. By doing so, values wise, PP contributes to achieving strategic objectives in a sustainable and responsible manner through ethical practices and inclusivity of work cultures. 

AC1.2 

Ethical values are the fundament principles that guide our decisions and actions, determining what we consider right and wrong. In the workplace, ethical values translate to upholding principles of fairness, honesty, respect and accountability in all aspects of PP. They are the ‘moral compass’ that will assist with the creation of a shared ethical culture and will empower employees to make ethical choices, highlighting the broader impact on the overall organisational image and employee experiences (CIPD, 2024). 

Whilst, the CIPD Profession Map identifies the ethical practice as a core behaviour (CIPD, no date **), CIPD Code of Conduct and Ethics, names the five key virtues: positive and active impact on working lives, civic virtue and stewardship, good character, professional service and competence, and personal responsibility. These virtues go beyond simply following rules, they are guiding PP in making decisions and taking actions that contribute to a positive and impactful career path (CIPD, no date***).

Virtue Ethics offer a unique and valuable lens for PP to approach ethical issues and manage complex situations. It focuses on cultivating good character traits (e.g. honesty, courage, loyalty and integrity) that are essential to moral actions and decision-making considering the individual, situation and wider context.  (Lomasky, 2019). 
Social Contract Theory connects best with the civic virtue and stewardship as it suggests that individuals agree to abide by certain rules and principles for the greater good of a society (Boettcher, 2019). PP could apply the core concepts of this theory in various ways: upholding professional standards, laws and regulations, etc. where PP are encouraged to embody these qualities in their daily work (CIPD, 2023).

Ethical values applied in people practice context:
Recruitment – often due to pressures to fill vacancies, a recruiter may favour a candidate from the majority group over an equally qualified candidate from a minority group. Upholding fairness and non-discrimination, PP would remind the recruiter about the equal opportunities and advocating for objectives selection based on skills and qualifications.
Whistleblowing on unsafe work practices – a PP may discover that a department is engaging in unsafe work practices that could cause harm to the team. PP would use ethical values i.e. upholding integrity and duty of care to prioritise the safety and wellbeing of employees whilst striving to maintain confidentiality of any individuals involved. Additionally, will ensure transparency in communication with concerned employees about the steps taken to address the situation (Bosley, 2023).



AC1.3 

An effective PP is defined by two fundamental behaviours: courage and influence. Their personal values, aligned with ethical and responsible practices, can guide them to advocate for positive change in their workplace. For PP, courage is not just an act of bravery, it is about using one’s voice well. It takes courage to challenge the status quo and speak truth to power. Through courage, PP champion best practices even when faced with resistance, advocating for change when necessary. They also address sensitive topics and hold themselves and others accountable when things are not right, regardless of the potential consequences (CIPD no date****).
Influencing others is another essential skill for PP.  This is the aptitude to guide, persuade and inspire action, ultimately influencing for positive outcomes. To be able to make logical appeals, emotional connections and collaborative approaches, it is important to develop the right technique for influencing. As such PP need to identify their audience, identify the wants and needs, build trust and explain the win-win, therefore the context is key (CIPD, no date****; Silverman, 2019; Men, 2021). 
Additionally, another key component is communication. PP should be engaging in meaningful discussions through effective communication and evidence-based backing to strengthen their credibility. Informed PP can adapt their communication style to different audiences, ensuring clarity, active listening and respectful dialogue (CIPD, no date****; Dewhurst and Fitzpatrick, 2019; Men, 2021).
The importance of developing a strong voice that is informed and clear, becomes the ultimate purpose for PP and their careers. This allows them to champion employee wellbeing and ethical practices, encouraging a positive work environment. Through their voices, PP can advocate for innovative people practices, diversity and inclusion, and overcome outdated policies that prevent progress. This voice is crucial for securing leadership buy-in for initiatives, building collaborations with employees and influencing industry standards through best practices (Peters, 2023). 
Without a courageous, confident voice that influences, could lead to unaddressed employee concerns, potentially impacting morale and retention, misaligned decisions and sidelining. These will hinder a PP ability to contribute strategically. Therefore, without influence, PP may struggle to implement effective people practices and programs that could benefit employees and the organisation. It will also impact on the organisational culture due to missed opportunities to cultivate a positive and inclusive work environment. 





AC1.4 

According to both CIPD Professional Map and Code of Conduct, PP have a moral and professional obligation to speak up when they witness unethical practices or/and actions that contravenes legislations. This should be guided by honesty, fairness and transparency. Promoting a culture of open communication and lead by example demonstrating ethical conduct in all interactions, are additional requirements. 
Unethical example: there is a culture of silence within the organisation where employees are being discouraged from reporting errors or problems for fear of reprimand or blame. They feel unheard or powerless to raise concerns, their motivation and engagement would suffer. This type of culture is a toxic one, full of resentment, fear and lack of trust (Santos, 2023). PP play a crucial role in establishing an environment where employees feel safe to speak up about unethical behaviour without the fear of retaliation (CIPD, 2024). 
To address this, PP could be implementing anonymous reporting systems for employees to flag concerns. Upon identifying the issues, PP would schedule a private meeting with managers to discuss any concerns raised. If the managers are unreceptive, PP may need to escalate the issue to any relevant authority within the organisation. The overall cost and the implications for doing nothing will be immense (Bosley, 2023).

Contravening legislation: a manager makes offensive jokes about a coworker’s religion, creating a hostile work environment. As per the Equality Act 2010, employees have the right to practice their religion or belief without facing discrimination at work, including reasonable accommodation for religious practices. This type of discrimination is a serious offence and could have legal repercussions for both the employer and the individual who commits the act. PP have a duty of care to prevent and address direct discrimination in the work place. 
Regardless of how a complaint is made (formal or informal), it should be treated seriously and investigated thoroughly. When an investigation reveals unlawful discrimination, PP must take action to address the situation and prevent future occurrences (Employment Team, 2023). It is imperative that PP consults with the legal team, especially when considering disciplinary action. In extreme cases, if the organisation fails to take appropriate corrective actions, PP may need to report this to external authorities such as the Equality and Human Rights Commission.

AC2.1

Creating a workplace where employees feel included, valued and fairly treated, is not just an ethical thing to do, it has been strongly proven to be beneficial for the employees and the organisation itself. There are many theories and models that highlight the benefits of the above, thus for this task, the following two would be considered:

Equity Theory:  developed by J. Stacy Adams in 1963, this approach emphasises fairness in the distribution of rewards and resources within an organisation. It proposes that employee compare their inputs (effort, skills, experience) to their outputs (pay, recognition, opportunity) to others in similar roles. In essence, this theory suggests that employees who feel included in decision-making processes, valued for their unique contributions and fairly compensated for their work, are more likely to perceive a sense of equity (Adams, 1963). 

Belongingness Theory: developed by the neuroscientist Matthew Lieberman (2013) and supported by recent studies, shows that the human need for social connection is just as fundamental as our basic physiological needs for food, water and shelter. The need for social connection extends to the work as well. Employees that have positive relationships with colleagues, benefit from increased engagement and motivation, improved collaborations and communication and enhanced creativity and innovation.

From a personal point of view, I strongly believe that these benefits go beyond simple metrics. When employees feel they belong, their voices are heard and their contributions are recognised, it promotes a sense of purpose and psychological safety. Furthermore, feeling valued goes a long way in boosting motivation and engagement. Naturally, people want to contribute the best they can when they feel appreciated. This translates into increased effort, a willingness to go the extra mile and a genuine desire to see the organisation succeed. Finally, fairness is the foundation for trust. When employees perceive fair treatment in areas like compensation, opportunities and recognition, it strengthens their loyalty and commitment to the organisation.
To conclude, I can certainly say that I have seen and experienced these benefits, thus not necessary with the same employer. Throughout my varied career, I could see the benefits for most of the aforementioned, some more nuanced than others, and on certain occasion some benefits were missing altogether which made my job difficult and unenjoyable, main reason for why I have left that role. In my current employment, I work with an amazing team and we have created an environment where everyone feels supported and better equipped to cope with challenges and seatbacks.

AC2.2

Whilst diversity brings together individuals from different backgrounds, inclusion empowers everyone to contribute and feel valued. This requires a proactive approach that involves understanding the current state of inclusion within the organisations and taking targeted actions to address any shortcomings. In doing so, PP should be focusing on five key areas: ‘employee behaviour, line manager capability, senior leadership, policies and wider people management practices, organisational culture, climate and values’ (CIPD, 2019).
At design stage, two ways through which the above could be tackled are:
1. Conduct focus groups with representatives from various background, including employees from different departments, ethnicities, genders and ability levels. This will allow for gathering diverse perspectives and identifying potential challenges or issues in areas such as: psychological safety, belonging and perception of fairness. 
Additionally, develop anonymous surveys to understand employee feelings and experiences regarding inclusion. Questions could assess frequency of witnessing or experiencing discriminatory behaviour, perception of fairness in opportunities for advancement and participation, comfort level in voicing opinions and concerns. This targeted approach allows for gathering in-depth insights into their experiences (CIPD, 2019). 
2. Based on the results from thoroughly analysing and evaluating the data, PP would take actions to address the barriers highlighted by the results. These could include targeted training and development for all employees to address unconscious bias; and conduct a comprehensive audit of current policies and practices (e.g. recruitment; performance management) to identify potential biases or areas that are not inclusive in offering equal opportunities for all employees.
After implementation, two ways of checking inclusivity:
1. Ongoing monitoring and adjustment through regular reviews to assess the initiative’s effectiveness and to allow for adjustments and corrections are needed to ensure it remains inclusive over time.
2. Maintain open communication channels where employees can provide feedback on the initiative and its impact on their experience. This ongoing dialogue is imperative for identifying and addressing unforeseen issues, whilst promotion a sense of ownership among employees. 

To conclude, inclusivity is about creating a positive environment where everyone can influence decisions, share knowledge and have their voices heard. This requires a holistic approach that addresses not only mindsets, but also the broader organisational structures and cultural norms (Bourke and Titus, 2019). 

Task 2

AC2.3

Promoting a truly inclusive and collaborative work environment requires constant self-evaluation and a commitment to personal growth. Whilst I believe my approach is based on a solid foundation, there is always room for improvement. One of my strengths lies in actively listening to my colleagues, to ensure I grasp their perspectives and use tailored communication to gain a deeper understanding of diverse point of views. I find that open communication further strengthens this approach encouraging the sharing of ideas in a safe space where feedback is valued; thus, it is important to acknowledge the potential for unconscious bias. Although I strive for objectivity, ongoing self-reflection and participation in relevant training are essential to mitigate its influence. 
Furthermore, I recognise the need to be more proactive in seeking out different perspectives. Stepping out of my comfort zone and actively engaging with colleagues from various backgrounds can enhance my understanding and broaden the range of ideas considered in a given conversation. It could also help me identify the unique strengths and sense of belonging contributions that each individual brings to the team dynamics.
Building positive relationships goes hand in hand with inclusion, as such, taking the initiative to connect with colleagues on a personal level and readily offering support, demonstrates my willingness to collaborate and built trust. I feel that, by recognising and celebrating achievements through genuine compliments, further strengthens our bond and motivates us to work better as a team.
To conclude, my approach to working inclusively is an ongoing journey that I would like to improve further as my ultimate goal is to contribute to a more inclusive work environment that allows everyone to succeed (CIPD, 2019; Ali, 2022).

AC3.1 

The role of a PP, whether specialist or generalist, is undergoing a substantial transformation driven by technological advancements, evolving employee needs, and a growing reliance on data-driven decision making. 
With over five years of experience across two organisations, I have witnessed this shift firsthand. Recruitment has moved beyond simply filling positions, to promoting a positive and engaging work environment that prioritises employee wellbeing, motivation, and productivity.
One exciting development is people analytics. HR is scrapping paper and outdated spreadsheets in favour of data-driven systems, characterised by big data's "three Vs" (volume, velocity, and variety) – constantly update data, providing a real-time picture of the workforce. As a recruiter, I find the "velocity" aspect particularly fascinating, as it allows me to access the latest insights on our talent pool (Chorna, 2022).
Moreover, the focus on Diversity, Equality, and Inclusion (DE&I) is a welcome change. In my early career, employees sometimes felt like numbers. Now, I am empowered to promote unconscious bias awareness and create fair recruitment processes to attract, retain, and develop talent from all backgrounds. This pledge to DE&I aligns with my values as a PP.
However, this development comes with challenges. Keeping pace with new technologies requires continuous learning and upskilling. Additionally, managing a multi-generational workforce with diverse expectations, necessitates flexibility and tailored approaches to engagement and retention strategies (Mohdzaini, 2022).
It is also demanding a strong commitment to Continuous Professional Development (CPD) especially in the areas of strategic mindset, data literacy, technological fluency, strong soft skills and adaptability (Green, Peters and Young, 2020).
AC3.2

The feedback received from my HR Manager, has highlighted several valuable insights towards my self-assessment and include the following:
	
	Core Knowledge
	Core Behaviours
	Specialist Knowledge

	Strengths
	Professionalism in treating colleagues and applicants with respect and empathy. Strong understanding of company policies, cultures and systems, aligning myself with them to achieve organisational goals.
My meticulousness ensures a thorough approach to work processes.
	Willingness to learn from feedback and adapt to changes in policies and processes demonstrate a strong learning mindset.
	My expertise in background and right to work checks and people engagement demonstrate a strong foundation in key recruitment areas. Ensuring adherence to legal requirements and compliances, reflects my commitment to ethical recruitment practices.

	Weaknesses 

	Need to understand why applicants might not engage with onboarding. Although I possess relevant knowledge to my role, broadening my understanding of other team responsibilities, would enhance ability to support colleagues.
	Working under pressure might affect my usual high standards.
	Although I have knowledge of other team practices, gaining hands-on experience will enhance my ability to support them effectively.

	Development needs 

	Explore strategies for improving applicant engagement. Explore opportunities to shadow colleagues and their roles to provide more comprehensive support within team.
	Developing effective time management skills could help me handle pressure better and maintaining high-quality work output. Focus on embracing new ideas whilst consistently delivering high-quality work to ensure seamless adaptation.
	Shadow colleagues responsible for candidate sourcing and screening to gain a deeper understanding of their processes. 
Exploring resource on workforce planning to learn how to leverage it in supporting the organisation’s growth strategy and achieving short-term goals.


As a this is a continual process, by actively pursuing these development opportunities, I can solidify my expertise as a valuable asset to the recruitment team.

AC3.3

Based on the feedback received and my self-assessment, I will undertake the following development activities to support my CPD:

Formal Activities:
1. Participate in a workshop focused on strategies to improve applicant engagement throughout the onboarding process. This will equip me with best practices and specific tactics to address this identified weakness.
2. Enrol in an online course on workforce planning to deepen my understanding of how my role contributes to the company’s growth strategy and provide valuable insights for supporting short-term goals.
3. Request to shadow colleagues from other team functions to gain firsthand understanding of their roles and responsibilities.
4. Undertake a course on effective time management strategies to learn techniques for prioritising tasks, manage deadlines and improve the overall efficiency.
5. Consider seeking coaching sessions from a professional to discuss strategies for managing stress and maintaining high standards under pressure.

Informal Activities:
1. Research how other companies in the Care industry engage with applicants during the onboarding process. Look for creative strategies and best practices that I can adapt for my organisation. Additionally, schedule a meeting with the Head of Recruitment to discuss their perspective on applicant engagement and identify areas for improvement.
2. Explore and utilise time management applications to help me schedule tasks, track progress and meet deadlines effectively. Consider practicing mindfulness techniques to improve focus, reduce stress and enhance my ability to adapt to changing situations.

The reasons for chosen activities, address both my weaknesses and development needs. The formal activities, provide a structured learning environment to acquire specific knowledge and skills, whilst the informal activities allow for a more flexible approach to continuously learn and broaden my perspective.
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AC3.4    As  a reflective retrospective   of the past twelve  months,   I w ill   include three  most  relevant  learning  activities   that have clearly shape d my behaviour and performance , challenging me to  be come a be tter  people professional.     Formal  and Plan ed Activity : New E m ployment    After taking several months   off as career break, I have started a new employment, same job  title , different industry.   In m y  pre vious role was   working in an old fashi on sty le, w h ere each  employee had a  physical   paper f ile with very little information available in electronic format.  Th is new role required me to actively seek the knowledge and   skills to navigate through new  systems   and new , better  ways of working.   I   h a ve realised very quickl y that my adaptability ,  learning agility and performance will depend very much of my  willingness   to  seamlessly  ad j ust  to the   company culture, t eam dynamics and work flow.   It was not easy and it did not happen  overnight .   However,   my   previous expertise and  successful   track record of attracting and hiring   top talent for previous  organisation ,   together with my  strong understanding of the recruitment  process,   commitment   and  attention  to detail   has   helped   me   excel  and exceed   the required  targets and KPIs.     Informal and  Unplanned   Activity:  Change of Mindset     The shift from previous job role, whe re I was  recruiting   butchers   and general operatives  for  meat factories  to   the n ew role   in health care   where I am recruiting support wor k ers   to assi st  vulnerable   adults in their daily lives, has added extra responsibility, due  diligence   and duty of  care  because of   the ir   vulnerability. The   background   checks   for our applicants  are   something  that I have not done   previously, hence unders tanding the importance of  why the c hecks are in  place,  have had a great impact on my mindset . It challenged m e   to develop own   techniques   of  spotting   issues, experiment with different solutions and over all become m ore resourceful in my  work.   It also  provoked   me to   make more use of emotional  intelligence   and em pathy in my  dealings   with   both the ap plicant s a n d my team   as it improved communication and created a  more supporti ve work environment.     F orma l and Planned Activity: CIPD Qualification   Although  previously   enrolled   for t he CIPD Qualification , I did not feel encouraged nor  motivated to p ursue it.  Having started in the new role, I have realised how use ful the  qualification would be to gain   the latest   knowledge   and best practices  in the field of people  p ractices   that I can apply to my daily work.   Since starting the  programme ,  and  having  already  complet ed   th ree modules,  I can certainly say that   my effectiven ess in the workplace has  improved  significantly .   It has also impacted on my critical skills to question everything and  provide more impactful solutions to   work challenge s. This is my commitm ent to  personal   growth   and the positive  influence   CIPD is having on my performance as people profession al .  


