Core Behaviours for People Professionals


	
AC 1.1
	Ethical principles and professional values influence behaviour and help structure an organisation. An example of ethical principle is treating others with respect. A workplace without respect would result in a negative workplace environment leading to poor working results. Ethical principles that are followed by an organisation creates ethical culture. Ethical culture can be negative and “vary in severity, from minor transgressions to large- scale illegal activity.” (Jonny Gifford, Melanie Green and others, 2019). An example of the severity of illegal activity would be, child labour. There are three types of influence on unethical behaviour: bad apples, bad barrels and sticky situations. These all have positive traits such as self esteem, confidence and strong leadership however can be extremely negative when a person's morals are incorrect. 
People professionals are at the forefront of enforcing principle led decision making meaning, managers feel confident receiving advice from them. “Harassment and poor treatment of workers have highlighted what can happen when ethics aren’t integral” (Amy Bosley, 2023) My organisation, like many others have grievance procedures in place to help enforce fair treatment. Grievances allow clients to raise their concerns about managers and employees in a professional manner and know they will not be penalised or treated differently for expressing their opinion. Professional value highlights inclusivity and diminishes discrimination. To help define discrimination and eliminate uncertainty people professionals use the Equality act 2010. It is described as “the basic framework of protection against direct and indirect discrimination.” (UK Government, 2015). An example of this in every organisation would be, the inability to dismiss someone who is on maternity or differ their contract. This is because maternity is one of the nine characteristics which is defined in the Equality Act 2010. These are: 
· “age
· disability
· gender reassignment
· marriage or civil partnership (in employment only)
· pregnancy and maternity
· race
· religion or belief
· sex
· sexual orientation.”
(Local Government Association, unknown) It is a people professionals' role to influence, advise and enforce equality for these characteristics in every organisation and ensure no discrimination is taking place.
AC 1.2 
	Ethical climate highlights the wrong from right behaviour and shows how ethics should guide behaviour. “Ethical values provide the moral compass by which we live our lives and make decisions.” (CIPD, 2024). The UK parliament plays a crucial role in employment law and ensures employees have rights. People professionals have a duty to stay up to date with employment law legislation. A recent example of parliament updating employment law would be the updated Whistleblowing Act. This Bill ensures that no one can be dismissed from their job with the reasoning of blowing the whistle. I use this as an example because it is relevant to change that is happening right now. Parliament has updated the preexisting Bill so that environmental concerns and protect toolkit is also protected. I conform with this ethics related legislation by updating my organisations, strictly followed whistle blowing policies and procedures that govern the organisations conduct and action it from April (when the Bill comes into effect). The Whistleblowing Act is ethically related because it protects employees moral compasses. 
	Our morale compass can be contrary to the law. “law and ethics are designed to regulate human behaviour.” (Lauren Ferrari, Unknown) however, law and ethics can clash. An example of the law and ethics clashing could be investigatory invites. Legally there is no requirement to give an employee any notice before an investigatory meeting however, best practice would be to give them 24-48 hours. Giving an employee notice could be deemed as ethically correct even though there is no requirement. An investigation can be a very negative surrounding and as a people professional you are putting an employee in that situation therefore, subconsciously, we give the employee notice to make ourselves feel less guilty because giving them notices would be deemed as ethically correct.
	The Employment Rights Act 1996 ensures that an individual cannot be dismissed unfairly or “forced to resign” (Anne Morris, 2024).  This conforms with employment legislation and allows employees to feel secure within their job. An employee can only be dismissed if the reasoning falls under one of the following four categories, conduct, gross misconduct, capability or for some other substantial reasoning. If an employee is dismissed unfairly (for reasonings not including the above four categories) they have a right to sue the company and claim a reward. 
AC 2.1
	

	I ensure when expressing my views that others also feel heard and valued. I understand that when I am expressing views and opinions, I should state factual information and should be clear. I am diligent to the fact that it is important for others to be heard so they feel valued and respected. 
	A recent situation that I was in was a Microsoft Teams call which was designed to allow employees to express their views and opinions. I was respectful and inclusive by allowing everyone to have their turn to express any concerns that they had, and I offered my assistance where required. 
	I could have further enhanced my behaviour by staying behind after the Teams meeting to ensure that anyone who was not confident to express their concerns could share them privately. I should have also been more forward thinking and take into consideration that some employees may not have a strong Wi-Fi connection and therefore could not connect to the call. This could be discriminative as I am giving them less of an opportunity to contribute their views. 
	Managers come to myself for advice regarding employees. I understand that when I offer my advice it should be in line with Acas Code of Practice. Recently, a manager called me for advice regarding an employee who had committed gross misconduct. I was respectful and inclusive by answering their phone call immediately and allowing them to explain the entirety of the situation and actively listened. 
To further enhance my behaviour, I could have spoken more clearly and followed the phone call with an email emphasising the facts of Acas Code of Practice. 
Employee training is essential for employee's health, and the safety of the organisation. I am inclusive and respectful by ensuring that training days are scheduled in advance, when managers do not have a large workload and when they have enough time in their calendars to get round all of their sites in a timely manner. 
I could further enhance my behaviour by recognising that some managers may be busier than others and allowing managers to conduct training days within a larger time frame. I could also allow a larger time frame to ensure no training is rushed and employees are receiving all the factual information needed. 

	Microsoft Teams played a crucial role when the world went into lockdown during coronavirus. The app ensured that we all remained inclusive and helped us engage with work. 
Microsoft Teams allowed each of the attendees to express their opinions without it being misinterpreted like an email. Emails “demonstrate professionalism and high standards of conduct in your professional and private communications” (CIPD, 2024). Emails can be misconstrued because the recipient cannot see your facial expressions and cannot hear your tone of voice so, whereas an email could be a friendly reminder the recipient can interpret the email as disrespectful. Microsoft Teams also allow multiple people to work as a group to create solutions. Teams is a synchronous video call which has no delay so is a very effective way to solve urgent issues. Allowing multiple people to work as a group highlights inclusivity and allows everyone to be involved. You can only work effectively as a group if you have a variety of people with diverse opinions. 

	Unfortunately, as a people professional it is my duty to conduct investigations. The point of an investigation is “to determine the facts and to decide if further action is necessary” (CIPD,2023) In order to determine all the facts needed, I allow all employees who are being investigated at least 48 hours notice before the investigatory meeting so, employees can gather any evidence and prepare any statements that they would like to put forward. This way I am being inclusive allowing all employees the same time frame to prepare. I understand that investigations are not a comfortable situation to be in and therefore, when You conduct an investigatory meeting I remain calm and nit confrontational. An employee does not need to be shouted at to gather the evidence. This way I am being respectful of the employee, 
	Our company cleans for South Wales Police. It was arranged when we took on the cleaning that vetting would be done in- house (SWP would vet our employees themselves). Every time one of our employees gain vetting clearance, SWP emails it to my department therefore, a spreadsheet is always kept updated. The operational director needs a copy of everyone who is vetted for SWP but, help desk does the reporting each month, therefore, my spreadsheet has to be sent to help deals ready for reporting. To remain inclusive and respectful, I send the spreadsheet to help-desk three days prior to the hand in date. Helpdesk can evaluate the information and liaise with myself.This ensures that deadlines are met and nobody is left disappointed. 


AC 2.2
	It is important for people professionals to stay up to date with developments in the world of work because it “helps you to remain effective in your role” (CIPD, 2024). The world of work is constantly evolving including employment law for example, a new Bill has passed regarding flexible working. 
A way people professional can stay up to date with relevant developments could be taking an educational course for example, a people professional who has plenty of experience but lacks certain knowledge could participate in a CIPD course. I am currently participating in my CIPD level 3 and it has extensively widened my knowledge. I am able to bring my newfound knowledge to my organisation. I am now more confident to advise managers and enforce policies and procedures. Learning and widening your knowledge should not stop after leaving education because the world is constantly evolving and outdated knowledge could:
· Be unappealing to employees creating larger turnover. 
· Discriminative
· Prevent protecting employees 
	I have also found guest speakers such as Jane Woodman inspiring and insightful. I would recommend going to see guest speakers as this allows you to gain knowledge from others.  Jane Woodman passed on her knowledge regarding menopause, I then took this information back to my organisation and am currently in the process of putting new policies in place. It is a great way for people professionals to stay up to date and remain competitive. Menopause is no longer a taboo topic, and organisations are putting policies in place which gives them an advantage. To remain competitive, you need to prevent your organisation having outdated procedures. 
	
	It is common, especially for women to create a flexible working request after having a child. “91% of female full-time workers either work flexibly, or want to.” (Working Forward, Unknown) Employees lives change throughout the course of employment therefore, the employer has to ensure that they can accommodate these changes. An employee can work for the Sam organisation for their whole working life. An employee’s personal life can differ which can affect their working life. 
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Task 2
	Two months ago, I had the pleasure of attending a ‘menopause in the workplace’ workshop by Jayne Woodman. During the workshop I became aware of disappointing statistics that made me want to create changes in my own workplace. Jayne Woodman stated that 1 in 10 women leave their job when going through the menopause. After the workshop I returned to work and immediately started creating a menopause policy that could be followed during my workplace. With leaflets that I had received from Jayne Woodman, I displayed them around the office. Employees felt that the menopause instantly became less of a taboo topic and encouraged them to share their personal experiences. After research, we have located doctors that we can refer employees to and can give advice to employees using The Menopause Team website https://www.themenopauseteam.com/are-you-an-employee and of course employees can request flexible working. We will also pay the employees their usual wage when they cannot attend work due to a hospital/ doctor's appointment regarding the menopause. This change has also led my company to update their procedures and therefore an employee will still get paid if they are attending a Pap test. Fortunately, this course was included in my CIPD Level 3 course meaning, no extra cost was needed and makes the price for the CIPD Level 3 more cost effective.
	On Thursday 8th February 2024 I attended a university lecture whilst studying my CIPD Level 3. The topic being studied was Principles of analytics. This allowed me to understand the advantages of social media. Social media can promote your business and engages employees, allows employees to remain up to date and included with any new changes with the company. Since this lecture I have encouraged my company to promote more on LinkedIn. My organisation creates content regarding new bids we have upheld, employee of the month and has collaborated with clients.  My organisation is based in South Wales however, we actually carry our services in the whole of Wales and England. My organisation is so extensive that it would be impossible for an employee to understand the organisation as a whole making it so much more important to share updates on LinkedIn. Each employee can feel included and has the opportunity to understand the organisation better which will lead to a positive working environment. We also ‘shine a spotlight’ on an employee from head office or manager each month. This means that the selected employee will answer a series of questions and our marketing team will create a story out of the answers given. These questions consist of nonintrusive but allows everyone to understand the person much better.  
	Throughout last year I opted to study employment law. Within this course I managed to wider my knowledge and was intrigued. Human Rights Act 1998 was an exciting topic to learn about because they are basic rights that every single individual is entitled to. I use this Act daily in my working life when managing disciplinary’s, investigations, grievances etc. Unfortunately, the human right that I have to take into consideration is no discrimination. Bullying is a negative culture that does not belong in the workplace however, bullying can never be escaped. Bullying is a form of discriminating against someone whether that is because they are purposely excluding the individual or name calling. This week myself and the other members in the HR team of my organisation organised and posted bullying and harassment PowerPoints for each manager to go through with their employees. This PowerPoint included where an employee can go if they do feel as though they are being bullied and discriminated, which is the HR department who will carry out an investigation to put an end to the discrimination in the workplace. To ensure that this is completed, each employee must sign that they underwent the toolbox talk, this is sent to HR who then monitors the situation. Unfortunately, due to lack of technology, thousands of pieces of paper was used to carry out this exercise which in hand, was not very good for the environment and was not cost effective. Indefinitely believe that this needs to be looked in to as Toolbox talks will always need to be had and updated. 
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