Professional behaviours and valuing people

Q: With reference to the CIPD Profession Map, appraise what it means to be a people professional (AC1.1)

The purpose and value of people professionals is to ensure all organisations have guidance and a code of ethics to follow and adhere to. All professional bodies including people professionals, will be governed by a professional body that will have to adhere to a code of practice and ethical standards. For people professionals these ethical standards will be in the greater interest of others which will be intertwined into policies and procedures of organisations (Taylor and Woodhams,2022). 

By having a people practitioner within an organisation who is a member of a professional body, the ethical values and morals that brings to the organisation are indispensable. The people practitioner will ensure the organisation is operating in an ethical and legal manner, whether this be following laws around health and safety or around ethical decision making of employee rights. The people professions map(CIPD,2024) is also a tool that can be used by people professions within organisations to add value to the decision making and drive change in ethics within the organisation, it can be used when reviewing behaviours within organisations and putting these at the heart of the decision making process. 

Having a people practitioner who is governed by the CIPD code of conduct (CIPD,2023) this ensures that effective people practices are undertaken within the organisation in a manner that is supportive of promoting people centered practice and ensuring sound judgements are made. By having a people practitioner who is able to make business effective decisions to improve colleague wellbeing, performance and organisational performance they have to be fair, honest and supportive of employees but demonstrating professional behaviours, applying conduct to working life and ensuring fairness is carried out in every situation. 

Know own personal and ethical values and apply these consistently in their (people practice) work.  
Q: Discuss your personal and ethical values (one of each), with examples of how these are evident in your work. (AC 1.2)   

My personal values that are close to me are my family and supporting and respecting their values and behaviours. As a parent I feel that my role with raising my young children is to guide them and support them through life. Being able to give them experiences, explain why different situations happen in life both good and bad, but also when behaviours are morally wrong to guide them through these situations, supporting them in understanding why these behaviours aren’t accepted in society and what behaviours we should portray. 

In my work a key ethical value for me is respect, not only in the way I would speak to a colleague or peer if I were to ask them to complete a task but also in how I would manage a situation or incident that has happened with a colleague. I believe that being open and honest with colleagues when they need support or answers to a situation then in turn builds the element of respect and trust with the colleague. In previous work situations, when managing a colleague absence, the colleague who is going through the Absence management process is then more open and respecting and understanding of my decision making and is accepting of the management decisions I have to make in a respectful manner because the level of respect has been built up prior to any situations occurring. 

In people practice, the eight ethical lenses look at different viewpoints of how people practitioners can view a situation and what ethical lense should be used to value a problem. Their individual outlook and lens they choose is then based on their personal values that they hold close to them and will steer them to use certain lenses. I feel I personally relate my decision making and ethical values on the Fairness lense. Where I take the approach of respect and fairness in my professional role, even though I am a manager in my working environment I treat every colleague with fairness and respect. I pride myself in showing willingness to work and get my ‘hands dirty’ when needed. I found this element of my work ethic really worked well for me when I first became a manager around the age of 22 and lots of my colleagues in my team were a lot older than myself. I furthermore take pride in being morally equal and having to make managerial decisions and ensuring the decisions that were made respectfully, ethically right and all employees were treated with the same ethical decision making (CIPD, 2015)

Know the importance of people professionals contributing to discussions in an informed, clear and confident way to influence others. 
Q: Discuss reasons why this is important and the consequences of people practitioners not being willing or able to influence others. (AC 1.3)

People professionals need to be able to influence decision making and ensure they are clear, informed and confident in their decision making and have the ability to influence others around them to ensure policies and procedures, organisational strategies and organisational cultures are inclusive and it brings a positive working environment for all employees. To be clear, informed and confident is important when influencing others, the beliefs of a people practice are for the interest of others. Therefore, by ensuring all discussions can be supported by facts or there’s evidence to support the reason why changes need to take place or if at all, being clear and able to rephrase or explain in a different way, so others can understand what is being brought forward. This will help ensure the wrong decision isn’t being made and by being confident when explaining your views, people are more likely to listen and believe what is being said, as being confident shows you morally believe what you are discussing and that you fully understand why the discussion is important. 

Cialdini’s six rules of influence is a good theory to use and understand in being able to influence people. By having the understanding of the six areas of influence when giving discussions around people practices and being able to use these elements, should then help influence the listeners to side with the decision that the people practitioner is making(Schenker,2022). Additionally, French & Raven six types of power are also a way in which power and influence can be used during influencing others, although not all may be relevant in discussion or at the person's disposal. Although, using the appropriate one for each situation will get the appropriate outcome(Taylor and Woodhams,2022).  


[bookmark: _1fob9te]Know when and how to raise matters that might be unethical or illegal.  
Q: Discuss, with examples, when and how you would react to both unethical and illegal matters (one of each). (AC 1.4)

As a people professional, reacting to unethical or illegal matters that are raised within an organisation is vital in ensuring the employees and the organisation are protected from unethical behaviour. 
Some behaviours that are displayed by employees within the organisation may be illegal and others may be unethical. Unethical behaviours do occur within the organisation that I work for, although the numbers are small, the policy of respecting all workplace members has been reinvented since The Equality Act 2010. Although this act has passed law we do have a small number of colleagues who will violate the workplace policy and which will then be passed to a manager to investigate the claims of disrespect and follow any appropriate retraining for the employee or if disciplinary action was needed, the disciplinary manager would take appropriate action advised through organisational policies and HR advice. 

A high profile case around Illegal matters was the VW emissions scandal ,which in 2015 broke into the press that the company had put devices into the vehicles, so that when emission testing was taking place the vehicle would go into ‘test mode’ and produce less emissions, giving a false reading and ensuring the emissions were below the levels set out by the Environmental Protection Agency. VW knowingly made this choice to doctor the emissions of over 482,000 cars in the US alone. VW was then investigated by the EPA, but they also launched an internal inquiry to the claim. Over 40 employees resigned or were found to have been involved. VW spent over 6 billion euros in paying fines and over 14 billion dollars in settlement fees. This scandal went on to instantly affect the car industry with VW value in the market losing over 24 billion euros in five days and how the world's view on diesel cars instantly changed with reduced sales and car manufacturing companies looking to move away from diesel and more towards electric(carbonclick,2023). 

There is another form of raising issues around the workplace, such as raising issues to management within the organisation, raising the issue with HR if the employee feels that they are unable to raise the issue to a line manager or if the organisation has a whistleblowing policy they can ‘whistleblow’. Once the whistleblowing disclosure takes place the organisation has to deal with the disclosure in an appropriate and timely manner, the organisation needs to have a procedure for investigating whistleblowing disclosures and the process of investigation needs to be followed accordingly. Once appropriate action has been taken from the investigation the organisation can take the outcome and reflect from any wrongdoing and ensure preventative steps have been actioned to minimise occurrence(ACAS, 2024).   

Be able to make use of related theory and thinking, to argue the human and business benefits of people feeling included, valued, and fairly treated at work. 
Q: Demonstrate your ability to do this with a written argument, which poses different theoretical perspectives, as well as your own. (AC 2.1)


The positive benefits of both humans and business benefits of feeling included, valued and fairley treated can be fully reflective in their work manner. Employees who feel valued by the organisation and aren’t treated as if they are disposable are more productive, responsive and engaging within the workplace. From my experience in management roles I feel that employees who feel you take the time to talk to them and listen to their needs and requests, really value your work and are supportive of your requests and ways of working. When employees feel valued within the organisation the employee then tends to feel included and accepted within their teams or the organisation and for organisations to be fully aware of their inclusivity procedures and ensuring everyone within the organisation displays these beliefs (CIPD, 2019).

Maslow hierarchy of needs theory is broken down into 5 needs, and for anyone to be able to reach their full capability and potential in life and within the workplace the 4 needs below self actualization need to be in place. From the basic needs of food and water, to being shown security and belonging during childhood development, then the feeling of accomplishment by your own standards and also how others view you. When the fulfilment of those 4 elements have been met then the person is able to go onto self actualization and be able to reach their full potential in life(Mcleod, 2024)  

Elements of Maslow hierarchy of needs can then be developed into workplace policies to ensure employees needs are met to help them reach their full capability in work. Ensuring there is relevant policies around workplace respect from employees and that these policies are adhered to, sense of belonging within the organisation would be policies around inclusion and diversity, ensuring that all employees needs are met from religious needs to supportive needs around areas such as neurodivergence and then the last element would be employee recognition which would fall into the feeling accomplished. When these policies and procedures are in place within an organisation then the employee should then in theory be working to the best of their capability. 

[bookmark: _3znysh7]Know how to design people practice initiatives to be inclusive and how to check inclusivity after an initiative has been implemented. 
Q: Discuss, with examples, how you have, or would, achieve both of these (AC 2.2) 

To be able to design a new people policy, there are multiple elements that need to be considered to check the inclusivity of the policy and also ensure the policy is fully inclusive to all employees.

A procedure change that the organisation that I work for has recently implemented is a change in training accessibility. Previous methods of training were all completed on a face to face basis and to simplify the process the organisation moved to a mixed training process of elearning and face to face. An issue I found with the elearning training was for employees where English wasn’t their first language, who find it very difficult to access and understand the elearning training, especially for some courses that needed to be solely completed by themselves. 
Many employees were using other employees to translate the training for them but this then potentially opens up issues around misinterpretation, sole completion of the training, and also were all the key elements of the training being relayed back to the colleague. To provide inclusivity for employees who don’t speak English as a first language the organisation has now been able to incorporate google translate to the elearning training courses, ensuring all employees have full accessibility to their elearning. This was rolled out to a region within the organisation and once the trial was completed and feedback from colleagues was collated and feedback was the translation option was successful this was then implemented across the entirety of the organisation. 

By having this improvement in the training systems this ensures the organisation is being fully inclusive to all race and ethnicity, ensuring all employees have the same accessibility to training, further self led learning and also to career progression. With the previous lack of accessibility the employees were at a disadvantage to employees who were able to fully access the training programmes(CIPD,2024) Studies have shown that employees who are fully inclusive to all ethnicities and race are more likely to benefit from attracting and retaining highly skilled employees and this the intern leads into improved career development where organisations are more able to meet the needs of the employees(CIPD,2024)
  

Be able to work inclusively with others and build positive working relationships. 
Q: Using a combination of your own reflections and feedback from at least one other person, discuss your ability to work inclusively and positively with others. (AC 2.3)

From working with many different managers over the years, one thing I learnt from colleague feedback was that just a simple Hello, can change the colleagues perception of you. Some colleagues can feel that many managers use their position as a form of power or intimidation, but in the long run these managers actually seem to have less respect from their colleagues. After seeing and hearing this feedback, this is one simple thing that I have always promised myself that I will do everyday whilst at work. Just a simple exchange of a hello or good morning, builds a level of respect with the colleague and then supports the building blocks to developing a positive working relationship. I work in a very fast paced environment, so having that level of respect and trust with the employees helps me when I ask them to support me in a task or something that may be out of their normal specific job role, as the colleague is always supportive of my decisions. 

Feedback that I have collected from my peers furthermore demonstrates this element of communication and interpersonal skills. My peer has stated that I communicate with others extremely well and that I am always respectful in how I treat others around me and that this then supports building relationships with fellow peers and employees. 
[bookmark: _2et92p0]

Understand how the people practitioner role is evolving and the implications this has for your ongoing professional development. 
Q: Demonstrate your understanding of this with a written response and related entries in your CPD Plan. (AC 3.1)


The people's practitioner role is constantly evolving as society, technology and wellbeing changes and develops. With changes happening constantly to laws, technology and health and wellbeing understanding develops these changes need to be adapted into the workplace and this needs to be implemented through policy change, raising awareness and new training to ensure all changes are implemented effectively and comply with any laws.  With the changes that are happening within my organisation with AI being introduced recently into improving processes, I wanted to be able to gain a better understanding of how the HR role is changing and how it is developing with the changes of AI in the workplace (CIPD, 2025). With my values in the workplace, I was try to focus on respect and supporting employee needs, so I decided to further my knowledge more around employee wellbeing and then valuing people are both closely linked and by having employees who feel valued and included within in the workplace and their wellbeing is supported and respected then the employees productivity and performance is then improved (Taylor and woodhams, 2022)

	
Development plan





	NAME:
	Stephanie Williams
	MEMBERSHIP NUMBER:       
	

	COVERING THE PERIOD FROM:
	December 2024
	TO:
	May 2025




Planned outcome

Where do I want to be by the end of this period? What do I want to be doing? (This may be evolutionary or “more of the same”.)

	What do I want/need to learn?
	What will I do to achieve this?
	What resources or support will I need?
	What will my success criteria be?
	Target dates for review and completion

	
Understanding in great depth around the benefits of valuing people



	Understanding the positive link behind recognition, feeling valued, positive praise and links to performance 
	CIPD learning hub
CIPD website
resources on valuing people 
CIPD event
	Fully understanding the links, being able to fully implement into ways of working, upskilling peers
	May 2025

	

How technology is developing and changing the HR role


	Understand how AI could affect HR and what positives and negatives this could bring
	CIPD website
resources around technology and AI
	Fully understand the benefits on AI and what it can bring to the HR role and how to support employees with this change
	March 2025

	
Understand the importance and improving colleague wellbeing at work



	To understand the importance of colleague wellbeing and how this improves the employees work performance 
	CIPD event 
	Fully understand colleague wellbeing and the link between wellbeing and performance 
	Feb 2025

	
	
	
	
	





Be able to assess (own) strengths, weaknesses and development areas, based on own considerations and feedback from others.  
Using a combination of your own conclusions and feedback from at least one other person, assess yourself against a specification of your choice (such as a role/job description or any two of the core behaviour areas of the CIPD Profession Map (associate level). Briefly explain the outcome of your assessment (strengths, weaknesses and development areas) and the information that informed your conclusions. (AC 3.2)

From my own personal and work feedback I believe a strength of mine that I display in the workplace strength is transparency, being able to give colleagues open and honest answers is a strength that i’ve been told many of times and a reason why many colleagues within the workplace would come to myself if they had heard concerns around the business, with ways of working, or financial business concerns. I also feel that this strength is then a benefit when having to hold difficult meetings around colleague performance, conduct or disciplinary meetings. But by being clear, transparent around policy breaches and ways of improving this not only gives clear targets to the employees but also for the business if needed in future action. 

From my feedback a weakness of mine delivery focus, I find that I will focus on a areas of concern for KPI weakness and work with my team to improve the area of concern but once this area is no longer a concern I will then move on to fix the next issue and have in some cases taken my focus off the old issue. I then had to go back to the first issue and align mine and my teams focus on that issue whilst then trying to improve other areas. Since I became aware of this weakness, I then found it more beneficial to collaborate all KPIs and businesses onto a tracker which was easily readable for myself and my team and was able to help keep the focus across all areas and seems to be a process that works well for myself and my current team. 

A development area of mine I feel would be learning from feedback, I very rarely get given negative feedback or areas of which I can improve on from my peers or my colleagues. I also don’t receive meaningful end of year reviews with any clear growth or areas of improvement so to self-reflect on something with a lack of peer feedback is very difficult. It can be hard to self-reflect and develop in any areas of weakness, so going forward this is something I can build into my work life by asking peers/employees for feedback every quarter and then I can build these developments into my work PDP and reviews. 


Be able to formulate a range of appropriate CPD options to support ongoing learning.
Following on from your self-assessment, identify a range of formal or informal development activities and add these to your CPD Plan/document. Provide a brief explanation as to why you have selected these activities. (AC 3.3)

From my self assessment and feedback I have identified a range of ongoing learning that I feel is relevant to myself in my current work role and my position within the organisation. I have chosen a range of both formal and informal development methods from reading resourcing to webinars and CIPD events. I feel that my role as an experienced manager within my organisation ensures my time spent with newly qualified managers is vital that the information I give them in people practices is correct and relevant. I am a buddy to a newly qualified manager so to give them the skills to be an effective and responsible manager is vital to the future of the organisation. By developing my skills further around the areas of wellbeing, inclusivity and AI and technology developments within the workplace gives the newly qualified managers the skills and confidence to be able to challenge, support and develop future employees within the organisation.  


Be able to reflect on and draw conclusions about the effectiveness of development activities. 
Reflect on three development activities, already undertaken, that have had an impact on your work behaviour or performance, explaining how they have impacted you. (Your reflections should be presented within your CPD Record document.) (AC 3.4)






	
[bookmark: _muuvjbnostyp]Development record





	NAME:
	stephanie williams 
	MEMBERSHIP NUMBER:
	

	COVERING THE PERIOD FROM:
	December 2024
	TO:
	June 2025 




	Key dates
	What did you do?
	Why?
	What did you learn from this?
	How have/will you use this?
Any further action?

	December 2024








January 2025







January 2025










	CIPD learning hub- self assessment 







ACAS webinar







ACAS webinar 
	To understand which skills I need to develop to work at an associate level and ensure I am working to the values of the CIPD.





To review my investigation and disciplinary skills, I was given no formal training on how to carry out investigations or disciplinaries, I learnt by sitting in on meetings. 



To gain a better understanding of inclusivity for neurodivergent employees within the organisation
	To ensure I am working to the level needed in HR and ensuring I am in line with my own learning and development needs





To consider the wellbeing of the note taker/disciplinary manager wellbeing not just the colleague being disciplined. 




Ensuring that all employees have the correct adjustments that suit their own personal needs
	To ensure my skill set is being developed and gaining further knowledge of my role in HR






To ensure when meetings have concluded that the persons involved are aware of the wellbeing support that is available through the organisation to support with any wellbeing concerns. 


In interviews to ask if the interview has any needs that we might need to support them with and having regular meetings around their needs and support they need from the organisation to support their neurodiverancy. 
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