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Oxford Dictionary tells us that the ‘’definition of professional noun from the Oxford Advanced American Dictionary professional noun a person who does a job that needs special training and an elevated level of education the terms that doctors and other health professionals use You need a professional to sort out your finances.’’
Being a professional is crucial in any working capacity, whether it is regulated in a certain way or not (Small, 2021), and it refers to the way we conduct. The term professional may relate to highly regarded careers like doctors or lawyers. 
When acting in accordance with the expectations of the role they represent, a people practice professional combines their knowledge, abilities, and behaviours. In the profession map published by CIPD (2021), examples of the core and specialty knowledge areas that are required from persons practicing professionally to support the needs of the organisation they are a part of are listed. Talent management, compensation, resourcing, people analytics, organisational structure, and design and development are some examples of specialist expertise. Business savvy, culture and behaviour, technology, people and change, and other topics are examples of fundamental knowledge domains.
Although it is possible to learn the knowledge and abilities listed in the profession map, behaviour is a more complicated matter that is influenced by our personalities, social expectations, beliefs, and emotions. In a professional setting, "norms" can also impact behaviour. These are the expected norms of conduct within a company or profession (Ibarra 1999; Sanders 2010). To practise professionally, a person must be conscious of their own traits and actions because how they act will have an impact on both them and other people. Therefore, self-awareness is crucial because it allows us to develop professional behaviour by taking our impact into account, reflecting on it, and changing our judgement to better accommodate and address the requirements of others. 

The moral compass with which we live our lives and make decisions, according to Russell (nd), is provided by ethical values. The process by which we arrive at decisions is crucial for organisations because poor decisions or decisions that are implemented incorrectly can have a negative impact on both the reputation of the organisation and the lives of its constituents. We may improve people's lives and work experiences when we make decisions based on moral standards and uphold moral standards in our daily conduct.
The requirements of a people professional are;
· They uphold professional ethical standards
· They take a strategic expert approach
· Work with teams and recognizes their contributions to performance and achievement of organisational goals.
Professional behaviour is defined by ethical values, which also assess the morality or rightness of actions made and establish the norms that direct professionals toward proper conduct in the workplace. The approach adopted to solve problems and deal with various organisational difficulties is determined by ethical principles. The purpose of ethical values is to guarantee that professionals uphold the standards and integrity demanded of them when delivering the proper working practises. The ethical principles explain the actions required to support all the many professional roles of people and make sure that employees are not subjected to harassment, discrimination, or other forms of unfair treatment. Professionals' conduct and engagement in the execution of their practises and other organisational functions are guided by ethical values.
Personal ethical values I pride myself on are integrity, honesty, empathy, and fairness.
Being straightforward and transparent in my communication reflects my honesty in my work. In the case of recent Tesco organisational changes that have an impact on employees' job roles, for instance, I take the time to prepare open and honest information before speaking with them so that they can fully understand the personal impact of this and so that I can answer any questions in a clear manner. I believe that when you are open and honest with a worker, providing them with all the information, you usually end up getting the best out of them. When dealing with such sensitive changes in the workplace I ensure that I am very empathetic to their needs using my ability to share and understand how they are feeling. Having Integrity is an ethical value I always strive to live by in the workplace. In a big organisation there are many people who experience lots of day-to-day life personal issues. Being a person of trust, the go to person I value most as it builds great relationships where people can be themselves without fear of judgement. Fairness is also important to me, where I believe everyone should be treated how they want to be treated not necessarily the same. In a big organisation there a lot of diverse people, not everyone will need the same treatment. I always try and strive to do what I believe fair to that one person as I might not always be fair to another. Of course, every single interaction is situational, I believe by getting to know my employees better, I will most certainly always do the right thing.

It is initially helpful to think about various strategies to persuade others and ideas on persuasion to make an interesting and educated contribution to discussion. According to French and Raven (1968, in Watson, 2014), the bases of social power include legitimate power, reward power, coercive power, expert power, and referent power. There are additional methods to increase one's authority and influence to successfully persuade people (Greenbery and Baron, 1997, in Watson, 1997).
A specialist in people practise could use logistical reasons, facts, and rational persuasion to link to their expert authority. Finding common ground based on similar personal values and beliefs is another strategy. Through participation in the decision-making process, consultation can also help people feel involved and invested.
It is crucial to think about various persuasion theories and methods of influence to contribute to discussions in an interesting and well-informed way. According to French and Raven, there are several types of social power, including legal authority, reward power, coercive power, expert power, and referent power. These are additional strategies for increasing one's ability to convince and influence others (Watson 2014). A people practise professional may use logistical arguments and data to relate their expert power, as well as rational argumentation. Finding common ground through shared personal values and beliefs is another strategy. Additionally, consultation can give participants a voice in the decision-making process, increasing their sense of ownership and involvement.

Identifying and voicing concerns is a crucial component of people management, as it is for all other organisational responsibilities, and it is something that all employees should feel comfortable doing. It is possible to voice concerns informally, formally, or through reporting wrongdoings. The Public Interest Disclosure Act of 1999, which shields whistle-blowers from unfavourable treatment and wrongful dismissal, was created in response to a string of official investigations that exposed disasters and scandals. Whistle blowing refers to bringing up a concern about malpractice or misconduct and providing information that has been provided that has been brought to an individual's attention through their work and is provided to the employer or a regulator. Tesco have a protector line service in place where if a colleague feels they are being mistreated or have seen ill practice. This allows the colleague to remain anonymous and contact them on a free phone number.
I once raised a grievance in relation to discrimination and how I was being treated within the workplace. I thought myself to be discriminated against as a single, unmarried women, and a lone parent being unable to work some hours that were suddenly required of me. I raised the concern formally by sending my grievance the group personnel manager via email. It took a lot of bravery at the time as I was working within a toxic environment, and felt I was at risk of being managed out of the business. Every employee had the right to follow the relevant complaint process where fortunately I was lucky to be successful. 
 
From a human standpoint as well as for business, there are many advantages to ethical people and their actions. Assistance in fostering a sense of belonging, worth, and fair treatment at work is a component of ethical people practises. To paint a picture of what it means to value individuals and them fairly, consider Gifford and Young's social identity and social exchange theory from 2021 and Rocks scarf theory from 2008. According to social identity theory, our motivations are not solely based on self-interest but also on how we classify ourselves based on factors like gender, social background, and even our employment level. This theory contends that people are driven to achieve objectives that are consistent with the most significant components of their social identities (Gifford and Young 2021). The social exchange theory, which is related to this, describes how two parties have something to give and take in a reciprocal transaction, and that this builds perceptions of being valued and treated fairly whether at work or outside of work, and to treat them fairly to build trust and psychological attachment. Due to this, health, and absence due to illness may also be improved. 
The scarf theory provides additional evidence for the value of considering how people interact at work and how their actions can make their employees feel more respected and properly treated. It is known that our brains instinctively want to minimise threat and maximise pleasure. The five domains of the scarf theory are status, certainty, autonomy, relatedness, and fairness (Rock, 2008). Whereas observations monitor these points in their communications, they will help to establish trust and further attachment with the organisation. Social contacts that are not threatening in these five domains will be more desirable and rewarding. Therefore, there should be less staff turnover and cheaper hiring expenses because of this enhanced stability.

I would use a variety of techniques to gather information and engage others while creating a new hybrid policy or practise before deciding on the best course of action to take. I would utilise an online survey with a few closed, simple-to-answer questions and an additional question to enable written responses for a huge organisation with workers dispersed across numerous departments and sites. To increase their sense of involvement in the process, colleagues would have the chance to freely comment on what they thought would or would not work. Through this strategy, I would be able to gather and analyse a sizable amount of feedback, allowing the policy to be created with employee input while taking organisational and employee needs into consideration. Working with employees is essential for the successful implementation of hybrid working, according to the CIPD's hybrid practical guidelines (2021a). This is because successful hybrid working depends on consideration for inclusion, equality, and justice. Implementing the transition would be influenced by conducting interviews with the employees who would be most impacted by switching to the hybrid working style. determining the budget, required safety measures, and technology that is accessible. Learning about the requirements of various departments and buildings is crucial, as is considering the nature of teamwork and roles. Additionally, I would investigate the practises of other organisations to learn from their successes, especially in those with similar facilities and industries.
Following the implementation of the policy or process, I would collaborate with colleagues to assess if it satisfied the needs of and engaged the target audience. A good place to get started is using the CIPD's "valuing your talent" concept. By recognising and evaluating the impact of people on company performance, it was designed to inspire organisations to maximise the potential of their personnel (CIPD, 2016). The framework includes measurements such as employee interactions and learning, development outputs like leadership potential, workforce performance, productivity, and organisation performance. Analysing data on staff turnover and absence would be helpful. Surveys on staff engagement, contentment, and well-being are also included in employee presentation and voice. Additionally, it would be advantageous to conduct surveys that are just concerned with hybrid working, with the goal of determining whether it has gotten simpler or more difficult for categories of employees to perform their jobs, such as middle-aged managers. It would be feasible to evaluate the hybrid working policy's effects on business performance, employee attitudes about it, and whether it has had an impact on their wellbeing using all these avenues for obtaining insights.
 
To control our professional growth, we must engage in ongoing professional development. Depending on our own goals and existing positions, every one of us experiences this differently. According to Megginson and Whitaker (2007), CPD is a continual process for which we are each individually responsible. We should determine our own learning requirements and the best ways to meet them. To select where to focus efforts for continued development, it is crucial to reflect on performance and evaluate strengths and weaknesses, in comparison to national standards and role models. Finding out what others think and incorporating that into our own reflective practise can be helpful (Woodhams, Perkins and Wilkinson, 2016).
Human resources may need to be reimagined considering where we want to go in the future; otherwise, we risk daydreaming into the future and failing to see what is now in front of us (Green, Peters and Young 2020:8). According to research by Green, Peters, and Young, the most important trends in 2030 will be internal change, digital and technological transformation, changing demographics, inclusion, diversity strategy, diversifying employment relationships, and sustainability, purpose, and responsible business. The design or delivery of CPD within organisations will be impacted by these changes. The abilities of human resources professionals will continue to advance as they adopt qualities including an openness to learning, a willingness to adapt, and autonomy. To comprehend the factors that might have an impact on how the department's CPD needs are directed, they should also work together with colleagues within larger organisations and go outside (Green, Peters and Young 2008:8). It is possible for teams to have an impact on the larger organisation by anticipating changes and setting an example for flexible, agile working practises within their own group. People managers will benefit from having more effective CPD to offer their employees and to operate more efficiently in general.

Task Two
ACTIVITY 1 (AC 2.3, AC 3.2). Using a range of information, including feedback from others, assess your practice against the FIVE CIPD Profession Map core behaviours listed below.   The 5 core behaviours (all to be selected at associate level) are:
· Ethical Practice
· Professional Courage and Influence
· Valuing People
· Working Inclusively
· Passion for Learning
 Evidence to be presented: 
· In the main body of your assignment, write a short summary (approx. 150 words), of the information used to inform your assessment 
· Add your assessment pages as an appendix.
Managing professional growth is a key component of continuing professional development (CPD). This varies for every one of us and may be influenced by our current responsibilities and career goals. According to Megginson and Whitaker (2007), CPD is a continual process for which we are all responsible. We should determine our own learning requirements and how to meet them. To choose where to focus efforts for continued development, it is crucial to incorporate reflection through an assessment of strengths and weaknesses, against national standards or role models. Getting feedback from others and incorporating it into our own reflective practises can be helpful (Woodhams, Perkins, and Wilkinson, 2016).
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ACTIVITY 2 (AC 3.3) Having identified your main development needs in relation to these 5 areas, formulate appropriate development activities to meet these needs and add these to your professional development/learning plan. 
 Evidence to be presented:
· In the main body of your assignment, write a short explanation (approx. 250 words) for your choice of development activities 
· Add the relevant pages from your development/learning plan as an appendix. 


ACTIVITY 3 (AC 3.4) A key element of CPD is reflecting on the impact of our learning, so that we can make further decisions about how to progress. Select 3 formal or informal development activities you have undertaken over the last 12 months and reflect on how each of these activities has impacted your behaviour and performance.  (Consider how effective the activity has been and the extent of its impact. You might also consider what new needs or action points the activity raised for you.)  
Note: this reflection is retrospective and not connected to the activities planned in activity 2 above. 
Evidence to be presented:
-    Written reflections on 3 development activities (approx. 750 words)
What did I do?
In August 2022, during a joint team planning meeting at work, I arranged for each manager to research diverse types of ethnic backgrounds and religions/beliefs. They were then asked to summarise and brief the management team on what they have learned from this at the next meeting.
Why did I do this?
I wanted managers to understand and upskill themselves on the diverse backgrounds and beliefs of colleagues. With diversity increasing in the workplace, I wanted the team to understand more and grow confidence in diverse cultures especially when dealing with them. We talked about daily challenges these colleagues may face and what is acceptable and unacceptable behaviours and ways to manage them.
What did I learn from this?
The managers were able to learn about diverse cultures, needs and challenges that colleagues may face daily. The managers felt more confident in their understanding of these cultures and felt better equipped and confident to lead colleagues with diverse backgrounds.
How will I use this?
I will lead a session monthly to help managers learn and grow on diversity. I have now planned a session for managers to research a section of the LGBTQ+. This will help us gain better understanding of what each letter stands for, and what it means for that person.
What did I do?
I took part in a process to support displaced colleagues whose job roles were no longer available due to current restructure in the company (counter closure Tesco's) during January and February 2023.
Why did I do this?
This was a formal process I had to follow due to the counter closures at Tesco. Although I had a brief to follow to ensure process was correct, I ensured that I was empathetic to the needs of the colleagues effected. It is a very worrying time for the colleagues involved especially being a skilled area, butchers, and fishmongers. Some of these colleagues had never worked in another area of business so were naturally anxious around what was to come. I was open and honest throughout the consultation period, and always explained any latest information effectively so that they would hear it first-hand. I offered the colleagues to trial different departments in the store to get a feel for what they may like, and what their preference would be as to where they would like to work. I kept an open-door policy where these colleagues were free to come and chat around any concerns or ideas they had and would actively listen and let them trial some of these to gain their trust. 
What did I learn from this?
By using a set of skills, I was able to make the transitions as smooth as possible for all colleagues impacted by these changes. Although the is a formal process to follow, I used my humanist side treating them as people rather than a number. I was able to advise and emotionally support these colleagues though a huge change in their career. The moves were successful and received feedback on how they felt supported and listened to.
How will I use this?
Going forward I will continue be open and honest in any upcoming changes. Although there will always be a policy to follow to ensure we are doing things correct by law, I will continue to show empathy and understanding to the colleagues involved. 
What did I do?
I actively took part in leading Tesco’s every voice matters survey to support full completion for all colleagues (January 2023).
Why did I do this?
This is also a formal process that Tesco do every year. This survey is carried out to track the progress of how Tesco supports physical and mental wellbeing at the workplace. The survey requires open and honest feedback to assess accurately. It gives Tesco an annual result for performance reporting, which they supplement internally with more frequent surveys to gather more regular feedback. Although the survey is optional, I took the time to speak to colleagues around the importance of why we do it. This survey allows Tesco to take focused action and make a real difference in our teams, and how it can help to improve a better workplace.
What did I learn?
Unfortunately, I was not able to get the by in from 3 colleagues, despite my best influencing skills and reasoning explaining the reason we do it. I have learned to accept that not everyone will agree with my views, and that is ok. We mutually discussed the reasons as to why the colleague did not want to participate and respected their views. Afterall, the survey is optional. 
How will I use this?
On reflection, I handled the colleagues who did not want to participate with respect and actively listened and understood their reasons. I will continue to ensure I support colleagues using these set of skills.
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