fcmfngvjgvjgvjbAC 1.1- Define the term professionalism and explain what it means to be a “people practice professional”.
Cambridge dictionary defines professionalism as,
“a job that needs special training or skill, especially one that needs a high level of education”. [Cambridge Dictionary]. 
People profession are one industry which require a level of qualification and membership to fulfil their role effectively. Within CIPD there are different levels of qualifications and membership levels from foundation through to chartered [CIPD, 2022]. A People Profession with a chartered membership will have more drive across the business to achieve their business strategy and deliver on their mission statement as opposed to a professional with a foundation qualification [CIPD, 2022]. Businesses can maintain professionalism in the future by having independent bodies such as CIPD which help drive the standard across the business and their professional approaches. Obtaining such qualifications enable People Practice professional to maximise their role in supporting the business to deliver and develop goals, vision through empowering the people of the businesses to thrive as individuals or collectively [CIPD why work in PP]. 

To maximise the professionalism, People practice need to lead from example by adhering to a Code of conduct which sets clear expectations of how they expect professionals and employees to conduct themselves daily [Kogan,2021]. Each business will have their own code of Conduct which outline the values and culture of the business and will be reinforced during the employee lifecycle [Kogan,2021]. CIPD Code of conduct details aspects such as upholding professional competence and behaviour, ethical standards and integrity which details the handling of sensitive or high risk information [CIPD Code of conduct].  

Professional integrity “ displays and promotes conducts and behaviours consistent with agency and government standards” [Professional Integrity | Office of Human Resources (nih.gov)] also plays  apart in professionalism within People practice, where they must demonstrate confidentiality of sensitive information and the handling of sensitive or high risk information [Page,2018].

Adhering to ethical code of compliance which is reflected within Profession Map [CIPD, 2018] of having ethical principles which reflect the business values and vision to support a positive working environment and developing and building trust within the organisation [Kogan, 2021].

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 practice professional.
Ethical values are the morals every individual process to make decisions based on doing the right thing because its morally the right thing to do rather than from a personal gain aspect and our values are based on what is good and bad, right from wrong, moral, or immoral behaviours. [Ethics at work report, 2019]
CIPD professional Map details ethical practice as part of the core behaviours where it outlines professional and personal values in demonstrating fairness, honesty, evidence-based decision making and more [CIPD Professional Map, 2018]. From the framework I have identified my values as accountability, honesty, and professional integrity.
According to [Range,2021] people who take accountability for their actions help achieve a healthy and supportive working environment, by taking personal responsibility for my own work and any falls along the way, doing so enable me to develop and grow within myself and share any lessons learned with my colleagues to strengthen the team. Within my role as Line Manager and People Services representative for the wider department being able to be accountable for my actions and workload means I have to complete tasks and KPI’s within a certain timeframe, failure to do so will not only impact the business and the wider strategy but the staff themselves with not being compliant with People Practice policies, such as not providing 48 hours’ notice for a disciplinary meeting or not provide the appeals process policy within. 
Honesty is another value I hold strongly, not only from providing honest and factual information when asked to complete business reports but also from a manager’s aspect of delivering 1-2-1s and performance reviews with my employees. One of the businesses core values as a whole is to be open and honest at all times to develop ourselves and our peers, through honesty we are able to build and develop a positive working environment and honesty becomes a 2-way street between myself and colleagues and underpins trust within our relationships. 
Professional integrity I strongly feel about as one of my values, being a representative of people professional for the department, I can hold confidential information and handle high risk information or situations with integrity and ease whilst maintaining composure in all situations, failure in this aspect will have detrimental impact on my position and the trust of my colleagues and peers. Being able to hold a professional ethical behaviour is very important to me and I feel I achieve this well through treating everyone the same within the team regardless of their position in the business, everyone will be treated with the same level, of respect and inclusion [EACH Indeed.com].  I demonstrate professional behaviour when dealing with staff and my behaviour does not change with the situation and led by example Being able to do so enables staff to see me in a professional way and gain their respect in doing so [Miles,2017]
Each of my values all contribute towards a positive working environment and culture within the team, failure to have these values or demonstrate them in a negative way will have a knock-on effect on the team and the business in delivering their strategy. 
AC 1.3 Explain why it is essential for people professionals to contribute confidently to discussions, and ways of doing this that are.
People Practice professional play a key role in influencing others within a business, to be able to challenge actions on decisions made through using evidence-based facts to support clams to maximise impact on issues across departments [CIPD 2021]. Ensuring the information, they present is accurate and backed by factual evidence in line with evidence-based practice, this can be in the form, or qualitative or quantitative evidence will strengthen and influence the discussion in a positive manner. The way the information is delivered will have more weight behind it if done correctly. To engage effectively with peers, the use of volume and tone of voice will need to be accurate for the discussion in place. At times coming in too softly looses its gravity and the message is lost, other times, assertiveness is required dependant on the situation and the severity of the message needed to be delivered. Whilst the tone is as important ensuring the information is clear is also vital as this will reduce the risk of information being miss understood through effective communication skills including body language and nonverbal communication styles [De Mauro et al, 2018].Communication styles and platforms for information exchange is a vital aspect of engaging within the workforce whilst effective internal communication can develop trust within the business and positively impact on engagement will enhance on the businesses inclusion with the employees and develop a positive culture [CIPD, 2022]. 
[Page, 2022] explains strong communication is an essential tool to achieving productivity and maintaining strong working relationships on all levels of the business. [Page, 2022] comments if people practice and managers have strong communication skills it enables them to motivate and empower staff.
Professional courage within People Practice will enable them to engage with key stakeholders to gain understanding of their needs whilst being able to consider what potential reactions or resistance towards an issue [Smith, 2017].
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. 
Issues surrounding conflict and legislation, or ethical values can challenge for People Practice. When presented with reports of an employee falsifying documents as an example, People Practice will need to ensure this is supported with evidence and follow the appropriate protocol, whether the situation requires an internal investigation or suspension of the employee [ Stubben & Welch, 2022]. When mattes are raised its vital these are supported with credible evidence and maintain confidentiality for everyone involved and the situation. Employees can raise matters through whistleblowing if they have concerns about any wrongdoing via an internal whistleblowing portal,  phone line or a comments box located in a central place. Businesses can create their own policy surrounding whistleblowing and incorporate into their Code of Practice, which will explain the employer’s responsibility and how to raise their concerns. 
People practice professionals need to ensure they have provided the correct information to all employees across the business to give them the knowledge and confidence in raising concerns they may have regarding an issue with ethical, values or behaviour within the business which will be protected under the Public Discloser ACT 1998[ CIPD, 2019]. People Practice Professional need to deal with issues which conflict with ethical issues from a diverse aspect to ensure they are being treated fairly and comply with Employment Law and ethical principle need to be perceived [Tehrani & Yamini, 2022]. Once the situation has been reviewed People Practice will address the matter with the appropriate Manager and follow all necessary processes. One ethical case study which gained media attention was the 2015 VW scandal of “dieselgate” saw the company cheat the emissions of millions of cars for a personal financial gain rather than taking the ethical approach of declaring the findings and failing the emissions findings, failure to do the right thing has not only cost the company in billions of pounds is compensation but suffered damage to their reputation.
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. 
Businesses who promote a positive culture are of benefit of meeting their employees feeling included, valued, and fairly treated. Achieving these will not only have a positive impact on the business for the individual employees. Employees who feel valued within their role will naturally become more engaged and will demonstrate am improved job satisfaction rate as their engagement Will demonstrate a genuine care for what they do and take full ownership for their tasks or role. [CIPS, 2019]. Employees who feel valued and included will remain in their role supporting the businesses retention which consequently means less time and money spent on recruitment and the Employee Lifecycle.  Inclusion and diversity within the workforce are raising according to [Waite, 2021]. Businesses who embrace diversity and inclusion from both moral and legal aspects enables businesses to gain better access and experience to a wider range of strengths with wider understanding of diversity and communication between diverse groups. Businesses can see some limitations from improving diversity through conflict amongst other staff member with different beliefs and ethical values but also provides the business with an opportunity to maximise their moral obligation rather than just complying to Law. 
Maslow Hierarchy of needs can be applied from an inclusion and valued aspect, Maslow believes if an individual does not feel valued within their environment, they will not progress to the next stage within the pyramid. During the working relations stage we typically see professional relationships form as humans naturally seek connections and support from one and other and will begin to feel included within the workforce and create a positive included working environment.  Businesses will see employee’s motivation gain and behaviours from gaining respect from one and other will form Self- Esteem. Self- Actualisation is the highest category in the pyramid, if a business can achieve inclusion, treat the staff fairly and included in the operation employees can help retain staff engagement within the business [ Sodexonegage,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.
When recently implemented a new policy within the workforce, steps had to be taken to ensure all staff members impacted by this were included and fully understood the policy and possible implications from not following the policy. Issues has been identified from staff members not covering their shifts correctly leaving the shift to go uncovered leading to operational implications with knock on effects to tam moral and engagement levels. To understand the full scope of the situation I reviewed the data over an 8 week time frame to highlight the number of shifts left uncovered to which highlighted the severity of the situation and a new policy was implemented for both long and short term wins to turn the situation around to minimise any further disruptions [Teresa, 2021]. The policy was created and implemented not only to reduce the impact on the operation but also to allow more flexibility to their role. Allowing and encouraging flexibility towards their work and their shifts enables the culture to be remain positive and reduces frustrations within the workforce which will avoid any unethical behaviours from individuals.
When implementing the new policy, I was careful to treat all staff involved in an ethical manner and include them in the process as much as possible and gained their input on what we thought would be the best solution and what would well practically to resolve the situation. Engaging with the staff members and getting their feedback not only supported the and to reduce the likelihood of resistance and unethical behaviour within the workplace, but other issues also I was mindful of was implementing the policy was to achieve this is a timely manner to reduce the staff members feeling under time pressure which can make them react in an unethical manner [CIPD,2019].  
Once the policy had been implemented and in action for period feedback was taken from the staff to see if it was working and from other Managers via QR codes to see if there was an improvement to the situation and gained feedback from the staff members via their monthly 1-2-1s.
Task 2

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). 
[Williams, 202] discusses how the role of People Practice professionals has redefined itself and has had a positive impact on engagement, services levels performance and morale since the pandemic. The past 2 years has forced People Practice adjusting its approach to certain aspect of the role with increasing innovation and collaboration with advances in technology enabling these to happen.    Recruitment processes has changed in the way People Practice attract and select talent with a more focused approach to online recruitment and internal systems to support the process [Green, 2022]. People Practice has also evolved and become more active in delivering strategy over time and pay fundamental role within the employee Life cycle or retaining staff and support the business in achieving staff retention [CIPD, 2022]. Technology advances has supported the development within People Practice giving them the ability and others in the business to work from home bosting staff morale, productivity, and engagement. The Profession map is at the core of People Practice development with supporting employees through Continued Professional development within the business can contribute towards professional development through developing staff members with their knowledge and skill for future roles within the business trough strengthening their ability and capability to complete tier current roles. Continued development offers opportunities to both the individual and the company to strengthen their department through upskilling employees which supports their engagement in the business and heightens their likelihood to stay within the business [Lufkin, 2019]. 
 As part of continued development, it enables employees to identify where their strengths and weaknesses lye and develop on these trough self- improvement or development plan. Effective development comes from having the ability to self-reflect on behaviour and performance Gibb’s reflection cycle is a tool often used to achieve through identify the details of the issue, analysis, conclusion, and action plan for the next time. The Cycle is very divers in how it is used depending on if the data we have is qualitive or quantitative [ CIPD 2018]
AC 2.3 & 3.2 – See appendix.
AC 3.3
Following my CIPD self- assessment the recommendations it provided, I have selected the ones I believe I will gain more from and develop my knowledge and skills better. There are a combination of resources, courses and actions spread across the 5 core elements of CIPD’s Professional map. The reason behind selects the ones I have, and the variety of resources is to develop my self over all areas and over a period of time. It’s also more effective to only select a handful of development actions to gain the best outcome rather than trying to develop and achieve too much at the same time, trying to look at all aspects will be too overwhelming and can result in underachieving the developments or not meeting them at all. 
AC 3.4

Over 12 months I have had opportunities to develop myself within the business with various learning developments. I have applied the Gibb’s reflective cycle [Mindtools, 2002] model to carry out my self-assessment with formal and informal reflective account on my learning and development needs.

During my reflection I have applied Gibb’s model [ Mindtools, 2002 ] to reflect on an aspect of my role, being the 
representative for People Practice for the Leisure Department. This has enabled me to put into practice what I am learning on the CIPD course and sharing my new knowledge with my colleagues without disclosing personal information to develop their understanding and personal growth into different situations. 
Being able to question mattes with other managers in the business to ensure I have full understating of the situation is important, it will not only ensure I have all the facts needed but also cut down on wasting time going back on fourth in trying to understand the full picture and how to best proceed. From reflection I have been able to identify my workload had grown significantly in taking on the additional role alongside Line Manager and I need to ensure I do not overwhelm myself in trying to do too much at the same time to minimise any disruption to my main role or potentially impact on my overall performance. 
My informal reflections refer to an ethical situation I was presented with and despite being familiar with the policy it related too, I found myself seeking further guidance form People Practice ensuring my judgement was not clouded and I was being fair to the situation and looking at the evidence I had been presented. This has taught me to trust my knowledge and training I have had so far to situations.  However, as I am still learning and developing my knowledge in People Practice, I do question myself on situations I have not come across before and require that reassurance as I’m aware of any wrongdoing can have consequences not only on the staff member effected but, on the business, as well. 
Another informal reflection I have completed was based on People Practice Manager catch up. This is where every month I have an informal meeting with the People practice Manger and discuss any ongoing issues or concerns I may have within the department which gives us an opportunity to discuss the issues in a confidential environment. I find this extremely valuable as it enables me to learn from the Manger and approaches which have worked in the past and receive feedback on my performance at the same time. As previously mentioned, my min reflection has been to ensure I do not overwhelm myself with too much additional tasks which could comprise my main role as Line Manager were human errors could occur.

Over all my strengths has been identified as being prepared to ask questions when unsure of something to ensure I have the full understanding of what is expected of me and to ensure I complete a task in the way my manager expects me to. Through asking questions to gain clarity it prevents time wasting and doing tis wrong, instead it enables me to use my time effectively to plan for the task in hand and produce a good report with the relevant evidence needed to support my findings. The area identified as my weakness to taking on too much work between the role of Line Manager and that of a HR representative for the overall department through taking on too much and spreading myself to thinly which not only will be damaging to my own wellbeing, but my standard of work could be impacted. Ensuring I delegate tasks where possible to other members of the team or People Practice will support me in this area and develop my ability to say no at time sis needed to enable me to focus on other tasks which fall in line with Business KPI’s where deadlines cannot be missed. 
As part of my ongoing development its important to set SMART objective to what has been identified as my weaknesses and complete additional training or carry out additional reading, research to support these areas, such as not taking n too much work. To gage if it’s been successful, I will complete another reflection within a given timeframe to see if I have achieved the set tasks.
