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Task One 
Introduction
The assignment talks about people's professional, ethical, and organisational policies, as well as their actions for professional growth.
AC1.1
Define the term professional and explain what it means to be a ‘people professional.’  
Professionalism is a quality that one chooses and is linked to learning. It has a long history in society but is continually evolving (Simons and Ruijters, 2014). Professionalism is the ability to carry out a task to the greatest standards by having the knowledge, competence, and confidence to do so. Professionalism may mean many things depending on the organisation, and one role may not demand the same amount of trustworthiness or skill as another (Indeed Career Guide, 2020). The CIPD’s Profession Map serves as the industry standard to advance one's profession, make better judgments, behave with confidence, and perform at their best (CIPD, 2022). People professionals can use this power to alter the parameters of professionalism and commercial influence. Professionals now have more possibilities than ever to lead transformation within international organisations and shape strategy (CIPD, n.d.). People can enhance the lives of others by making choices based on moral beliefs that live up to moral standards (CIPD, 2019). The CIPD’s eight ethical viewpoints can be utilised to resolve conflicts at work by offering several points of view on ethical issues. They include, fairness, merit, markets, democracy, wellbeing, rights and obligations, morality, and passing. HR professionals must be able to understand ethical viewpoints and show sensitivity to those that matter in corporate settings (CIPD, 2015). For society to be able to trust professionals to use their knowledge and experience responsibly and equitably, they must uphold strong ethical standards. Human resources professionals must be confident in their ability to advocate for the needs and rights of people since they oversee making decisions that have an impact on employees' lives (CIPD, 2020). According to recent studies, strengthening HR professionals' sense of professional identity may aid in bridging the gap between intention and execution when it comes to promoting ethical decision-making at work (CIPD, 2020). 
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) 
The CIPD has identified three fundamental principles as the method to make wise choices. They include professionalism matters, work matters, and people matter (CIPD, 2019b). Human resource management must adapt to the changing business environment due to globalisation, technology, and competitiveness (Cleland, Pajo and Toulson, 2000). Organisations are increasingly embracing alternative workplace initiatives that combine non-traditional working methods, environments, and places with regular offices (Ulrich, 1998). Numerous elements, such as organisational decisions and co-evolutionary processes, as well as how they are situated and interact with other momentous events and decisions inside an organisation, can affect the role, scope, and operation of the HR department (Truss, 2009).
The Covid-19 pandemic threw HR professional into a realm of uncertainty compelling some organisations to quickly alter their business strategy (www.deloitte.com, 2020). Workers had to adjust to both personal and professional changes, like balancing caregiving obligations or isolating themselves, to people management issues (HR, n.d.). Throughout the crisis, human resource professionals had to encourage moral conduct and work with the greater business community. The safety and well-being of employees, corporate finances, and long-term viability were and still are just a few of the numerous things to consider (Droesch, n.d.). As circumstance changes, a principle-based approach would be helpful to ensure that businesses act morally and decision-making is founded on principles (Green and Russell, 2021). As opposed to focusing on the customary issues of line managers, HR managers are now expected to be more business oriented. The new responsibilities for HR managers have effects on how businesses are run since they oblige them to put the demands of the company before those of their own (Hiltrop, Despres, and Sparrow, 1995). External factors, such privatisation, and the current market climate, have a significant impact on the growth of HRM (Friedman, 2019). 
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 professional. 
Organisations must use ethical standards to make decisions, as poor decisions may negatively affect people's lives and reputations (CIPD, 2022). I place a high importance on promoting personal integrity, honesty, and trustworthiness as three fundamental ethical principles. 
I have moral integrity, which helps me acquire ethically upright habits to deal with issues. For me, integrity implies that I am self-assured, dependable, and always do the right thing. For instance, I have been responsible for eliminating emotion from the disciplinary decision-making process to do what is best for both the colleague and the organisation. Practitioners should counsel business leaders to promote open and trusting environments by upholding ambitious standards of ethics (Institute of Business Ethics, 2022). It is my moral determination to follow what is right and reject what is wrong, no matter the costs associated with their actions. Integrity in the workplace is crucial primarily because it helps to create a positive atmosphere for work (Miles, 2017).
Another trait I have is honesty. Sincerity is important to me in my line of work because it helps maintain my moral principles. Being logical and direct in my communication is one way that honesty manifests itself in my job every day. For instance, I always share the harsh truth with my co-workers, even when it is not the news they want to hear. To me, being explicit fosters kindness, ensures that everyone is on the same page, and enables colleagues and organisations to assist people in need in the most effective manner. In doing this, I improve managers' ability to engage in ongoing dialogue, interact with everyone, and exhibit values to retain personnel and expertise while lowering absenteeism and presentism (Notaro, 2017).
Lastly, I place a high priority on being trustworthy. Being trustworthy fosters a secure atmosphere where all staff members are encouraged to openly communicate their thoughts, creativity, and views beyond conventional borders (Resources, 2019). In my position, I act as a confidant for individuals who require it and make sure that delicate and confidential information is treated ethically. An instance of this would be when I assisted my business partners in implementing role-removal restructurings. We did this by engaging co-workers during the consultation process and behaving honourably, responsibly, and with consideration for others. I reduced uncertainty by responding quickly to concerns about the future. When co-workers lose trust in you or the organisation, employee disloyalty and performance and productivity fall (Advice, 2021).
AC 1.3 
Explain why it is essential for people professionals to contribute confidently to discussions, and ways of doing this that are: informed, clear, and engaging. 
Two essential behaviours for professionals are the capacity to convince others and the fortitude to endure hardship. The function of HR must include effective employee communication and contribute in an unbiased manner (Institute of Business Ethics, 2022). Building trust has a positive influence on employee engagement, organisational culture, and productivity (CIPD, 2022a). The power to convince others and the aptitude to challenge conclusions are two crucial behaviours for those in professional roles (CIPD, 2022c). Poor communication can result in misunderstanding, less accountability and empowerment, which can have a negative impact on the workplace and lower motivation and engagement (Khan, 2021). Making the right decisions as a company is crucial to ensuring that employee surveys rank communication and camaraderie (HR, 2019).
Transparency can only be developed through effective communication, which requires bravery and sensitivity to both emotion and the environment (CIPD, 2022a). It takes courage to advocate for change, make recommendations, win over stakeholders, and work with line managers to make decisions (CIPD, 2020a). The ability to question when there is opposition, speaking out when one feels a problem exists, and the willingness to stand up for the correct thing to do is why it is essential for HR professionals to speak out (www.youtube.com, 2020). A clear plan, managerial support, and evaluation are all required for effective communication and aid in the avoidance of impulsive action and guarantee that the time will be appropriate (PhD, 2021). Building trust with employees is essential for increasing output, productivity, improving performance, knowledge, and well-being (Page, 2019).
At all organisational levels, however, effective communication is inhibited. Senior leaders typically struggle to articulate the organisation's direction and how it will impact the public. Similarly, managers lack the skills, confidence, or time required to communicate with their staff in an effective manner (CIPD, 2022a). Thus, a shared sense of purpose, senior executive backing, real interactions, and digital platforms and tools are necessary for effective communication in the workplace (Khan, 2021). To complete all these tasks successfully, we must establish connections with people to understanding their viewpoints, worries, and their desires to interact with them in the most effective manner possible (CIPD, 2022c).
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. 
Risk management is crucial for ethical risk management since poor decisions may cost millions of pounds, force companies to shut down, and hurt consumers (Webb, 2020). Volkswagen has experienced severe financial losses because of its bad judgement and negligence from the affair, dubbed "Diesel gate," They learnt a crucial lesson from the 2015 emissions scandal, in which they admitted to 11 million rigged emissions tests which dealt a huge blow to VW's image. (Toebe, 2020). The car manufacturer aimed to increase its profits rather than rescue future generations by growing the Diesel market (Bovens, 2016). 
Organisations should promote company values, provide ethical training, implement an anonymous reporting system, and use their organisation's structure to deter unethical behaviour such as whistleblowing (CIPD, 2022b). As Webb describes organisations should, abide by principles, instil morals in staff, and respond in a standard fashion to reduce the potential for moral catastrophes (Webb, 2020). Corporations should spot and confront misbehaviour, encourage a speak up culture, safeguard whistle blowers, and guarantee open lines of communication (Penman, 2022). A company's CEO sets the ethical standard, and HR leaders must make sure that honesty and ethical decision-making are non-negotiable factors (Hern and February 2019, 2019). Business ethics and organisations are under the limelight more than ever. Companies must adopt an ethical approach to corporate ways of working and consider the political changes, rising environmental problems, and economic repercussions to guarantee that policies are fair, egalitarian, and non-discriminatory (CIPD, 2019b). Thus, it is vital that people experts assess management practises that examine the company's policies and procedures to ensure they handle ethical issues and uncover methods to be more responsible (Indeed Editorial Team, 2022).
Managers must be aware of their influence on corporate ethics and use this to foster the connections that are essential to the success of their organisations (Paine, 1994).
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. 
A motivated and engaged team who are happy, healthy, and fulfilled are more likely to promote efficiency, improved goods, and innovation (CIPD, 2021a). The Motivation theory is essential for HR managers and employers to understand who is motivated and how it can be implemented. Customised programmes should be tailored to each employee's goals and organisational ideals, and trust should be fostered to create an environment of positivity and boost morale (Sands, 2020). Maslow's Hierarchy of Needs dictates that employers must satisfy all employees' needs to ensure job contentment. As Mcleod suggests, unmet needs drive a person to seek fulfilment since met needs do not serve as a motivator (McLeod, 2022).
The Kettering General Hospital NHS Foundation Trust relaunched its BAME EDI network to support staff from diverse backgrounds, developed an equality and diversity strategy, reorganised its EDI strategy to hold everyone accountable, and added inclusive recruitment champions (Rambha, 2021). Businesses must prioritise diversity, equality, and inclusion programmes if they want to draw in top candidates, keep them on board, and increase productivity (Broderick, 2022). Additionally, it may promote productivity, according to Business News Wales, 24% of respondents reported higher levels of productivity, and 25% reported higher capacity for innovative ideas and creativity (People, 2021). 
Business cases for diversity rely on the state of the labour market, organisational competitive strategy, and team leadership' decisions. Diversification may help businesses if it is managed properly, but if it is not, it can raise costs. There is no one method that firms can use to guarantee that equality and diversity are advantageous, but strategic methods are more effective (BIS OCCASIONAL PAPER NO. 4 THE BUSINESS CASE FOR EQUALITY AND DIVERSITY A survey of the academic literature, 2013). Role modelling, succession planning, and employee networks are all ways HR can enhance I&D as both digital advancement and inclusion are crucial (WHITEHOUSE, 2021).
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. 
In my current role at Morrisons I was asked to deliver a brief to reduce the number of checkout team leader hours to accommodate a new base model, resulting in the displacement of two team leaders into store vacancies. I worked with my business partner to ensure that the transition was as simple as possible for everyone since the impacted colleagues were under a tremendous deal of emotional stress. Colleagues were notified and solutions discussed in private meetings. Candidates were assessed according to a scoring system and those who withdrew were given financial protection and future advancement opportunities as a retention strategy. 
As Peter Cheese suggests, businesses are reorganising to react to shifting labour markets, consumer needs, and supply chains (Cheese, 2021). HR teams must invest in their own skills and capacities, professionalise, and interact with the rest of the company to manage change and create a strategy for employee engagement and success (Williams, 2021). Organisations should focus on identifying, developing, and retaining the best employees, boosting leadership, and increasing agility (Komm et al., 2021).
Within Morrisons, the strategies that we have in place consist of your say forums, and surveys which allow colleagues to voice concerns they have (Having a say on what matters, 2018). There is also a whistleblowing helpline where employees can anonymously report wrong behaviour. As Heinz suggests, while motivating employees is crucial, job satisfaction is deemed more important (Heinz, 2019). According to Forbes Magazine, to increase employee engagement, managers and leaders must develop their ability to manage their personal lives, teams, and organisational objectives suggesting there are five ways to make it better (Gleeson, 2017). These include developing and communicating a vision; choosing and cultivating management; giving exceptional employees more authority; providing training and development; and supplying meaningful work (Gleeson, 2017). Therefore, to increase employee engagement, corporations must be aware of its strengths and areas for development. Regarding Morrisons' realignment of hours, this required routine check-ins with both affected and unaffected employees to identify any concerns and determine how, as a people professional, my organisation could maintain their engagement and retention. 
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: 
[bookmark: _Int_RLWQ9uAY]In the main body of your assignment, write a short summary (approx. 150 words), of the information used to inform your assessment. 
The table provides my assessment in connection to the associate level CIPD profession map's essential behaviours of ethical practise, professional bravery, and influence, respect for others, working inclusively, and love for learning. I will employ appreciative enquiry to advance both my professional and organisational development. This is based on the idea that each person brings unique talents, skills, and contributions to an organisation (Moore, 2008). To complete the review, I have incorporated feedback obtained from peers, business partners, and senior stakeholders. I have also considered the comments I received during my end-of-year review in October 2022. I have utilised the weekly data that I receive in work and how I can use this information to influence my business partners in relation to the five ethical behaviours. With this knowledge, I can evaluate my lessons learned while considering both external and internal perspectives, and I can create an action plan for the areas where I need to improve.
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: 
[bookmark: _Int_nqif7oDG]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. 
[bookmark: _Int_Xbrauj2t]My personal growth plan outlines the areas I need to concentrate on, the measures I want to take to achieve this, the tools I will need, and how I will assess success based on what I learned through the self-evaluation indicated above and displayed in my appendix. As a kinaesthetic learner, I need to have experiences to understand concepts (Malvik, 2020). I will utilise this approach to develop my abilities and strengthen my ethical practise behaviours throughout the following six months. I intend to use podcasts to broaden my knowledge as part of my growth approach. utilise the counsel of my associates and business partners and strengthen my fortitude. Conduct training sessions to push the boundaries of my comfort zone and increase my confidence. To improve my behaviours and persuasive abilities, I also intend to complete the online courses on professional boldness and influence offered by the CIPD. Consider the steps I take in my work to be inclusive of others and the settings that can benefit from more inclusive workplace policies. To spot early indications of stress and conflict and to inspire others to take the lead, I want to hold listening groups. To boost employee happiness and engagement, consider how I can better integrate wellbeing into my job. Consider the criticism of my behaviour that appears in private forums and make plans for improvement. I will re-evaluate my performance in these 5 key areas to determine where I can make further improvements.
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) 
I believe that my ongoing professional development activities have enhanced my behaviour and performance. I have included these in my CPD reflections attached in the PDF. 
https://docs.google.com/document/d/1D8xiUGFbcG_XPAVrcRyQvU4NSQXkaRuNqZNNgA50RUA/edit 
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Appendix 1 – AC 2.3/ AC 3.2 
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Task 1 –Self-Assessment against Ethical Practice (associate level) 
	

	Profession Map Standard
Ethical Practice 
	Perform well 
Score 30 
	Perform satisfactorily 
Score 20
 
	Requires further development 
Score 10 
	Reason for judgement 

	1 
	Make responsible choices about your work, applying professional principles and values 
	22.5

	

	

	I know I always behave fairly. I have learned that I make decisions calmly and carefully. I think a lot about the choices I make and how they affect my organisation.

	2 
	Consider the purpose and implications of actions, decisions and people practices for all stakeholders 
	

	19.5

	

	Occasionally, I give thought to how my actions could affect other people.

	3 
	Raise concerns about people practices and policies which are not consistent with values or legislation 
	28

	

	

	According to my past experiences, I always voice my concerns if I do not think anything is being done correctly or in accordance with the law. 

	4 
	Provide explanations and reasons for the choices you make and the advice you provide 
	22.5 

	

	

	I recognise the value of outlining a decision's justifications. My manager routinely gives me advice on how to have productive talks and how to handle their potential results.

	5 
	Demonstrate professionalism and consistency in what you say and do to build trust 
	27

	

	

	Peers and business partners who have given me feedback concur that I always operate with honesty and keep my word. And that I always act in a trustworthy and appropriate manner.
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Task 1 –Self-Assessment against Valuing People (associate level) 
	

	Profession Map Standard 
Valuing People 
	Perform well 
Score 30 
	Perform satisfactorily 
Score 20
 
	Requires further development 
Score 10 
	Reason for judgement 

	1 
	Build a sense of team spirit and purpose 
	28

	

	

	Working in a team and exchanging expertise and ideas is fun for me. I value the insights I gain from others, and this fosters a sense of teamwork and expands my network.

	2 
	Treat people fairly and considerately in your work 
	27

	

	

	According to feedback I have had, colleagues believe that I evaluate every scenario impartially and fairly. They were grateful for the time I took to think about my choice.

	3 
	Enable others to develop skills and capabilities to be their best at work 
	29

	

	

	I can identify areas for improvement by working side by side with co-workers. Planning for succession and the appropriation of talent are high on my agenda.

	4 
	Coach and advise others in the business 
	

	
20
	

	Sharing my expertise and life experiences is something I like doing. As an HRBP, I routinely provide feedback, but I believe my coaching abilities may be improved.

	5 
	Enable people to have a voice when designing and delivering solutions which impact them 
	19

	

	

	I frequently host Your Say forums for colleagues as part of my present employment. However, I feel that I could improve this section even further to offer greater answers.

	6 
	Consider the wellbeing of others in the design and delivery of your work 
	
20
	

	

	I frequently put others' well-being first, but I might do better considering the demands on my time and the effects this has on others.
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Task 1 –Self-Assessment against Working Inclusively (associate level) 
	

	Profession Map Standard Working Inclusively 
	Perform well 
Score 30 
	Perform satisfactorily 
Score 20
 
	Requires further development 
Score 10 
	Reason for judgement 

	1 
	Get to know people as individuals so you can work together more effectively 
	
28
	

	

	I schedule time each day to chat to co-workers and get to know them while proactively seeking out new hires to form connections and introduce myself.

	2 
	Actively seek and listen to diverse views and opinions 
	27

	

	

	I routinely host listening to sessions for those who may not speak up or are in the minority.

	3 
	Build purposeful working relationships with and collaborate with wider colleagues 
	

	19

	

	I like establishing new connections, but I find it difficult to do so when dealing with people who have opinions that are different from mine and endeavouring to influence them.

	4
	Readily share your knowledge and expertise with others to solve problems 
	
23
	

	

	I really believe in the value of teamwork, and I frequently include my peers in issue resolution. I enjoy imparting my expertise and hearing other people's opinions and experiences.

	5
	Support others to resolve conflict and build trust before issues escalate 
	

	18

	

	Although I have mediated disputes amongst co-workers in the past, I do not consider myself to be very skilled in this area.
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