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Total word count for task one - 2303
AC-1.1 
Professionalism means different things to different people - determined by culture, personal and professional experiences. According to Hosain (2016) “professionalism: is not the job you do, it is how you do the job”. Common definitions of professionalism include qualities such as competency, knowledge, conscientiousness, integrity, respect and emotional intelligence, appropriateness, and confidence (Emerald Works Limited, 2022). In the workplace, acting responsibly, diligently, and ethically is considered being professional. A professional will typically possess the information and abilities required for the position, communicate effectively with colleagues and clients, follow ethical standards, exhibit dependability and accountability, and continually seek to advance their level of expertise (Piccirilli, 2018). 
People professionals frequently possess skills in relationship development, negotiation, dispute resolution, and communication. They have a thorough understanding of the nuances of human behaviour and are skilled at leading and inspiring others to accomplish common objectives. They are adept at fostering a positive work atmosphere and have a thorough awareness of organisational culture. People professionals are also knowledgeable of laws, regulations and policies related to employment and HR, and can apply these to their work in an ethical and responsible manner (Vulpen, no date). A survey conducted by CIPD showed that 61% of HR professionals thought having up-to-date knowledge relevant to the profession was an essential characteristic of a people professional (CIPD, 2015). CIPD supports professionals by providing an international benchmark through the Professional Map, which is intended to change in tandem with how the landscape of the human resources profession is changing (CIPD, 2022a).

AC 3.1
Initially known as Personnel, Human Resources (HR) was primarily in charge of maintaining records, ensuring businesses complied with laws and regulations, deciding salaries, benefits packages, and other payments (Gulati, 2020). The function of HR has changed considerably in recent years as organisations deal with new possibilities and problems in the rapidly shifting business environment of today. Areas of change consist of strategic partner, focus on the employee experience, adoption of technology, diversity, equity, and inclusion (DEI) (Reflektive, 2018). According to Verlinden (no date), these remain the focus of HR moving forward. As the HR industry is constantly evolving with the latest trends, laws and regulations, people professionals need to keep up to date through continued professional development (CPD). Undertaking CPD provides opportunities to attain new skills, techniques and approaches applicable to day-to-day tasks. CPD enhances credibility and reputation by demonstrating a commitment to professional development (CIPD, 2022b). CPD also enables professionals to maintain professional membership and accreditation. There are many ways to undertake CPD, including formal training programs: these can include courses, workshops, and seminars designed to teach new or update existing skills. Self-directed learning: reading books, articles, and research papers, as well as watching videos or attending webinars. Mentoring: working with a mentor can provide valuable guidance and advice on professional development. Peer learning: collaborating with colleagues helps professionals learn from each other and share best practices. Reflective practice: reflecting on past experiences to improve future performance. Conferences and networking events: providing opportunities to learn from experts in the field and connect with other professionals. Online learning: e-learning platforms and MOOCs (Massive Open Online Courses) offer a wide range of courses and learning opportunities (CPDUK, 2020).

AC 1.2
Individual behaviour and decision-making are guided by ethical values, which are principles or standards. These values provide a framework to make decisions that are right, just, and fair. Ethical values vary across cultures, societies, and religions, but there are universally accepted ethical values, such as honesty, integrity, respect, responsibility and compassion (Baker, 2022).
When ethics is not applied in the workplace, negative consequences can occur for both employees and the organisation. Employees may lose trust in their colleagues and supervisors if they witness unethical behaviour. This can lead to breakdown in communication and collaboration, making the organisation's goals difficult to achieve. Unethical behaviour can lead to legal and financial consequences for the organisation, including lawsuits, fines, and damage to reputation. These consequences can be costly and may threaten the long-term viability of the organisation (Zeiger, 2019).
There are different perspectives and theories relating to ethics. Consequentialism: this theory holds that the moral value of an action depends solely on its consequences. An action is right if it produces good consequences, and wrong if it produces bad consequences. Deontology: emphasises the importance of rules and duties in ethical decision-making. Deontologists argue that certain actions are inherently right or wrong, regardless of their consequences (Kulveit, 2022).
Three ethical values I feel are important are fairness, honesty, and reliability. Consistently applying policies and procedures allows me to be fair to all employees, avoiding favouritism and bias. Life is not always black and white; there are situations where personal judgment and discretion is used, when policies and procedures may be insufficient. I display honesty by being open and transparent, aiming to be clear and informative when dealing with client needs. On occasion, I am challenged in this area when I must keep certain information concealed from staff, such as proposed staff redundancy. Reliability in my role is critical to building trust and credibility with colleagues and supervisors. Being reliable fosters accountability, dependability and trustworthiness. My employer depends on my reliability to run the monthly payroll in an accurate, timely and confidential manner. In the effort to be reliable and dependable, I find it hard to say no, taking on more demands and requests outside of my contracted hours.

AC 1.3
People professionals play an important role in organisations by managing human capital, assisting with employee development, and driving organisational change. HR professionals must contribute confidently to discussions in order to ensure that their expertise and insights are heard and considered in decision-making processes. Participating in discussions related to employee engagement, talent management, organisational development, workplace diversity and inclusion, and legal compliance, HR can drive positive outcomes for the organisation and its employees (CIPD, 2022c). If HR professionals fail to contribute, it can result in missed opportunities for improvement, lack of employee engagement, ineffective talent management, lack of workplace diversity and inclusion, and legal compliance risks.
There are many ways and theories to influence and advise depending on the situation and context. Cognitive theories are concerned with how people process and respond to information. The Elaboration Likelihood Model, proposes that people process information superficially or deeply, depending on their motivation and ability to process the information (Hopper, 2019). Persuasion Techniques: specific techniques for influencing others. The foot-in-the-door technique, which entails making a small request and then following up with a larger request, is one example, as is the scarcity principle, which entails creating the perception that something is rare or in limited supply (Psychologist World, 2023). Motivational Theories: these examine how to persuade people to act or make a change. The Self-Determination Theory (Ackerman, 2018), proposes that people are motivated by autonomy, competence, and relatedness, and the Expectancy Theory (Indeed, 2022), proposes that people are motivated by the belief that their efforts will result in a desired outcome, are two examples. 
Bevan Buckland intended to restructure their large technical team into smaller more manageable teams. Drafting a clear and informative email with the proposed changes whilst opening the opportunity to address feedback and concerns through planned focus group meetings along with an all-staff communication meeting which was recorded for absentees to catchup. Scheduling focus groups opened a two-way conversation where staff could engage, shape and influence the change. Changes were confirmed with a follow-up email.

AC 1.4
As a HR professional, it is critical to express concerns when organisational policies or leadership approaches contradict ethical values or legislation. HR professionals should lead by example, raising concerns when there is conflict with legal or ethical standards. Each organisation should have established internal reporting mechanisms, such as a grievance or a whistleblowing policy. It is important to follow a policy to ensure fairness, consistency and legal compliance. If the organisation does not have a policy, Acas have produced a code of practice, providing guidance and support for both the employee and employer along with Citizens Advice.
Depending on the severity of the concern will determine which approach is necessary. It may be a simple case of raising concerns informally, where the employee speaks to someone they feel comfortable with such as a manager or a member of HR. If they feel that the concern has not been dealt with appropriately it can be raised formally through the grievance procedure (Acas, 2022). 
To raise a grievance, the employee should submit a formal complaint in writing to their employer. The complaint should include details of the issue, relevant dates and any evidence to support. The employer will typically conduct an investigation to gather all relevant information, documents and evidence in order to review and interview the employee and witnesses. Once the investigation is complete, the employer will judge the complaint. If the employee is not satisfied with the decision, they may be able to appeal, typically to a higher level of management or to an external agency such as an employment tribunal (Citizens Advice, 2022).
Whistleblowing is when someone reports illegal, unethical, or unsafe activities in an organisation to those who have the power to act. This includes reporting fraud, abuse, discrimination, and harassment. Whistle-blowers can be current or past employees, or outsiders with sensitive information. They can report internally or externally, but may face negative consequences such as retaliation, job loss, and isolation. There are laws in place to protect whistle-blowers (Unison, 2023).
During an employment tribunal (Dr Tamara Bertha Johanna Bronckaers vs Department of Agriculture, Environment and Rural Affairs) which concluded in 2021, Dr Tamara Bronckaers, a veterinarian with the Veterinary Service Animal Health Group in Northern Ireland, raised concerns about animal welfare and food safety. She felt ignored and undermined by her employer. The tribunal determined that she received intimidating and dismissive treatment and ruled that she was subject to constructive dismissal. The organisation settled for £1.25 million, the largest ever whistle-blower settlement in Northern Irish history. This highlights the importance of following the Public Interest Disclosure Act 1998 and can be very costly to the organisation if disregarded (Protect, 2023).

AC 2.1
There are several arguments for ethical workplace behaviour, supported by both business and human benefits. One key argument is that when employees feel included, valued, and treated fairly, they are more likely to be engaged, productive, and committed to their work, benefiting the organisation.
Ethical People Practice (EPP) supports the fundamental human need for dignity and respect. When employees feel included, they are more likely to be collaborative and supportive of their colleagues, resulting in a positive work environment. EPP fosters this behaviour through a fair pay and reward structure, consistently applying fair policies and procedures, ensuring transparency to build trust between employee and employer (CIPD, 2022d). Workplace unethical behaviour can have a range of negative impacts on employees, including stress, reduced job satisfaction, decreased productivity, high turnover, damage to reputation, and legal consequences.
Organisations that prioritise ethical practices and treat their employees fairly and inclusively can develop a positive reputation and brand image, attracting top talent and customers who value social responsibility. By treating employees fairly, organisations can reduce the risk of legal and reputational issues that arise from unethical behaviour, discrimination, or harassment in the workplace (Hill, 2019).
Social identity theory supports EPP, suggesting that people derive part of their self-esteem from the groups to which they belong, including work group or organisation. When people feel included and valued within their group, they are more likely to have a positive self-concept and identify with the group, leading to higher levels of commitment and loyalty (Vinney, 2019).
Pink's theory suggests that traditional methods of motivation, such as rewards and punishments, are not effective for driving intrinsic motivation. Instead, he proposes that organisations focus on creating environments that support autonomy (control over one's work), mastery (opportunities to learn and develop skills), and purpose (working towards a meaningful mission) in order to foster intrinsic motivation, engagement, and ultimately better performance (Toolshero, 2023).
Vroom's Expectancy theory proposes that individuals are motivated by their perception that their behaviour will lead to desired outcomes. Motivation is based on three components: expectancy (belief that effort leads to improved performance), instrumentality (belief that performance is rewarded), and valence (value placed on the outcome or reward). These components are interrelated; individuals are more likely to be motivated when they believe their efforts will lead to desired outcomes (Juneja, 2022).

AC 2.2
A staff survey revealed that Bevan Buckland employees desired greater support with health and well-being. To address this need, the organisation facilitated membership of a healthcare provider, following a presentation of a detailed business case to management. This outlined the benefits of the proposed support for both employees and the organisation, taking into account cost implications of the benefit, including the initial cost and potential cost savings from a reduction in company sick pay due to 24/7 GP availability, reduced waiting for surgical procedures, and immediate access to mental health support.
Management approved the proposal, leading to the development of a timeline and communication strategy. A FAQ sheet to explain terminologies and a scheduled in-person Q&A session was arranged for staff to query and fully understand the benefit. As a result of a thorough approach, over 80% of staff signed up for the benefit.
After the benefit had been active for 12 months, the ROI was evaluated. Absenteeism due to sickness had reduced by 43%, resulting in savings on company sick pay of over £6,000. Additionally, the decreased absenteeism led to increased productivity and profit. Financial savings were gained through decreased recruitment costs, and the employer brand and reputation improved, leading to an increase in direct applicants and cost savings on agency fees.
Overall, the organisation's efforts to address employee health and well-being needs demonstrate a commitment to supporting staff and reaping the benefits of a healthy and engaged workforce.
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AC 2.3, AC 3.2
Assessing individual learning needs is done through various methods and tools, including self-reflection, learning styles assessments, skills assessments, and feedback from others (CIPD, 2021).  Feedback from others could be 360 feedback from formal or informal appraisals. Although 360 feedback provides a comprehensive view of an individual's performance, increases self-awareness and encourages open communication, it can also be subjective, time-consuming, create tension and requires a supportive culture (Officevibe, 2022). It is also important to self-reflect; there are two important reasons why reflection is crucial. Firstly, it enhances employees' capacity to scrutinise their actions. Secondly, it positively impacts the learning process itself. Reflection is akin to practice, aiding the consolidating learning in the brain (Nimble, 2023). The Kolb Learning Circle is a model of experiential learning consisting of four stages: concrete experience, reflective observation, abstract conceptualisation, and active experimentation. These stages form a continuous cycle of learning, where an individual goes through each stage to learn from their experiences (Toolshero, 2023).
	
AC 3.3

After completing a self-assessment through the learning hub, peer feedback and undertaking an appraisal with my manager, areas for me to develop have been identified. When formulating my training plan, I wanted to ensure its relevance to my current work tasks. This will allow me to develop personally whilst supporting the organisation (Ryba, 2021).  

My next project in the workplace is to present a proposal to enhance our parental policies to better support our employees to Board and senior management. This has previously been rejected. I believe my research and content of the proposal will have a very strong influence, but my delivery may not be as strong. For my learning plan to support this task I aim to develop the area of professional courage and influence. I aim to develop this area by undertaking the Professional Courage and Influence course provided by CIPD. This course can be accessed flexibly allowing me to utilise gaps in my working day to complete. I am particularly interested in the communicate with impact topic as I believe this will encourage development. I have also added a webinar through MBL on how to persuade and influence people to my learning plan and a Public Speaking and presenting skills webinar.

I believe learning through webinars suits my learning style when applying the VARK theory (Cherry, 2023). I think that I learn best through visual and auditory methods. I am fortunate to work for an employer who values self-directed learning and provides resources for employees to develop their skills. With an annual allocation of 45 hours, I feel invested in and valued by my organisation.







AC 3.4


	[image: ]
[image: ]
[image: ]





	

	[image: ]
[image: ]
[image: ]

	

	[image: ]
[image: ]
[image: ]
[image: ]




Appendix 1


	[image: ]

	[image: ]

	[image: ]

	[image: ]

	[image: ]







Appendix 2
[image: ]
[image: ]
[image: ]
References 
Cherry, K. (2023) Overview of vark learning styles. Available at: https://www.verywellmind.com/vark-learning-styles-2795156#:~:text=VARK%20learning%20styles%20suggest%20that,in%20the%201970s%20and%201980s. (Accessed: 25 March 2023).
CIPD. (2021) Identifying learning and development needs. Available at: https://www.cipd.co.uk/knowledge/fundamentals/people/development/learning-needs-factsheet (Accessed: 24 March 2023).
Farrer & Co. (2023) Government consultation on holiday entitlement for part-time workers following harpur trust v brazel. Available at: https://www.farrer.co.uk/news-and-insights/blogs/government-consultation-on-holiday-entitlement-for-part-year-workers-following-harpur-trust-v-brazel/ (Accessed: 25 March 2023).
Officevibe. (2022) The pros and cons of 360 degree feedback. Available at: https://officevibe.com/blog/what-the-heck-360-degree-feedback (Accessed: 24 March 2023).
Ryba, K. (2021) How to align individual, team, and organisational goals for success. Available at: https://www.quantumworkplace.com/future-of-work/how-to-align-organizational-goals (Accessed: 25 March 2023).
Toolshero. (2023) Kolb reflective cycle explained. Available at: https://www.toolshero.com/management/kolb-reflective-cycle/ (Accessed: 24 March 2023).

image1.png
Record Name: Harper Trust Vs Brazel Ruling
Date: 04/08/2022
Profession Map Area: Business acumen

Type of Reflection: Other Reflections

Type of I'Ei,m'"g Attended an event
Experience:

Supporting material: N/A

If you have a web page you'd like to reference, add the URL below (to open the link, right
click and choose open in a new tab).

https:/www.eventbrite.co.uk/x/the-harpur-trust-ruling-what-does-it-mean-for-you-ti
394305467267

https:/croner.co.uk/resources/leave-absence/case-law-update-harpur-trust-y-brazel/




image2.png
‘What did | learn?

The UK Supreme Court clarified the correct way to calculate holiday pay for employees with
irregular working patterns in the case of Harpur Trust v Brazel. The decision stated that
holiday pay should be calculated using the average weekly earnings method, including periods
of non-working. This has significant implicat

ns for employers with staff working irregular
hours, and is expected to lead to an increase in claims for holiday pay. Employers will need to
review their practices to comply with the new ruling.

What did the learning experience tell me about myself?

Initially, | had difficulty comprehending the calculation method. However, after attending a
‘webinar provided by CIPP, | was able to apply scenarios relevant to my organisation. To fully
understand the process, | need to work through the calculation and comprehend the logic of
each step rather than solely accepting the concept of what | need to achieve.

How does this learning experience impact my professional practice and the way I'll approach
situations in the future?

The evolution and adaptation of legislation and caselaw continually affect our work. Failing to
stay informed about these changes can lead to potential negative legal consequences.
Additionally, | have learned to avoid panicking if | initially struggle to understand a topic and
instead use various methods to work through it.
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What do | need to do next for this learning experience to have a wider positive impact (eg on
others, my organisation, the sector, the profession, society)?

I have ensured that my broader team follows a consistent application approach. Furthermore, |
am keeping a close watch on the situation as the government has launched a consultation
period, and | am awaiting further information (Ferrer & co, 2023).
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‘What did | learn?

Delegation is an essential skill for effective leadership and team management. To delegate effectively, you
need to start by understanding the benefits of delegation, such as freeing up your own time, empowering
your team members, and building trust. It is important to identify tasks that can be delegated and select the
right person for the job based on their skills and abilities. Clear communication is crucial to delegate tasks
effectively, so clear instructions and guidance are essential, and to establish accountability to track progress
and ensure timely completion. Providing support and feedback will help your team members complete the
task successfully, while overcoming common challenges such as trust issues, fear of failure, and

communication breakdowns will ensure a smooth delegation process.

‘What did the lea

g experience tell me about myself?

I sometimes struggle with delegation because | fear that things will not be done the way | want them to be
done. | may feel that | am the only one who can do the task correctly and | am afraid of losing control over it.
“This fear of losing control can make it difficult for me to delegate tasks to my team members, even when |

know I do not have the time or expertise to handle everything on my own.
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How does this learning experience impact my professional practice and the way I'll approach
situations in the future?

I understand that effective delegation is essential for building trust, empowering my team members, and

achieving our goals.

What do | need to do next for this learning experience to have a wider positive impact (eg on
others, my organisation, the sector, the profession, society)?

I need to embrace and utilise delegation techniques as effective delegation can increase productivity, enhance

teamwork, increase motivation, and develop new skills among team members. It can distribute workload,
focus on strengths, collaborate effectively, increase job satisfaction, and professional growth for the wider

team.
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‘What did | learn?

Shared Parental Leave (SPL) is a government policy that enables eligible parents to share time
off work after the birth or adoption of a child. The policy allows parents to share up to 50

weeks of leave and receive up to 37 weeks of statutory pay or allowance between them. The
primary aim of SPLis to offer parents greater flexibility in caring for their
year of their life and to promote an equal distribution of childcare responsi
both parents. Eligibility for the policy is determined by specific criteria and conditions.

during the first
ies between

What did the learning experience tell me about myself?

Without an interactive learning experience, | sometimes find it difficult to fully understand
complex concepts or ideas. It can be challenging for me to ask questions, clarify
misunderstandings, or receive feedback in real-time, which could lead to gaps in my
comprehension.
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How does this learning experience impact my professional practice and the way I'll approach
situations in the future?

By gaining knowledge about shared parental leave, | can enhance my awareness of this policy
and its potential impact on my colleagues, clients, or employees. This can equip me with the
necessary information to provide guidance and support to individuals who are interested in
taking advantage of this policy.

What do | need to do next for this learning experience to have a wider positive impact (eg on
others, my organisation, the sector, the profession, society)?

My plan is to organise workshops on parental leave policies, which will include information on
shared parental leave, for those who are interested. Workshops on shared parental leave can
be helpful for employees in various ways, including increasing awareness and understanding of
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the policies and benefits available to them, promoting open communication, preparing them
for the practical aspects of taking leave, and ultimately contributing to a better work-life
balance and a more inclusive workplace culture.
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Demonstrating awareness of your own strengths and development aress
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Course

Complete the CIPD's online course on professional courage
and influence to develop this behaviour to achieve positive
outcomes.

Find out more about this course [
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