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Professional behaviours
and valuing people

A.C.1.1 Define the term professional and explain what it means to be a ‘people professional’. 

WIKIPEDIA, (2023) suggests that a professional is a member of a profession or any person who works in a specified professional activity. The term also describes the standards of education and training that prepare members of the profession with the particular knowledge and skills necessary to perform their specific role within that profession.

All People and Professionals would follow a code of conduct. CIPD designed the Professional Map to support them within their profession. This framework has been developed to clarify the tenets, supporting data, and results that HR professionals should promote for better work and stronger working relationships.  CIPD, (2022). This helps build a consistent approach to the profession. Ensuring we practice ethically and we help build stronger relationships within the workplace.

CIPD is the professional body for practicing people professionals. People Professional should be experts in their field and dependent on knowledge and practice. There are 4 levels with the CIPD these are Foundation Level, Associate Level, Chartered Member Level, and Chartered Fellow Level.CIPD, (2022).

Being experts in our field of work is important for us as people professionals; some people practices, including employee relations and learning and development, require specialised knowledge, while others are basic to all people practices. CIPD, (2022). 
 
A.C.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) 

L. PATTISON, (2018). It's common knowledge that the workplace is undergoing substantial change. Technology is creating new possibilities for how companies and employees interact. There is an increased interest in creating value in the workplace. The increase in high-profile malpractices has also impacted organisations and as a result, the focus on professional practice to be transparent in its approach is essential.

With more people entering the people profession from other business areas than the typical HR career ladder, entry points are becoming more varied. They can contribute to the creation of creative people management solutions that deal with the problems posed by the evolving workplace thanks to the variety of skills and knowledge they bring. L.PATTISON, (2018). 

Covid - 19 brought a new way of working within the workplace, accelerating remote working, using technology to keep in touch with stakeholders, and adapting to new ways of working. People practices for example Recruitment processes can all now take place online via Google meets, and Zoom, reducing costs and speeding up processes.  

With changing times organisations need to change and adapt to stay current. Morrisons Stores Limited changed its People team to ensure it remained current and added value to the organisation.
 
Prior to 2022, there was a People Manager who was part of the Management team in every store, this changed due to reorganization, taking all People Managers through consultation and a new selection process, the desired outcome was, there was now 1 People Manager allocated between 2 to 4 stores, having a more consultative approach rather than the older style of hands-on. 

It is imperative that People Professionals keep up to date with all new people legislation, this will support organisations to ensure they do what is right and comply with the employee rights such as statutory sickness, Paternity, and shared paternity changes. CIPD, (2023).  As the workplace evolves it is critical for People Professionals to continue their personal development to ensure they remain current.  
      

A.C.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. 

CIPD, (2022), Ethical values provide a moral compass for how we do and conduct ourselves and conduct our business, It is imperative that we make the right decisions for all stakeholders, as making the wrong decisions can have a damaging impact on the organisation and employees. People Professional should role model Ethical behaviors and ensure Leaders are adhering to the values. 

The Personal Values that I hold personally are Fairness, Professional Integrity, and Honesty. Having worked in an environment that hasn't always shown a duty of care to create an environment where colleagues feel valued within the workplace is a challenge in itself.

When I first arrived in the store I had colleague grievances in regards to unfair working hours, the situation was that only a select few of the team were working late which wasn't fair, there was also a  culture in that colleagues were not respecting each other and being abusive.  These behaviors at the time were being accepted by the Store Manager.  This had a huge impact on the Moral of the team and as a result, the store absence percentage was over 8%.   

I met with the colleagues in question and I was very transparent in our approach to ensure we do the right thing, not the easy thing. Installing confidence in them that this would move forward. Building a plan with the team to address the issues in order to pick up the conversations and move the situation forward. I also picked up the conversation with the Store Manager describing the impact on the colleagues when he hasn't led the right culture within the store. 

With a continuous review of this and regular feedback within the last 2 months, the absence in the store has halved and the morale improving, this has a huge impact on the store and adds value by doing what is right and being brave.            

 
A.C.1.3. Explain why it is essential for people professionals to contribute confidently to discussions, and ways of doing this that are 
informed
clear
engaging.

It is essential for the People Professional to be kept informed of any changes to the business to ensure they are ethically right for their colleagues, it is imperative that they have a clear understanding of the operation and what the changes mean to the team so they can help them through any organisation changes that may occur. CIPD, (2022).  They must be brave to challenge when decisions being made are not in line with Ethical values. Communication is a critical part of colleague engagement, it is imperative to have a transparent organisation with communication with the employees .

At all organisational levels, effective communication faces difficulties. Senior executives frequently have trouble explaining precisely where the organisation is going and how it will affect the people. Similarly, managers may not have the knowledge, self-assurance, or time necessary to effectively interact with their teams. 

CIPD, (2022). Describe It is imperative to have strong relationships with the Business Partner in order to understand their views, concerns, and needs, understanding these help us understand the most effective ways to communicate to get the best outcome. Planning is key when it comes to any organisation change or discussions that impact colleagues, we should always first consider the outcome and impact this has on the individual, understanding the audience is key to establishing full engagement. 

Role Modelling Great listening skills and values help the People Professional gain credibility and as a result, have a greater presence in any discussion and outcomes. CIPD, (2022). There are a number of categories of communication these are Verbal, nonverbal, written, and visualization. It is important to remember that non-verbal communication is extremely powerful with 55% of people making an impression based on your body language. Keeping open your body language can help you communicate effectively for example not crossing your arms and leaning slightly forward can give suggestions that you are open to listening to the individual. SKILLS YOU NEED. (2022). 
    
A.C.1.4 Discuss when and how to raise concerns when issues such as organisational policies or leadership approaches conflict with ethical values or legislation.
M.RUSH, (2018) Describes ethical disagreements as frequently involving the question of whether the ends justify the means. In one case, doing what is "morally correct" can result in a negative outcome, whereas doing what is "morally incorrect" or immoral can result in a positive outcome.  

We should always try and raise concerns informally in the first instance, unfortunately, this cannot always happen and employees should follow in-store procedures. Any concern can be investigated either informally or formally, and any relationship breakdown between the Manager and the employee can also be addressed by following Mediation to resolve and agree on actions to move this forward. ACAS, (2022). The store will also have a whistleblowing policy in place that is advertised to colleagues, to support them in highlighting the wrongdoings of the organisation and give them the confidence there will be no repercussions.   

When the organisation was established its core purpose would of been established with its values, however when people do not buy into these and ensure they comply with what is right, this is where the organisation can occur problems, examples of these were Starbucks where an employee phoned the local police on 2 Black gentlemen. The men didn't make any purchases while they waited for a meeting with a business partner. 
They were asked to leave by the store manager, but they refused and said they needed to meet someone. The men refused to leave, so the management called the police, who then took the individuals into custody, this led to protests and stores closing to retrain colleagues on unconscious bias training. S.TANGELL, (2018).  This had a huge impact on the organisation and also was extremely damaging to the brand. 

A.C.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.  


Because ethical theories provide the perspectives from which people seek direction as they make decisions, they contribute to the foundation for decision-making in Decision Making When Ethics Are In Play. L.CHONKO, (2012) In order to arrive at what the individual believes to be an ethically sound decision, each theory emphasizes distinct points, such as a particular decision-making style or a decision rule, such as anticipating the result and abiding by one's obligations to others. 

CIPD describes it to be the moral compass we use to navigate our lives and make decisions provided by our ethical standards, or "doing the right thing" because it is the morally correct thing to do.

The foundation of utilitarian ethical theories is one's capacity to foresee the results of one's actions. According to a utilitarian, the morally just decision is the one that benefits the greatest number of people. Act utilitarianism and rule utilitarianism are the two varieties of utilitarianism. Act utilitarianism adheres strictly to the notion of utilitarianism: regardless of one's feelings or societal restraints like laws, one performs actions that benefit the greatest number of people. Fairness and consideration of the law are important to rule utilitarianism. L.CHONKO, (2012).

There are a number of examples that show the benefits for both its employees and employer. These are 
· Costco decided to pay its workers a fair wage of $15 per hour when the average wage was $9.00 per hour, Its quarterly revenues grew to 7,5% and its stock increased to $269.14 per share in July 2019. Costco describes its success as high levels of customer service as employees are highly satisfied, and it believes in paying for high-quality candidates.B.MOORE, (2022). Describe that keeping low costs such as recruitment due to an increase in colleague satisfaction. 

· Volkswagon decided to reduce its headcount without any redundancies, it does not replace any retired workers, eliminating up to 7000 positions and saving $ 6.7 billion. B.MOORE, (2022) State that layoffs can reduce the company's profit due to poor employee morale.  Layoffs are both unethical and very bad for business. Having no layoffs can improve employee morale. 
      
A.C. 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. 
Morrison's ambition is that 80% of Management recruitment is internal. However at present in some of the more complex stores, this is more like 20%. It is imperative that we get to the root cause of why the organisation is struggling to attract internal talent. J.GRANAT, (2019) Describe there are a number of benefits for the organisation to promote internally.
Recruitment costs can be very costly and recruiting internal applicants can support  the organisation reduce these costs, another benefit is the candidate already fits into the organisations culture. Using colleague surveys can help Morrisons in getting to the root cause K, RYBA,(2020). Colleague listening groups will also help understand the root cause,  C.HASTWELL, (2020). From these sessions, it was established that there was a number of reasons why internal talent was so low. 
· Inexperienced Managers - struggling in their role and colleagues see this putting them off this role
· A lack of hours in the department so colleagues already feeling stretched 
· Poor morale in teams 
· Colleagues feeling put on with a lack of recognition 
· Lack of training across department
It was imperative that a workforce talent plan was created to address the issues identified from the surveys and listening sessions. CIPD, (2022). Creating a simple action plan demonstrating Morrisons ways of working will support the organisation achieve its objectives.     
	What I want to achieve 
	How will I achieve it 

	Recognition and Creating a Great place to work 


	· Recognise Managers who go over and above 
· Complete a weekly walk with  taking the opportunity to celebrate with our teams 
· Ensure we are celebrating long service awards with team - providing them the information to celebrate with team 
· Revisit recognition toolkit with Management team 
   

	Talent  & Workforce Planning 


	· Review talent planning and work with Managers to identify future talent
· Set up Development Evening in order to work alongside the pathways program, where you will work through pre pathways pack and ways of working, swots etc helping colleague grow in confidence and build knowledge     
· Start Talking about Craft Apprenticeships for 2023 with Team and what that entails so when it comes around we are spoilt for choice 


	Training
 
	· People Assistant to support the Managers to keep training on the agenda by sending them lists of who needs to be done and when 
· Prioritise the training to ensure that all safe & legal is green and all outstanding training is delivered to timescale 

	Manager Capability
 
	· Training sessions with Team - bite size sessions to help them grow 
· Walk shop floor with Team discussing ways of working and what we see from colleagues also discussing RHRP      

	Contract Flexibility

	· Work with SM/OP to identify Right Hours Right Place across the store, looking for opportunities to move colleagues to the right place 
· Upskill team in order to understand what is acceptable and what isn't, coaching them on having the right conversations with colleagues, being transparent in our approach        




Task Two – Professional Development
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
A.C 2.3 & A.C. 3.2 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.
The information I used for my assessment was a reflection on how I work within my role as People Manager in Morrisons, considering my own personal values, with a clear understanding of what I can do differently/more of. This assessment was based on my own self-analysis and also feedback given to me by my peers using 360-degree feedback. J.WELSH, (1980). 
I have answered the question based on People Behaviours, Ethical Practice, Professional Courage, Valuing People, Working Inclusively, and Passion for Learning using CIPD, (2022). assessment tool, the answers range from emerging and Exceeding, this helps me understand the knowledge I have on each one of the topics. Depending on the answers a learning plan will be implemented to help improve knowledge in each of the areas identified as a development need.  Please see the appendix for the questions answered. See Appendix. 
A.C.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 
As an HR Professional it is vital to Continue your Professional Development and keep up to date with any changes and new ways of working. CIPD, (2023). Helps you achieve this by providing up-to-date information and using the provided tools and providing you with the actions to gain knowledge in these areas.  CIPD, (2023). Suggest that assessing myself against 5 of the core behaviors is needed to achieve the Associate Level of the CIPD level 5. 
Having the right behaviors is key to ensuring we are having the biggest impact in our profession. Although the actions are recommended for me from the CIPD website, my chosen development activities would be Pod casts and fact sheet reading. A.Eads, (2022). My Learning style is Auditory and I benefit from listening to lectures and Podcasts and fact sheet reading, I generally struggle to sit there and read large amounts of text as I can lose concentration quite easily. 
Although this learning is in place to support my development as an HR professional it is important to self-reflect and ensure that I am aware of my own behaviors to support my learning. I have also added my own action for the learning plan this is to allocate myself time daily to keep up to date with information and key learnings, this is important so I can keep current and ensure I am prioritizing my own learnings.  

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.) 
My CPD Reflections Log
User Details
Name: Tracey Boulton
Reflection Dates: N/A (All records selected).
[image: ]
You've completed 3 of 0 reflections towards your target for the year.
	Record Name:
	Being Brave

	Date:
	12/03/2023

	Profession Map Area:
	Culture and behaviour

	Type of Reflection:
	Course Reflections

	Type of Learning Experience:
	Reflection from a course activity

	Grade:
	N/A

	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).
What did I learn?
We must be brave and speak out and do the right thing for the employees we represent. It is imperative that you are confident and clear in when you deliver a message and that being slightly nervous is a normal feeling when challenging ways of working.
What did the learning experience tell me about myself?
That my personal values encourage me to be brave and do the right thing. A recent example of this was when I had a Regional Manager inform me that I had to move a Baker across stores to support another store. I knew this wasn't the right decision and did not understand the thought process that went with this, I emailed her with data showing the hours in both of these shops and that moving the individual to the other shop in my opinion would cause an operational issue. I also asked her what was their thought process as the Store Manager could not explain this to me when I asked him.  Her reply to the email was he had informed her that he only had 2 bakers when in fact he had 4, as a result, no baker was moved and I had prevented causing a potential grievance from the colleague when there was no valid business reason to do so.  
How does this learning experience impact my professional practice and the way I'll approach situations in the future?
This has had a huge impact on my professional practice. I took the time to analyze and gather facts when challenging the decision, this helped make my challenge credible and not just emotional. I believe I took the right approach and would continue to take this approach in the future. It is always difficult to challenge authority however it is imperative we act on behalf of all employees and are their voice 
What do I need to do next for this learning experience to have a wider positive impact (eg on others, my organisation, the sector, the profession, society)?
Gain confidence in knowing I make the right challenges and the way I challenge is just as important. Continue learning through the CIPD website learning plan and continue to learn from my lectures
	Record Name:
	Evidence Based Practice

	Date:
	12/03/2023

	Profession Map Area:
	Employee relations 

	Type of Reflection:
	Course Reflections

	Type of Learning Experience:
	An informal work conversation

	Grade:
	N/A

	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.acas.org.uk/discrimination-bullying-and-harassment
What did I learn?
Through my course of evidence-based practice, I reflected how much we do not use all the evidence we have or could obtain in the workplace. Using evidence to encourage healthy debate and also ensuring we are using all the information to make the best-driven outcome.    
What did the learning experience tell me about myself?
We don't use evidence in all our decisions and sometimes are reliant on experience to make these decisions, however, I also have learned now how this can have a biased approach and that just because something worked once doesn't mean it would work again. I have learned that we should take our time and ensure the decisions we make are supported with evidence/data and not solely based on the opinion of an individual.    
 
How does this learning experience impact my professional practice and the way I'll approach situations in the future?
The learning approach has a huge impact on the organization, such as when a colleague was investigated for theft but brought in medical mitigation. The Manager believed it was a straightforward decision, but the Manager was influenced to request an Occupational Health Referal, which allowed the business to make the right decision. Failing to do so could have resulted in Appeals and ET Claims.
What do I need to do next for this learning experience to have a wider positive impact (eg on others, my organisation, the sector, the profession, society)?
Continue learning through CIPD website and keep up to date with Employment Tribunal cases and legislation 
	Record Name:
	Time for Learning

	Date:
	12/03/2023

	Profession Map Area:
	Other

	Type of Reflection:
	Other Reflections

	Type of Learning Experience:
	Reflection from a course activity

	Grade:
	N/A

	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).
What did I learn?
It is imperative that I allocate time for CPD to ensure I complete my CIPD and the apprentice work as well as working 40 hours per week as People Manager within Morrisons. When I first started the course I felt overwhelmed as there was a lot of studying alongside working and looking after 600 colleagues. As a mother of two children, you go through life prioritizing them and always putting them first, so investing time in yourself is alien. 
What did the learning experience tell me about myself?
During the first assignment, I felt that I had still not achieved this skill and was still trying to balance everything without any dedicated time, having a Refer at this stage made me really think am I doing the right thing for myself and not giving myself enough time to really understand the topic at hand. As I have progressed through the course I now give myself time weekly to learn and develop through assignment work and learning plans.  I feel a lot more in control of the CIPD learning and this has had a huge positive impact on my mental health and well being   
How does this learning experience impact my professional practice and the way I'll approach situations in the future?
Prioritizing myself gives me a greater impact in the workplace as it allows me to continue learning new ways of working and behavior that support me in the organisation. 
I now don't make any rash decisions I take the time needed to research and clarify facts.   
What do I 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 continue with the CIPD course and ensure I am allocating time to myself within my diary ensuring this is planned and organised to complete assignments and CPD. Organisation will benefits from increased knowledge of HR practices and a more balanced HR Professional
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