3C003 – Core Behaviours for People Professionals
Task One – Ethical Practice Review
AC1.1 Explain one ethical principle and one professional value that you consider to be important, and which underpin your behaviour at work.  For each of these, provide a real example of how they inform your approach to work.
Respect in the workplace should provide an underlying framework for all employment processes – without respect there can be no truly fair treatment of people.  If I were to be disrespectful towards employees, there would be no respect back, which would make for an unproductive workplace, along with other negative impacts on staff morale and retention.
Inclusivity is an important part of everyday life, including within the workplace.  We have to recognise that while not everyone is the same or has the same levels of ability, everyone has something to bring to the table and we should be prepared to accept all inputs.  We make sure that all employees are treated fairly and with integrity regardless of their background.  We have many employees with either diagnosed or self-diagnosed mental or neurological conditions, ranging from ASC to depression to anxiety, and we try to ensure that all their needs are met, whether that be extra time for information to sink in regarding a new work process, or being given advanced notice of a change to working patterns or locations.  In some cases, working hours are adapted to meet the individuals needs, as in the case of a worker who’s just returned form long term sickness and who can only work for four hours at a time, and with increased rest breaks.

AC1.2 Describe, with examples two ways in which you as a people professional conform with ethics related legislation.
As a department we ensure that we keep in line with the Equality Act 2010 – we have a number of employees with diagnosed learning difficulties, who could be classed as being disabled under the Act, who are provided with additional help with training in order that they can carry out their roles to the best of their abilities, and safely along with all other employees.  We also have one employee with a number of physical and mental impediments, who would more than likely be classed as disabled under the Act, who I’ve helped back into the workplace after a protracted absence due to a number of conditions.  We’ve adapted ways of working to allow him to re-integrate himself into the team, and to keep his dignity intact.
We’ve also recently allowed a Muslim member of staff to take rest breaks at unusual times in order to fit around the end of a days fasting for Ramadan.  This would not normally be permitted due to breaks being taken outside of busy periods of work not during them.  As he was not permitted due to his religious beliefs to break his fast at normal break times, things had to change for him to be able to eat when he needed to.

AC2.1 For each of the three contexts below, describe one example of how you have behaved in a way that was inclusive and respectful to others, and one way in which you could further enhance your behaviour.
a) I try to see more than one side to an issue, and empathise with individuals who are experiencing problems – we’ve had members of staff who struggle with the use of computers and IT, but who need it for their job role, so rather than penalising them, I’ve tried to find ways to allow them to work effectively by encouraging others to help them instead of putting them down. I could be better at this by encouraging my peers to try and see the other side of the issue rather than trying to deal with it all myself.
b) 
c) As a management team, we always try to involve stakeholders in decisions that will affect them.  If an employee is asked to move to a different role or outlet within the department, and has strong reasons as to why they can’t or don’t want to make that move, we’ll try everything we can to allow them to remain comfortable in their role, but while still making sure that the right decisions are made for the good of the team and the department as a whole.  We could improve on this by providing better communication as to why certain people based decisions are made, so that the individuals get a view of the bigger picture, not just their own smaller part of it.

AC2.2 Explain why it is important for a people professional to stay up-to-date with developments in the world of work and people practice and recommend two methods you have found most effective for this purpose.
If  we don’t keep current with developments, we can be left behind and either provide outdated or irrelevant information, which could have a serious impact on decisions that are made either by ourselves, or by the people we’re advising or helping.  If outdated information was passed on which resulted in an employee making a wrong decision, then we could be held accountable as we haven’t provided an accurate base for them to make their decisions.
Methods of keeping up to date I’ve found effective are in house training provided by my employer, through a number of channels – online training modules in various aspects of people practice ranging from recruitment to equality and diversity.  We’ve also had visiting trainers who have delivered workshops on Employment Law, Effective People Management and Neurodiversity and Inclusion to name a few.
Another method keeping up to date  is by subscribing to emails from organisations such as CIPD and IOSH, which provide a snapshot of what’s happening in the world of people practice in the case of the CIPD, or Health and Safety for IOSH.  Within the emails will be links to follow up with further in depth information about changes.



Task 2 – Professional Development
	Subject
	Date
	What did I learn
	What did the learning experience tell me about myself?
	How does this learning experience impact my professional practice and the way I’ll approach situations in the future?
	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)?

	Acuity Law Introduction to Effective People Management
	22/09/2023
	Introduction to Effective people management, delivered by a business partner from Acuity Law.
Components comprising: The difference between management and leadership; Leadership attributes; Development of a coaching culture; Difficult conversations and scenarios; Rights of a manager and an employee.
	I both didn't know as much as I thought I did, but equally there was a lot of information that I was already aware of which I thought was fairly common knowledge but which seemed lacking in other participants.
 I felt that I needed guidance in some areas in which I thought my knowledge was already better than it was.
	It was useful to see how other people approach difficult situations and conversations, especially given the range of ages and backgrounds we have.
The difference between management and leaderships was also interesting, as I hadn't been aware there was such a gulf - I'd thought of myself as both, but now not so sure.
	Take forward what was presented - make sure that decisions are based on what is the right thing to do rather than just what I think is best at the time, don't make rash decisions, but spend a little time thinking things over before coming to a conclusion.
Ensure fairness when dealing with potentially sensitive situations, we mustn't let ourselves be pushed into a quick decision without considering alternatives and possible consequences.

	Acuity Law Introduction to Employment Law
	26/01/2024
	Basic introduction to Employment Law - Dismissals, Disciplinary and Grievance procedures; Absence management; Recruitment processes; Sickness and stress in the workplace
	People decisions are not necessarily straightforward - multiple variables to be taken into account when making decisions around recruitment, and other processes.
Can't take everything at face value as there may well be other considerations that are at first hidden or unknown, but which may come to light at a later date.
	Lots of previously unknown information about workers rights and the timescale for rights to be available to a worker - some from day one, others up to a couple of years later.
 The right to appeal is not automatic up to two years, unless related to a protected characteristic.
Sickness absence for long term or chronic conditions should be classed as one period or episode, regardless of how long the time period.
Effective recruitment - ensuring the right candidate is selected and onboarded effectively, then the probation process is utilised properly to ensure satisfactory performance and retention.
	Take forward what's been presented, and use this to the advantage of the company and department to ensure that we have the best people we can have, in order to produce the best product and thereby increase profitability.
Act on information given to ensure all staff are treated fairly, and that decisions are based on fact not hearsay.

	Hidden Disabilities - Sunflower Scheme
	08/03/2024
	The Hidden Disabilities Sunflower is here every day of the year to support people living with non-visible disabilities in their communities by raising awareness. This training helps create a more inclusive, understanding society.
The scheme was set up initially in an airport to help passengers who may need additional help to be recognised without having to draw potentially unwanted attention to themselves.
There are a number of disabilities recognised within the scheme, but there are still more that the scheme doesn't cover.
	I'm fortunate to not have one of the Hidden Disabilities, and that they can be highly debilitating for those affected by them.
We need to be more aware that people may have issues that we can't see, and that not everyone wants to share what's wrong with the wider public, so a more discreet approach is needed.
	If someone is wearing a daffodil lanyard/wrist band/badge or similar, they may need additional help with tasks, be they physical or otherwise.
 We need to be able to approach them a little differently if needed, so that we aren't making them uncomfortable, but they need to know that we're aware they may need extra help if required.
	We need to make sure that more people are aware of what the Daffodil scheme is, and that people wearing the Daffodil are treated with respect, and not ostracised for having a hidden disability.
We will be rolling this training out to the wider staff base, having started with team leaders who will begin to cascade down.
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