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Professional Behaviours and Valuing People

 	AC 1.1

A professional has attributes and behaviours that demonstrate ethical and reliable values who works towards expected standards and continuously develops their knowledge. A professional demonstrates competency, accountability, honesty, integrity, respect for others and self-respect (ACCA 2022).

All organisations within all sectors work towards standards, this ensures quality, fairness and consistency (CIPD 2025). Within the People profession there is a Professions Map which sets out expected knowledge and behaviours which result in effective delivery of people management when applied. The purpose of the Map is to allow professionals to understand the values, knowledge and behaviour that encourages professionals to strive to improve work and working lives when adhered to. The Map supports effective decision making and provides professionals with the confidence to effectively deliver people management in line with organisational objectives and values (CIPD 2025).

A people professional should self-assess their own skills, abilities and values against the map and use this as an opportunity to identify continuous learning and development needs which can develop the practice of a people professional, support them to progress within their career and maintain their knowledge (CIPD 2025).  

Personal Values influence professional values and personal values allow professionals to instil values into the workplace, by adhering to the profession map it ensures that personal values are taken into the work place positively and implemented by helping professionals to identify values that may not be important to them but are important to the organisation (CIPD 2025).

Integrity can be defined as doing the right thing by ethically considering the implications of a decision on individuals as well as the organisation.  To ensure that effective decisions are made and they are not influenced by personal beliefs and values, evidence based decision making should be applied, this encourages people professionals to consider academic research, organisational data, stakeholder feedback and practitioners experience (CIPD 2025).

Careers Wales has a Behaviour Competency Framework, this outlines the core competencies and  expected knowledge, skills and behaviour to achieve each competency which aligns with the organisations purpose.  This is a benchmark for individuals and acts as a tool to understand company expectations.  People Managers use this to manage behaviour and identify learning and development opportunities consistently and professionally (Careers Wales 2021).

AC 1.2  

According to Evans, (2024) working in a people professional role that aligns with an individual’s personal values can bring job satisfaction, positive wellbeing, increased motivation, productivity, commitment and personal growth.  When an organisations values align with personal values this allows individuals to fully apply themselves to a role with authenticity..  When managing people it is important to make decisions based on the right thing to do as opposed to what is only right for the organisation, by applying ethical values into decision making this models expected behaviour and instils a positive trusted workplace culture.  Personal Values will support ethical decision making and identifying the right thing to do rather than being influenced by the benefits to the organisation (Kirk, 2025).

I personally value honesty, I endeavour to always be honest in my personal life as I feel this builds trust, encourages communication and builds strong relationships.  If I find someone hasn’t been honest with me this has a detrimental effect on the relationship I have with them and doesn’t allow me to trust them. Within my role as a people professional I always aim to be honest within the workplace, as middle manager managing a team of people, I am honest with the staff I manage when providing feedback and when sharing information, I aim to be as transparent as possible when sharing information about the organisation and any forthcoming changes.  Being honest has created transparency and open communication with my team, it has created a culture where individuals openly talk about their feelings and concerns which has built trust within the team and creates opportunities to solve problems, as individuals feel they can express their concerns.  Creating a culture of honesty between myself and colleagues also results in a collaborative and transparent workplace (Vitasek, 2022).

I feel fairness is an essential ethical value, when managing a team it is important that I treat all team members team equally when making decisions, this builds trust, respect and avoids conflict amongst team members.  Within my role I manage the distribution of work and authorise employee leave requests. When authorising leave I have to ensure there are enough staff in work to deliver a service, I authorise leave based on order of request and my team understand this.  I am not influenced by the circumstances around the leave unless it is an emergency.  For example if numerous members of staff want leave during the school holidays I don’t prioritise anyone who has children, I apply the same rules all year around as it is would be unfair to prioritise individuals circumstances for leave.  The team know that this is the case and I encourage them to communicate with each oth,r if they have dates that coincide with each other. Treating individuals fairly can create a positive relationship with an employer and contributes to employees feeling valued, which leads to them being more productive and dedicated to an organisation (HR MAGAZINE, 2016).

AC 1.3

People professionals need to be able to influence others in order to provide a rationale for change, contribute their own ideas and suggestions to strategic conversations, contribute to decisions about policies and procedures and provide advice and guidance to employees and managers.  To be able to do this they need to adapt different influencing and communication skills in various situations with colleagues at different levels with confidence, they need to consider reactions, concerns and counter arguments and prepare to communicate and contribute informed ideas by adapting their influencing technique and communication methods to engage key stakeholders and gain buy in. In order to effectively influence, contributions to discussions need to be evidence based, this should include qualitative and quantitative data and good practice examples.  By providing evidence this will build credibility and avoid counter arguments overruling their contributions or lack of understanding (CIPD, 2025).

The consequences of people professionals being unable to influence others effectively  can result in lack of strategic alignment, which can result in failure to achieve the companies goals which contributes to a lack of growth.  Alternatively it could result in a lack of consideration for employees due to prioritisation of achievement of goals.  This can result in employees disengaging and form a negative culture which lacks trust and collaboration (Ohlrich, 2024). 

Within Careers Wales the Director of People Management has a place on the senior management board and has authority to contribute and influence decision making.  The skills are an essential requirement within the job description.  Within all people management roles in Careers Wales the ability to negotiate, persuade and influence are essential skills, people managers are performance managed against this criteria as Careers Wales sees the value in these skills contributing to service delivery (Careers Wales, 2017).

AC 1.4

According to Anderson (2025) unethical matters are a result of behaviour that goes against morals, values, professional standards and organisational policies. Illegal matters are acts that are against the law and have legal consequences out of the hands of an organisation 

As a people professional It is important to address unethical and illegal matters to earn the trust of all employees, customers and stakeholders.  Addressing matters can result in achievement of business objectives and goals by protecting the organisation from reputational risks, increased employee retention, avoidance of legal action against the organisation and increases engagement in corporate and social responsibility (London School of Business Administration, 2025).

Within Careers Wales an example of unethical behaviour is non-compliance with the behaviour framework, a member of staff displayed behaviour of undermining a colleague, attempting to belittle their professional ability, attempting to prove themselves to be more competent than their colleague, speaking disrespectfully towards the colleague and demonstrating a negative attitude towards teamwork with the colleague which affected the culture within the office.  The member of staffs behaviour was noticed by the team manager, however it was important that this was supported by evidence as opposed to judgement and opinion.  The team manager gathered evidence through emails, kept a written diary of behaviours observed to identify whether here was a pattern, had conversations with other managers to identify whether they had observed similar behaviours and gained feedback from colleagues.  Once the evidence gathered proved to back up the concerns over non-compliance with the behaviour framework the team manager spoke to their human resources colleagues to agree how to act in line with company policy.  Following their advice the team manager spoke to the team member, discussed their concerns, presented the evidence gathered alongside the behaviour framework which demonstrated that the employees behaviour did not align with the framework and informed the employee of expected behaviour.  Actions to address and improve their behaviour were agreed with a review period and a warning that if they did not comply with the behaviour framework this could lead to disciplinary action in line with the Careers Wales Disciplinary and Grievance Policy (Careers Wales, 2021).

In the instance of illegal activity, Careers Wales Discipline and Grievance policy states that illegal activity should be reported to the designated senior manager and Human Resources Coordinator who will carry out an investigation, if the investigation confirms illegal activity or suspicion of illegal activity they will contact the police and the individuals contract will be terminated without notice due to gross misconduct (Careers Wales, 2021).

AC 2.1

Inclusion, feeling valued and fair treatment can benefit the business by engaging and motivating employees, attracting and retaining employees, improving idea generating and problem solving, supporting the business to achieve its goals and objectives, understanding the needs of a diverse range of customers, whilst also preventing any legal matters arising.  Inclusivity and fairness encourages employees to feel valued, empowering them to contribute their thoughts, feelings and ideas, raise concerns and confidently try new things (ACAS, 2025).

Maslow’s hierarchy is a psychological theory organising human needs by hierarchy: 

[image: A pyramid/triangle diagram depicting Maslow's Hierarchy of Needs motivational theory. Includes the five needs of physiological, safety, social/belonging, self-esteem and self-actualisation.]


An inclusive and fair workplace can contribute to the need for self esteem, resulting in individuals feeling accepted, respected and valued and encourages employees to build relationships and collaborate with team members.  Employees who feel respected and valued will then also feel able to strive for self-actualisation which results in them feeling encouraged to be creative and innovative and to take ownership of their own personal and professional growth (Bitesize learning, 2025).
  
John S. Adams Equity theory argues there is a strong link between the fair exchange of an employee’s inputs for an employee’s outputs.  If an employee feels they gain a fair return for their time, effort, commitment, skills and loyalty this will motivate them.  In addition to the return of salary and benefits, contributing outputs that motivate employees include praise, autonomy, responsibility, gratitude and development. When individuals feel motivated through value and fairness this will contribute to their wellbeing as well as individual performance (Bright HR, 2024)

As a result of the human benefits of fairness and inclusivity this will have a positive impact on a business.  An employer who instils fairness and inclusivity will attract and retain staff, motivated employees contribute to the growth of a business due to the increase in productivity and the motivation to solve problems and be innovative and creative in their work (Bright HR, 2024).

From my own perspective there have been times in my job role when I feel colleagues who do the same job have been treated differently by being given learning and development opportunities and less workload, this has led to me feeling demotivated and demoralised as I have felt disappointed in my employers morals and ethics in allowing this to happen.  The negative feelings I felt myself allowed me to reflect on how others may feel if I was to treat them in that way and the effect that would have on their attitude to work and the organisation as well as myself, highlighting the importance of fairness and inclusivity and its benefits to me.

[bookmark: _Hlk159579697]AC 2.2 

According to Butler-Sims (2024) inclusive people practice initiatives within the workplace is a contributor to driving success.  An organisation who prioritises inclusion will achieve success when attracting and retaining talent.  Inclusion will result in employee engagement and satisfaction, It encourages innovation and creativity, improves stakeholder relationships and strengthens a diverse range of experiences and beliefs contributing to effective decision making. 

In order to ensure inclusive people practice, an organisation should have an equality, diversity and inclusion policy, this informs employees of expected behaviours from all employees, the organisations value and culture, what is legally acceptable and how to address any concerns (ACAS, 2024).

To ensure the design of people practice initiatives is inclusive it is essential core values and policies are embedded across the organisation, using inclusive language and communication avoids stereotypes and bias.  It is also important to use a variety of communication methods which allow opportunity for feedback.  By creating a variety of opportunities for employees to contribute to initiatives, a broad range of feedback can be received from a diverse group, creating a safe space for open and honest communication ensures the initiative addresses everyone’s needs, this can be done by creating focus groups, using questionnaires, surveys, question and answer sessions and one to one conversations (King, 2024).

Careers Wales is currently developing a 5 year strategy. in order to develop the strategy they are gathering stakeholder feedback, to gain diverse inclusive feedback they are have invited all staff to planning meetings to feedback on the delivery of the service and the priorities, they have also used questionnaires, staff meetings and surveys to encourage diverse and inclusive contributions.

According to Wylie, (2023) to effectively measure the inclusivity of an initiative it is important to use a variety of different data sources which include qualitative and quantitative sources.  By using quantitative data this allows an organisation to measure participation rates against key performance indicators and use evidence to gain an understanding of representation of groups.  To add context, employee feedback should be gathered, this could be gathered in the form of surveys, focus groups, exit interviews and performance reviews.

When Careers Wales implemented their Agile Working Pilot they evaluated the pilot to understand whether the agile working policy met the needs of all staff and whether there were factors they needed to include or adjust in the policy, they did this by asking for completion of staff surveys, using data to understand who had returned the survey to gain an insight into the representation and then following up with one to one interviews with a diverse range of participants to gain inclusive feedback on the pilot.

AC 2.3

Positive working relationships and inclusivity leads to faster growing organisations, increased talent acquisition that creates a more diverse workforce, higher employee retention and a more innovative workforce due to the respect and collaboration gained.

The team I manage in Pembrokeshire are a small team of 5 people, they contribute to a larger regional team, due to a rural location they don’t naturally have the opportunity to spend time with colleagues from the wider regional team.  To overcome this and provide opportunity for more diverse experience and knowledge to be shared I collaborated with the manager from Carmarthenshire and we arranged a joint team meeting in a central location.  The meeting was held to share experience and gain feedback on a new IT package.  By holding a joint meeting in a forum style individuals were exposed to broad views and opinions which allowed opportunities to learn from each and consider diverse perspectives.  During the focus group I adapted various communication methods to ensure everyone was included and to ensure we received a large participation rate. We varied the group numbers, asked for written feedback and also allowed time for verbal group conversations and one to ones.  On reflection I felt this was an excellent inclusive learning opportunity, that encouraged collaboration and built positive relationships ensuring all staff were included.  My colleague who attended the meeting informed be that they felt valued by being included in a wider group, they felt listened to and would appreciate future joint meetings. They thanked me for respecting and valuing everyone’s opinions and contributions. Following my own reflection and the feedback I received I went on to adapt this communication approach on a quarterly basis ensuring to adapt various styles to encourage inclusivity, this has led to stronger working relationships.




 AC 3.1

The people professional has previously been a role that focuses on recruitment, contractual compliance and resolving conflict, however, it is evolving into a role that focuses on contributing to the achievement of strategic objectives, creating a positive workplace culture with a new emphasis on wellbeing.

When recruiting staff, job description and salary were previously appealing factors, whereas now potential candidates are drawn to working conditions, employee wellbeing and flexibility.  

Since the COVID-19 pandemic there has been a wider focus on the holistic support on offer, people professionals are needing to focus on employee engagement and wellbeing which has required strengthening organisational culture, embedding remote and hybrid working whilst encouraging wellbeing, this has required creative solutions to ensure staff feel connected and valued. 

The role of the people practitioner has become far more involved in shaping business strategy as they ensure the management of human resources supports organisation success.  The development of technology and availability of human resource software packages that provide data provides professionals with evidence that allows people practitioners to be far more influential in decision making (Heath, 2024).

As a team manager, these development have required me to have more involvement in the recruitment and retention of staff resulting in the need to develop my approach in people management. Using data when making decisions combined with more holistic conversations with employees has encouraged employee engagement and retention, this has included regular check ins, reviews of working practices and performance and a balanced approach to hybrid working.  To be able to do this I have had to reflect on my practice and the engagement of my team and identify areas for professional development.


[bookmark: _Hlk194248764]Personal Development Plan 
Develop knowledge and understanding of People Professional Skills and Requirements 
Develop IT skills to use Data towards evidence based decision making 
Create a positive culture within my team which engages staff. 








	
Learning objective. What do I want or need to learn? And why? 
	
Benefits to Organisation

	
What will I do to achieve this?

	
What will my success criteria be?

	
Review dates


	Develop knowledge and understanding of People Professional Skills and Requirements

	Engage and Retain staff

Identify opportunities to meet the objectives of the business

Lead and empower a self-motivated, autonomous team

	Work toward CIPD Level 5

Put knowledge gained from CIPD qualification into practice when managing people

	Self Confidence when managing people

A team who effectively contributes to the achievement of the business 

An engaged motivated team who feel valued.


	Ongoing



Ongoing



Ongoing



	Develop IT skills to use Data towards evidence based decision making

	Effectively use the data available to make evidence based decisions

	Arrange a training session with business improvement team for extensive training on all data and reports available

Become confident in using Power BI

	Decision making is based on data available and is intended to contribute to the achievement of success

	June 25


	Create a positive culture within my team which engages staff.


	Engaged team members resulting in motivated employees

Staff who feel valued 

Higher retention rates

Reduced sickness

Improved mental health and wellbeing 

	Gain feedback from team to identify areas for improvement

Attend training delivered by L and D on coaching and mentoring

One to one check ins

Create regular opportunities to bring the team together

Provide a balanced approach to hybrid working

Encourage staff to undertake wellbeing activities 

Peer mentoring and coaching

Inclusion with the regional team


	Staff members who are contributing to achievement of KPIs

Team members who work autonomously

Reduced sickness

Improved retention rates 


	Ongoing





 




AC 3.2

I currently aspire to progress to an Operational Development Manager within Careers Wales, as a Team Manager I have responsibility for staff within a specific local authority, an Operational Development Manager oversees all managers and staff for local authorities within a region.  I have previously applied for the role of Operational Development Manager but was unsuccessful.  Following on from the interview I received feedback from the Head of Services.  I was informed I conducted the interview very well and was given feedback on how to develop my skills and experience in order to gain the relevant pre-requisites for the Job Description.  

Essential skills and experience for the role include:

· *An effective approach to managing people, demonstrating an appropriate balance between empowerment, support and assertiveness, sharing knowledge and supporting the development of team members.
· *Proven ability to build and sustain collaborative relationships with partners, stakeholders and multi-agency partnerships

On reflection I am confident with my ability to successfully manage people effectively as well as build relationships with stakeholders, my conclusion is based on the relationship I have with my team, the open communication I have with the staff I manage and the autonomy I encourage.  I feel respected by partners and I am often asked for contributions and opinions which implies that I have the required skills and experience.  When receiving feedback from the Head of Service they informed me that I clearly have the necessary skills and experience to successfully manage people, based on examples and my reputation within the organisation they agree building relationships is a strength I obtain.

An area for development against the job description that was identified was:

· The ability to contribute to the development, planning and implementation of the organisation’s strategy and policies considering impact on all aspects of the business.

My current role does not provide the opportunity to contribute strategically, I am very aware that this a development point.  The Head of Service acknowledged that I don’t have the opportunity to contribute strategically within the role of Team Manager as this is not a strategic role but  this is experience that would benefit me to develop into the role of Operational Development Manager.  Through a discussion we identified the need for me to be given more experience to support my ambition to progress and develop my skills and experience of contributing to the organisation’s strategies.






 










AC 3.3
	
	Personal Development Plan

	Develop knowledge and understanding of People Professional Skills and Requirements 

	Develop IT skills to use Data towards evidence based decision making  

	Create a positive culture within my team which engages staff. 

	The ability to contribute to the development, planning and implementation of the organisation’s strategy and policies considering impact on all aspects of the business. 




	
Learning objective. What do I want or need to learn? And why? 
	
Benefits to Organisation

	
What will I do to achieve this?

	
What will my success criteria be?

	
Review dates


	The ability to contribute to the development, planning and implementation of the organisation’s strategy and policies considering impact on all aspects of the business.


	Contribution to the organisation’s strategies and policies

Relevant skills and experience to carry into the role of Operational Development Manager

Workforce development

	Take a regional lead on the delivery of the React project.

Contribute to the strategic development, planning and implementation of delivering a project 

Receive mentoring from an experienced  Operational Development Manager 
	Effective regional implementation of a project

Experience of developing planning and implementing a project across a region

Experience of contributing to the achievement of strategic objectives

	Ongoing





AC 3.4


	Develop knowledge and understanding of People Professional Skills and Requirements

	Engage and Retain staff

Identify opportunities to meet the objectives of the business

Lead and empower a self-motivated, autonomous team

	Work toward CIPD Level 5

Put knowledge gained from CIPD qualification into practice when managing people


	Self Confidence when managing people

A team who effectively contributes to the achievement of the business 

An engaged motivated team who feel valued.



	Ongoing



Ongoing



Ongoing



	Reflections:

Since starting the CIPD qualification and putting it into practice I have gained a more thorough understanding of how effective people professional skills can be applied to engage and retain staff and empower individuals.  I have applied this when working with my team trying to ensure I apply my learning from Organisational Culture and Practice and Professional Behaviours and Valuing People, I have more of an understanding of how day to day practice amongst team managers and senior managers impact how staff feel and how this then impacts their performance and contribution to delivery of the service. I was initially concerned that the qualification may not have enough relevance as I am a Team Manager as opposed to a Human Resources Professional but since starting I am gaining confidence in my ability to manage people professionals and can so far see how the qualification applies to my role.
 


	
	The ability to contribute to the development, planning and implementation of the organisation’s strategy and policies considering impact on all aspects of the business.

	Contribution to the organisation’s strategies and policies

Relevant skills and experience to carry into the role of Operational Development Manager

Workforce development

	Take a regional lead on the delivery of the React project.

Contribute to the strategic development, planning and implementation of delivering a project 

Receive mentoring from an experienced  Operational Development Manager 

	Effective regional implementation of a project

Experience of developing planning and implementing a project across a region

Experience of contributing to the achievement of strategic objectives

	Ongoing


	Reflections:

Since taking on the role of the regional lead for the React project I have developed my ability to strategically plan, feedback developments required and the ability to manage a project at a regional level as well as a local authority level.  I have meetings with Welsh Government which contributes to changes being made.  I still need to develop my experience to develop a new strategy, I hope that as the project evolves an opportunity to arise.





	Develop IT skills to use Data towards evidence based decision making

	Effectively use the data available to make evidence based decisions

	Arrange a training session with business improvement team for extensive training on all data and reports available

Become confident in using Power BI 
	Decision making is based on data available and is intended to contribute to the achievement of success 

	June 25


	Reflections:

I have completed the a training session and am confidently using power BI to make evidence based decisions.  There is also evidence available via the MIS system, I have completed 2 training sessions on this but I am still not confident in what information it can provide me with and how to make full use of it.  I see the value in using the evidence in Power BI but I plan to arrange a peer mentoring session with colleagues to discuss how they are using it and develop my ability to use this function.
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