Professional Behaviours and Valuing People
Task One –Professional and Ethical behaviours 
[bookmark: _Hlk159840110]1) With reference to typical activities and behaviours, appraise what it means to be a ‘people professional’. (AC 1.1) 
Being a professional has more to do with a person's character than it does with their actions. Professionals speak and think in terms of values that are important to people: honesty, integrity, openness, justice, fairness, humility, and service to others (Bowman, 2013). Professionalism is a vague term, although it is characterised by a set of attitudes and behaviours unique to professions. Professional attitudes and behaviours are essential to the survival and advancement of professions (Hammer, 2000).
People professionals (PPs) operate in line with the expectations of the role they represent by combining their knowledge, abilities, and behaviours. Talent pools, personnel policy, data analysis, grievance management, and hiring are some of these responsibilities (CIPD, no date b). People professionals must make decisions that align with ethical standards including fairness, equality, and transparency in a variety of people practices, such as hiring, policy creation, reward administration, and dispute resolution (Kasy and Abebe, 2021). For example, throughout the hiring process, a people professional will ensure that every candidate, regardless of differences, has an equal and fair chance of getting hired.
Effective management of relationships with other people is contingent upon a professional's ability to manage their own abilities, knowledge, attitude, and behaviours (Taylor and Woodhams, 2022b). A person who consistently behaves unethically cannot call themselves a professional or a member of a profession. Making the distinction between "serious" and "failure to act ethically" is difficult (Taylor and Woodhams, 2022). The CIPD code of conduct emphasises the members' professional and ethical commitments as well as their obligations. People professionals need to provide an example for others by acting as role models and by prioritising confidentiality, sensitivity, and professional competence (CIPD, 2023a). Examples of fundamental and specialised knowledge areas pertinent to all professional jobs that individuals require to serve their organisations are provided in the CIPD Profession Map below (CIPD, 2023b). 
Figure 1.1 CIPD Professional Map
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While the knowledge and skills listed in the career map are learnable, behaviour is a more complicated matter that is influenced by our emotions, norms, and beliefs. Acknowledging one's own values and how they form the basis of one's personality gives professionals a framework for understanding how others and themselves behave. Beyond personality, values, and beliefs also play a role in shaping an individual's preferred behaviour. Our behaviour is unavoidably influenced by outside factors as well (Waite et al, 2021).
It's critical that PPs understand their own personal traits and how their actions and behaviour impact both other people and them. Through evaluating their influence, thinking back on it, and sharpening their judgement to better meet and accommodate the demands of others, self-awareness will help them behave more professionally.

2) Discuss how ethical values underpin the work of a people professional, including two examples of how ethical values might be applied in a people practice context. (AC 1.2) 
Ethics is focused with making decisions and assessments about the best course of action to take (Armstrong, 2016). According to Josephson and Hanson (2002), values are a person's inner beliefs that direct their actions, whereas ethics is the study of how a moral person should behave. Integrity, equality, inclusivity, and loyalty are examples of values (Taylor and Woodhams, 2022). Since ethical ideals give us a moral compass to live by and help us make decisions, organisations should prioritise fostering an ethical culture where workers feel empowered to act morally rather than just according to regulations (Russell and Weeks, 2024).
According to Russell and Weeks (2024), ethical principles and values can be regularly implemented in decision-making to foster trust by setting an example of ethical behaviour. To facilitate the integration of ethical decision-making into routine practice, people professionals have a unique position (Bosley, 2023). Decisions that are morally troubling arise because they are not pre-empted by regulations (Clegg et al., 2007). According to Sharp (2019), ethical dilemmas are not binary; rather, they exist in the "grey world." 
A wide variety of ethical ideas are applied in decision-making. The ethical theories of utilitarianism and deontology offer foundations for assessing PP's practices and policies (Armstrong and Taylor, 2023).
People professionals may opt to adopt deontology, which emphasises following the laws without considering the advantages and disadvantages of the situation and maintains that some acts are good and bad (Armstrong, 2016). According to the notion, we consider our responsibilities and duties first while making moral decisions. Our perceptions of our responsibilities will determine how we behave in various contexts (Straveren, 2007). Principles, not outcomes, are the basis of this morality (Straveren, 2007).
Merely having good intentions does not guarantee success. Utilitarianism's appeal lies in its emphasis on results over causes (Straveren, 2007). According to Armstrong (2016), utilitarianism prioritises making decisions that will benefit the greatest number of people and lays more focus on the outcomes of such actions. When a decision will benefit most employees or the company, utilitarianism can guide and impact effective decision-making.

3) Consider the importance of people professionals being able to influence others and ensure that the ‘people practice voice’ is heard in an organisation, through informed, clear and confident communication. (AC 1.3) 
Since professionals primarily do their work via others, it is crucial that they influence in an inclusive and ethical manner. As a result, the ability to positively impact people is vital to their contribution (Taylor and Woodhams, 2022b).
Professionals need power to exert influence. Gaining a better understanding of the ethical and efficient ways to use various forms of power is beneficial for individuals seeking to expand their influence. Six types of power were identified by French and Raven (1959) as potentially beneficial in influencing others: coercive, referent, informational, expert, legitimate, and reward. In contrast to power, influence depends on subtly and occasionally imperceptibly influencing others' opinions and choices rather than using force or manipulation (Barkacs, 2021).
Principal actions the ability to influence others, as well as the confidence to question decisions and behaviours, are essential for professionals. They need to be able to speak up when they see something is wrong, challenge when there is resistance or opposition, and stand up when it is the correct thing to do. In addition, they must have the courage to own up to their mistakes, learn from them, and improve moving forward. They must establish relationships with others to comprehend their needs, and points of view. Then, they must use the best means of communication to accomplish these goals (CIPD, no date b). 
An informed communication is one in which the opinions expressed are fact-based and objective (Cho and Choi, 2021). To be well-informed, for instance, is having facts to back up the ideas being discussed by PP’s during the execution of a new initiative. Placing oneself in the shoes of others through clear communication improves understanding of others and facilitates more efficient relationship management (CMI, 2020). A people professional should make sure that there are no assumptions and that others do not need to read between the lines when they are presenting their views (Chong et al., 2020). Verbal and nonverbal clues, such as speaking up, paying attention while others are speaking, being approachable, and selecting the appropriate medium, are further foundations for clear communication. Riaz, Townsend and Woods (2020) assert that verbal and nonverbal communication aspects are crucial to communication confidence. Confident people look people in the eye, communicate their views clearly, and listen to other people's viewpoints and opinions with active listening. Confidence is also based on having all the appropriate responses to queries and clarifications.
Employers may improve their company through creativity, and trust-building with their employees by exercising their effective voice. Having a voice and expressing oneself verbally helps employees feel appreciated, have better prospects for growth, and have more influence over their work. As stated by Young (2024), employee input plays a crucial role in establishing inclusive workplaces. Establishing a rapport-building and relationship-building atmosphere, being approachable and available, and cultivating employee voice and two-way communication were all considered people management attributes that were linked to these outcomes (Peters, 2023).

4) For each of the situations below (a & b), provide an example of an issue that would cause you to raise the matter to a manager (or other authority) - and describe how you would do this. 
a) where you consider something to be unethical (whether or not it is illegal),
Hywel Dda have created a Financial Control Group (FCG) to help establish better financial control by heavily scrutinising vacancies managers have requested to be advertised. This is in response to the health board being escalated to targeted intervention (Morgan, 2022).
A few vacancies are being received into my department that have been approved by my head of department outside of the FCG. I believe this is unethical as it goes against the FCG’s interests to help protect the HB financially (Russell and Weeks, 2024). This also puts me and my colleagues in an awkward position as we are in the firing line should managers going through the correct process find out. 
Since raising the concern informally with my senior manager, nothing has happened, therefore I have reviewed our whistleblowing policy (HDUHB, no date) and have since made a formal complaint. I made sure to gather sufficient evidence (vacancy numbers, correspondence etc) before raising the matter (Stubben and Welch, 2020) to assist the internal investigation and help resolve this issue quickly.  
b) where you believe something contravenes legislation. (AC 1.4)
Whilst bullying itself is not against the law, harassment is. Harassment is unlawful under the Equality Act 2010 (Gov, no date). To prepare myself for the possibility of such an incident to happen within my department, I have looked at the case of Carol Hurley vs East Sussex NHS Trust (Brown, 2021). I would take the matter very seriously and ensure to investigate the issue as soon as possible (ACAS, 2023). Initially I would refer to the Respect and Resolution Policy to help resolve the issue at the earliest opportunity and help manage the situation (Respect and Resolution Policy, 2021). As advised by Gov (no date), I would support the employee to raise the issue with our manager (if appropriate), inform HR as well as their union representative.

5) Discuss two theories or models relating to the human and business benefits of people at work feeling included, valued, and fairly treated, concluding your discussion with a summary of your own view of these benefits. (AC 2.1) 
The SCARF Theory backs up the idea that it's important to take interactions with coworkers into account and that good practices can make them feel respected and treated fairly. Rock (2008) identified five categories that make up the SCARF theory: relatedness, autonomy, status, certainty, and fairness. Social interactions that are not dangerous in these five areas will be more desirable and rewarding, and organisations that address these points in their communications will be able to create trust and additional attachment to the organisation. Therefore, there should be less employee turnover and fewer cases of recruiting because of this greater stability.
Employee job satisfaction has been investigated using the Herzberg theory (Lundberg, Gudumundson, & Anderson, 2009). According to the theory, there are two distinct continua for job satisfaction and discontent, each with its own set of variables (Nickerson, 2023). As these two sets of influences operate in different sequences, Herzberg used this model to explain how a person might feel both content and unsatisfied at work simultaneously. (Alrawahi et al, 2020). Hygiene aspects minimise job satisfaction, while motivation factors raise them (Nickerson, 2023).
There are many benefits to both individuals and organisations when people are treated fairly and made to feel valued in the workplace. I believe that small acts of appreciation, like saying thank you, or allocating time to listen to colleagues who want to “blow off steam” can sometimes have a bigger impact in making staff feel respected and cared about. My current line manager always says thank you to everyone at the end of each working day and will engage staff to talk about shared frustrations through “banter”. Whilst I am fortunate to be in a team that are confident to share their opinions and have a similar sense of humour, I have experienced the negative effects of banter in previous workplaces. Banter is unique to different situations, individuals, and groups (Shah, 2022).

6) Discuss two ways in which a people professional can build inclusivity into a people practice initiative at the design stage, and two ways of checking inclusivity after a people practice initiative is implemented. (AC 2.2) 
Recruitment team in Hywel Dda had an initiative to centralise recruitment for entry level roles within the service. Focus groups were initiated to present the idea to managers and gauge their reactions. These groups were able to encourage discussions which allowed the team to find out more about what needed to be changed and/or implemented (Taylor and Woodhams, 2022b). Consultations were also conducted in local schools/colleges/universities and job centres to gain more opinions and help identify issues with the current process to be better prepared to address them (ACAS, 2021).   
As a result, the following barriers were identified; long application forms, online forms made it inaccessible for some people to apply (Gov, 2023) and job descriptions asking for ‘previous experience’ even though training will be provided.
The team decided to organise a “coffee and a chat” event instead of formal interviews to help encourage more people to apply. The event was advertised online as well as in local shops, schools etc to ensure it reached as many people as possible. Direct Hire forms (DHFs) were handed out in the event instead of making applicants apply online. Job descriptions were reviewed by managers and amendments were made by the job evaluation team to make the role sound more appealing.
Following the event, surveys were sent out to everyone that attended to find out if the event were successful and what could be improved (Lodone, 2015). They gave an insight into what type of people applied, their background, ethnicity etc which will be useful to help adapt the initiative for future events. However, most of the information provided was limited. Being unable to prompt people for more information, the team could have considered doing interviews or focus groups to collect more information (Taylor and Woodhams, 2022b). 
The head of department reached out via email to gain employee feedback about the event. Team members who conducted the employment checks advised they weren’t included in designing the initiative and noticed errors in the DHFs which resulted in onboarding taking longer as they had to contact applicants to provide more information, e.g reference details, NI no etc. Had they been involved in the beginning of the process; onboarding could have been executed better (Murray, 2020) to avoid delaying applicants starting.














Task Two – Professional Review 

1. Reflect on your own approach to working inclusively and building positive working relationships with others (AC 2.3) 
Including every member of a team and providing them with a sense of equality and belonging, regardless of their age, race, or other characteristics, is the essence of inclusivity (Murray, 2020). Building high-trust relationships and working cooperatively and inclusively are important roles for professionals like us (CIPD, no date).
My actions and the relationships I form with people are influenced by my values and beliefs. I respect the idea of equality to establish an inclusive workplace in which diversity is recognised and everyone feels valued and appreciated. I am aware that each of my colleagues need different motivators for using their voices, therefore I always include different methods to ensure this (Woodfield, 2022). I will share topics of team meetings in advance, arrange 1-2-1 sessions, or create polls for anonymous feedback/answers. 
Since becoming a supervisor I’ve arranged face to face 1-2-1 sessions and weekly team meetings to help promote better face-to-face interactions (Houston, 2019) and to take more time to listen to my colleagues and get to know them better. This has helped improve my listening skills (Viezzer, 2023) and created a more positive environment in the office with colleagues being more engaged and collaborating with each other more (Jonsdottir and Kristinsson, 2020).
I work with colleagues who are older than me and although I am their supervisor and younger, I respect that we each have different perspectives, experiences, and bring various skills to the table (CIPD, 2015). I go to them for their expertise, and they come to me to learn new skills (e.g IT skills). Having positive working relationships with my colleagues is important to me. I try to lead by example by demonstrating the behaviours and attitudes I want to see like being respectful and supportive. Waite et al. (2019) assert that cultivating positive working relationships requires understanding oneself and others; exhibiting respect and support and seeking solutions that maximise benefits for all involved.
I would like to develop positive working relationships with wider/ senior colleagues. Although we interact regularly, it is mostly work-related content and done through digital communication (teams/emails) which limits the ability to have informal conversations that could be used to build trust and understanding (Morrison-Smith and Ruiz, 2020). 

2. Explore how the role of a people professional (specialist or generalist) is evolving and the implications this has for your CPD. (AC 3.1) 
Though change is unavoidable, there is much disagreement over what the future of work will include (Green, Peters, and Young, 2020). According to CIPD (2020), there are eight key trends that will shape the workplace of the future: technology use, diversity in the workforce, globalisation, diversity in employment relationships, industrial change, individualism, social responsibility, and high-quality education. Professionals must pursue continuing professional development (CPD) to be competitive in the labour market. Working with colleagues, having conversations, and completing tasks will all lead to learning (CIPD, no date). CPD supports the advancement of professional practice by maintaining current knowledge and abilities, enhancing confidence, encouraging creativity in the face of new difficulties, and expanding career chances (CIPD, no date d).
I current work in recruitment, and we use AI in our recruitment processes; from doing digital ID checks, sending automatic emails to applicants and managers to creating reports. My role has evolved since I first started, and it now includes pre-programming our recruitment management system. Whilst this can help make our recruitment processes run more smoothly (Mohdzaini, 2021), submitting incorrect information in beginning, could affect a candidates recruitment journey.
AI has enormous potential in recruitment (CIPD, 2023), however, it’s difficult to predict how it will advance in the future and how this will influence my workplace (Green, Peters and Young, 2020). I am willing to take on more training, be adaptable and learn new skills so that I remain valuable in my role, however, I also want to keep my options open.
I’m currently doing my CIPD course to develop my practical and analytical skills and gain hands-on knowledge in a wide range of subjects. Having my learning and professionalism credited will give me greater opportunities for career progression and to work in different people practice roles.  

3. With reference to your responses for Q1 & Q2, and feedback on your behaviours or performance obtained from (at least) one other person, assess your current strengths, weaknesses, and development needs.  Your response should include an explanation of the feedback received and how it has informed your self- assessment. (AC 3.2) 326 words
Learning from what has gone well is facilitated by the application of appreciative inquiry. This method assists people in changing their paradigm from a deficit-based perspective to a growth- or strength-based perspective (Armstrong, Holmes, and Henning, 2020).

I’m aware I am an inquisitive person and have the desire and curiosity to gain knowledge/ solve problems, get to know people and I’m not afraid to ask questions to achieve this. In pursuit of knowledge, I can sometimes take on too much workload and overwhelm myself trying to tackle too many things at once.

To ensure I received the right feedback, I needed to consider the type of feedback that I wanted and ensured that the questions I was asking were specific (O’Hara, 2015). I recently emailed my line manager requesting feedback on what I currently do well, what I could improve on and if there’s one thing they think I could work on what would it be. The feedback I received from them said I take my work very seriously and work hard to plan well and make wise decisions, however being so helpful, sometimes I can take on too much, resulting in my workload piling up. This taught me that I shouldn’t be afraid to push back if I don't have time to complete a task set by seniors and to speak with my manager to organise my workload by level of importance and arrange deadlines.

Based on my self-assessment and feedback I’m aware it would be beneficial to have better working relationships with senior managers/ wider colleagues. There are always going to be technological advances that everyone needs to move with, and this is an area that should always be kept abreast of. The use of digital technology in the workforce is expanding quickly, particularly in recruitment and selection (Taylor and Woodhams, 2022). Keeping up to date with current employment law is also another area I need to develop as this will benefit me in my current role within recruitment. 

4. In follow-up to your self-assessment, identify a range of formal or informal development activities you will undertake to support your ongoing professional development. Your response should include a brief description of your chosen activities and your reasons for selecting them. (AC 3.3)  
Human development is mostly determined by learning, and an individual's learning process determines how they will develop personally. According to Kolb (1984), personality type, educational specialisation, career choice, and tasks performed in one's current employment all have an impact on one's learning style. I’ve found that I have an assimilating learning preference meaning I like my learning to be structured (McLeod, 2024). As an Introverted, Sensing, Thinking and Judging personality type (Owens, 2024), I need to know how information will benefit me and be able to use it to understand it. I prefer to study things that will help me complete tasks, and I learn best at work when what I'm studying is applicable to what I do.
Having self-assessed against different areas on my CIPD learning hub, it recommended I consider doing Employment Law Practitioner course as well as consulting with a legal department representative to review the array of proof that supports employment court cases and labour disputes (Appendix 1.1). Both activities will be especially useful for me as my role involves informing managers of their obligations and the risks of their actions during recruitment.
I have an account with the Open University, who offer a range of articles and free short courses to attend/complete. I have located many articles and activities that will help me improve my knowledge of AI. I am also going to request to shadow colleagues in the IT department as they may help me learn specialised skills that I could use on our recruitment system. This will also be a fantastic opportunity for networking with people who I wouldn’t normally have contact with. 
I will request to shadow and attend meetings in person with senior and wider colleagues to get to know them and understand their roles better. This way I will have more opportunities to have informal conversations and build closer connections with people outside of my immediate team (Morrison-Smith and Ruiz, 2020).

Kolb, D. A. 1984. Experiential learning: Experience as the source
of learning and development. New Jersey: Prentice-Hall
Kolb, D. A. 1984. Experiential learning: Experience as the source
of learning and development. New Jersey: Prentice-Hall
5. Reflect on the impact of three previous learning activities (i.e., not the activities planned at Q4 above) on your behaviour and performance.  The selected activities may be any formal/planned or informal/unplanned activities undertaken in the last 12 months, which you consider to have impacted your behaviour and performance.  (AC 3.4)
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	Activity
	What did you do?
	Why did you do it?
	What was the impact?  

	Created Annex 21 Guidance Document for Colleagues
	I created a guidance document to help my colleagues educate appointing managers on how and when to use Annex 21 (Development Plan) and to advise managers of their obligations when implementing it. 
I consulted with other teams (Workforce & Annex 21) to collaborate on designing the document so that it could also be shared widely to other HR teams. Also, how best to approach managers and ensure better governance around the process.
	It had become apparent that Appointing Managers were not using the policy correctly, resulting in issues with recruitment and later within their departments. 
My colleagues were also unaware that there was an official process that managers had to go through. Therefore, I wanted to educate them on the topic to better prepare them for queries and help them to identify what type of vacancies qualified for this policy to be used.
As someone who prefers to learn on the job, I like to take the initiative to solve problems and I use my workplace as an opportunity to speak to the right people at the right time who have the expertise to help me (Gupta, 2019).


	This initiated a meeting and further discussions between the head of recruitment and workforce as they were not aware of the issues surrounding the use of Annex 21. I was then invited to be involved in discussions around this for my own development and to help improve awareness across the health board.  

The result of this activity made me feel more confident in raising issues/ concerns to senior colleagues and helped me improve my skills for writing reports. 
It also allowed me to network with different people in the Workforce that resulted in creating new relationships and taught me how to adapt to collaborating closely with senior colleagues. 


	Job Matching Training


	I was taught how to evaluate job descriptions/roles analytically against varied factors that would determine the banding of the role. These factors included, knowledge, freedom to act, mental and physical effort.
During the training, I learned about the fundamentals of equal pay and equality in the workplace, as well as the consequences of prejudice and differing viewpoints (NHS Employers, 2023).
	This training was appropriate to attend given that I currently work in recruitment (Kolb, 1984) and engage with managers regarding their Job descriptions.
I advise managers to review JD’s every year to ensure the roles and responsibilities are still relevant to help them attract the right candidates. However, I lacked the knowledge in understanding how the person specifications on a JD could affect the banding of the post.

	Attending this training gave me the opportunity to meet new people that I might not otherwise have had the opportunity to meet, for example the Job Evaluation team.
It was essential for me to attend this training as it has helped me to implement what I have learnt into my work. 
Now that I have more knowledge, I am confident in advising managers the importance of reviewing their JD’s regularly and have been able to build better relationships with managers because of this.


	CIPD Level 5 Associate Diploma in People Management
	I started the course in September 2023 and have now completed three modules. Each have deepened my understanding of management and different people practice. 
	I’m looking to progress into a managerial role and believe that achieving this qualification will benefit me greatly.
I’ve identified that I have an assimilating learning preference (McLeod, 2024), meaning I like to have structure when I’m learning so that I can absorb information easier. Attending lectures and doing assignment provides this. 
	The course has already started to change my behaviour in my workplace. I am becoming more aware of different types of relationships between staff and how other people’s behaviours can affect my own and my performance. 
It has expanded my knowledge in different areas of management and people practice.   
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