Code of Ethical and Professional Practice
 
For this assessment you should assume that you work in a people practice team in a medium sized organisation. 
 
The People Practice Director has decided to introduce a ‘Code of Ethical and Professional Practice’ for the team, and they would like everyone to contribute to this. 
 
For your part, the Director would like you to explain your thoughts in relation to five key aspects of ethical and professional practice at work. These are: 
 
· values and how they impact behaviour
· conforming with legislation
· working inclusively
· being inquisitive about the world of work 
· being pro-active in continued professional development (CPD).
 
To structure your response, they have set five questions (see below), one for each of the five aspects of practice. They have asked that you respond clearly to the questions, including any examples or references that you think will be helpful.
 
1) Please explain:
a) ‘ethical principles’ and how these can inform the way people behave at work.
b) ‘professional values’ and how these can inform the way people behave at work.
(AC 1.1)

As explained (CIPD, 2024a) ethical practice applies ethical values to organisational behaviour. Core values like honesty, integrity, fairness, empathy, and respect guide my decisions and shape culture, influencing interactions with stakeholders. Honesty fosters transparent communication, trust, and a supportive environment.
As a Recruitment Coordinator for Bluestone Resorts, I lead by ethical principles such as honesty and kindness. By consistently applying these values, I set examples for others, promoting a culture of care and respect. This benefits teams, enhancing resilience, and empowers everyone to support one another and reach their potential. 
This ethical approach aligns with Williams’ (2013a, p.516) application of Maslow’s Hierarchy of Needs which I use to support stakeholder well-being and development. Maslow framework, from basic needs to self-actualisation, guides my recruitment processes and ensures employees’ needs are met ethically. For example, implementing guidelines for managers to offer all candidates water on arrival in a private and safe environment, free from discrimination, fostering inclusion and connection in the workplace. Employees' esteem needs are addressed using recognition incentives, filling employees with pride and motivation. This leads to self-actualisation. 
Negative cultures can develop when managers' ethical beliefs influence behaviour, leading to inconsistency and perceived favouritism, which undermines trust. For example, offering a promotion without advertising to all creates an unfair process. This concept is called, bad apple, bad barrels and sticky situations. To ensure fairness, all candidates should be evaluated equally, and those not promoted should receive training and development to prepare for future chances.
I ensure ethical principles are embedded in our recruitment process, promoting fairness and equity for all, regardless of their background or abilities. Candidates can declare disabilities and request reasonable adjustments, such as pre-interview questions to help them prepare. These adjustments demonstrate fairness and respect. I oppose discrimination and unfair judgements, such as assuming older candidates cannot perform tasks based on age. If the candidate matches the role essential criterion and performs well in the interview, I recommend hiring them.
B) Professional values are the standards and principles that guide professionals in their work and interactions with others. Values including accountability, committed continuous learning and by being respectful, shape how I approach my role and contribute to Bluestone’s success.

Ethical decision making: The eight ethical perspectives on workplace dilemmas (CIPDb, 2015) guide us in our decision making as people professionals and explain a clear definition of what better work and working lives means. These include, fairness, merit, markets, democracy, well-being, rights and duties, character and handing down, acting with integrity and empathetic listening.

I apply professional values to ensure I am upholding the highest standards of practice. I champion equality of opportunity, diversity, and inclusion in the recruitment process. Promoting the Code of Conduct by advocating for fair treatment, providing training on employment law, equality and diversity. I ensure managers are well-informed and equipped to make decisions based on these principles, not on unfair assumptions.
Ethical decision-making is critical in managing workplace dilemmas, the CIPD provides guidance on how to approach such decisions. The principles of fairness, merit, and empathy guide my actions when addressing workplace challenges. I aim to make decisions that promote the well-being of all stakeholders and support the long-term success of the organisation. By managing my time effectively (Franklin Covery, 2025) as recommended by Stephen Covey’s time management matrix and prioritising professional development, I ensure I am constantly improving, upholding ethical standards. This commitment to continuous learning ensures that the people management systems I contribute to are beneficial for everyone involved.
Time management allows me to stay up to date with changes in legislation, such as the recent CIPD Employment Rights Bill (CIPDd, 2024), which highlights urgent changes. One significant change relates to flexible working, giving employees the statutory right to request a change to their working pattern under the Employment Rights Act 1996. This law allows all employees, regardless of their length of service, to request flexible working arrangements.
I approach flexible working requests with a reasonable and open-minded attitude, ensuring that each request is considered thoughtfully and within a reasonable timeframe. Employees who are interested in flexible working are encouraged to first have an informational meeting with their line manager to explore their eligibility and understand the different options available before submitting a formal request. This proactive approach not only supports employees in need of flexible arrangements but also promotes inclusivity, particularly for individuals with neurodiverse conditions. For instance, employees who require later shifts may find that flexible working enables them to sustain employment, while also supporting the business by reducing recruitment costs and improving retention rates. [image: ]
The Four Quadrants of Time Management by Stephen Covey.


 2) Please give three examples of how you, as a member of the people practice team, conform with the Equality Act 2010 (or any updates), or regulation and law relating to ethics and professional practice in your own country. (AC 1.2)

The Equality Act 2010, means I must follow the law on discrimination when advertising, interviewing and selecting new employees. This means that an applicant must not be disadvantaged because of the following protected characteristics:
• Age
• Disability
• Gender reassignment
• Marriage and civil partnership
• Pregnancy and maternity
• Race
• Religion or belief
• Sex
• Sexual orientation

In recruitment, this could happen through:
• the arrangements you make for deciding who to offer the job.
• the terms under which you offer the job.
• not offering someone the job.

I follow legislation by promoting a diverse, inclusive workplace and adhering to ethical standards. I cannot ask job applicants about health or disabilities unless it is for Equal Opportunities monitoring or to discuss reasonable adjustments post-job offer. Employers must make reasonable adjustments for disabled candidates throughout the recruitment process, like providing alternative application formats or ensuring wheelchair-accessible interview rooms.

If a candidate requests adjustments, we inquire about their needs. If they don't, we proactively ask if there's anything we can do to make the interview process more comfortable, ideally before the interview begins. By considering neurodiverse candidates, we promote inclusion, access diverse talent, and drive innovation. Supporting neurodiverse employees according to CIPD Student Conference ensures sustainable employment and helps create a positive impact on the business which we all have collective responsibility for. Recognised by (GOV.UK, 2017) not making interview reasonable adjustments for protected characteristics can expose businesses to tribunal claims resulting in fines and reputation damage. 

The Neurodiverse Index Report (Donnelly, 2025) highlights that true inclusion comes from good practices and opportunity creation. In line with the Health and Safety at Work Act 1974 (HASWA), I ensure the health, safety, and welfare of all employees. This includes adhering to policies like Equal Opportunities, Capability & Performance, Stress at Work, Mental Health, and others that support a safe, inclusive workplace culture.

As a Mental Health First Aider, I guide managers in creating a supportive culture, using resources like the Employee Assistance Program (EAP), risk assessments, and wellness training. I also ensure that employees understand their responsibilities for their health and well-being, maintain transparency, and provide support for health struggles in compliance with GDPR. My role extends to managing sickness absence, reducing turnover, and addressing any well-being issues.
In cases of harassment, I follow the Protection from Harassment Act 1997 to ensure employees are treated with dignity and respect. If harassment occurs, I support managers through the disciplinary process, offering guidance on policy enforcement and providing training on addressing key areas such as poor performance, conducting investigations, and using (ACAS, 2025) handling difficult conversations. I continuously monitor legislative updates adjusting policies, such as Dignity to Work and Relationship at Work Policy. I retrain management sessions to ensure they understand and implement them accordingly.
To further mitigate any potential threats or risks to the business, I advocate for risk assessments. The Recruitment Outreach risk assessment is reviewed annually or when changes to legislation occur such as explained by Daniel Barnett (Barnett, 2024) The New Duty to Prevent Sexual Harassment in the Workplace where loop hole has been closed down where businesses are more open to vicarious liability in and out of the workplace, we can use best practice to take all reasonable preventative steps to protect the company and all stakeholders from unwanted sexually motivated attention. By using risk assessments, I can identify and address issues before they escalate. 
I recognise that managers adopt egoistic or benevolent approaches where they make decisions based on personal or departmental benefit. This may appear effective in the short term; however, I believe in a more principled approach across all departments. This will ensure all decisions are aligned with the company’s core ethical values. This approach fosters a supportive, transparent and non-judgmental workplace culture, reducing conflicts.
3) Please summarise different ways people practitioners can demonstrate respectful and inclusive working in relation to: 
A) contributing views and opinions 
B) clarifying problems or issues
C) working effectively as part of a team (AC 2.1)

We can foster respect and inclusivity by encouraging open dialogue. Sharing views honestly and asking open-ended questions, we validate team members’ opinions, ensuring everyone feels heard by actively listening and valued. If a team member’s opinion is not aligned, I guide the conversation towards a policy-driven solution that benefits both the candidate and the business.

To address problems, I can apply emotional intelligence, self-awareness, self-regulation, empathy, and social skills, helping create a compassionate and patient environment. According to Graham, H.T. and Bennett, R. (1998, p. 129) stress at work can be physical, psychological and/or behavioural. By promoting psychological safety, I ensure that all team members feel comfortable sharing concerns, and my body language reflects calmness and non-aggression. Using Betaris box where interactions can be affected by the attitude and displayed behaviours of one person resulting in changes in attitude and behaviours of the other people in the interaction.

Explained by Tuckmans model a new team can work through forming, storming, norming and performing. (Waite, K. et Al. 2021, p.80). Our recruitment team understand it is imperative we are respectful and work inclusively. Effective communication is key to successful teamwork. We ensure that team members share their preferred working styles, creating a collaborative atmosphere. Weekly meetings, with pre-distributed agendas, allow for efficient decision-making and action plans. By setting SMART objectives and reviewing tasks regularly, the team stays aligned and supportive of one another. Additionally, recognising individual preferences, such as a team member who thrives under directive Williams (2013b, p.563) leadership, fosters a productive work environment. 
If I am sensitive to change management, act with transparency, I have more chance of stakeholder buy in, especially explaining logic behind my decision making, even better asking for their input by producing evidence based practice such as qualitative data from surveys, focus groups, and employee feedback offer insights into workplace trends, helping to improve morale and reduce attrition. 
4) Please provide three recommendations for how people practice team members can find out about current issues and developments in the world of work and people practice. (AC 2.2)

To support my curiosity for learning, to stay current and up to date with legislation and the external PESTLE influences, I find podcasts extremely beneficial, such as  Highlighted in HR People Pod (CIPD, 2025) the importance of bite sized learning to support working full time as a parent whilst studying, this enables daily lifelong learning. 

I can support my CIPD course and work development by scheduling bi-weekly ACAS training sessions such as refreshing my knowledge and skills with Codes of Practice or Disability Discrimination and Reasonable Adjustments. The e-learning is free and accessible making it easy to upskill and refresh my skills.

Reflection is useful to talk through with a mentor, Carys my line manager exemplifies HR ethics, maintaining a calm demeanour with thoughtful pauses, and always prioritising fairness. Carys is highly knowledgeable in employment law and policies, allowing her to confidently address managers and challenge situations where there is non-compliance. Despite her extensive experience and skill set, Carys takes a humble approach, demonstrating non-judgement and actively listening to all stakeholders to identify the root causes of conduct, capability, or grievances.

Carys not only talks the talk but walks the walk by supporting the business when needed, such as stepping in to address employee shortages. I learn from her leadership style, which emphasises providing autonomy rather than adopting a dictatorial approach. I feel valued and motivated to consistently do my best. Carys encourages me to stay curious by keeping up with guidelines from organisations like CIPD.

I am learning the importance of setting realistic goals that keep me on track without overburdening myself, and that asking for help is not a sign of failure. Carys has taught me to apply evidence-based practices when guiding managers on recruitment strategies. By presenting attrition data and identifying key pinch points, she makes informed decisions about the best times to hire, ensuring operational demands are met. One of the most valuable lessons I’ve learned is to address team conflicts early on. This proactive approach reduces stress, which can help prevent sickness absences and minimise the risk of resignations.

5) Briefly explain how people practitioners can be proactive in their approach to continued professional development (CPD), using your own approach as an example. (AC 2.3)


Your response to this question should be supported by a copy of your own CPD Record, which must detail:
• at least three development activities you have undertaken within the last two years 
• your reflections on what you learned from each activity and how that learning has 
impacted your professional practice or behaviour.

I take a proactive approach to my career progression by regularly reviewing and updating my career plan. This involves consistently logging into my plan to assess the progress I’ve made, reflect on the goals I’ve set, and ensure that I am on track. I make it a point to evaluate the relevance of the modules and goals outlined in my plan, ensuring they align with both my evolving career aspirations and any changes in the industry.
If my career pathway shifts, I am flexible in adjusting the planned modules to better reflect new opportunities or directions. This adaptability allows me to remain focused and responsive to emerging trends and career prospects, ensuring that my professional development remains aligned with my long-term objectives. By staying engaged with my career plan in this way, I am able to continuously refine my skills and knowledge, positioning myself for future growth and success.
Present your CPD record as an attachment, either in the form of a formal/structured CPD Record or as pages from the CIPD ‘My CPD Reflections’ tool or another appropriate format as agreed with your centre. (AC 2.3)
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Sexual Harassment Training
25/02/2025

Culture and behaviour
Reflection from a course activity

N/A

Protect the business following changes in legislation to sexual harassment best practice and how to train and cascade throughout the business. Understanding vicarious liabilities better, intended versus non
sexually motivated behaviours, triple test approach.

Changes in legislation meaning a robust policy, risk assessment, employee training must be reviewed. Not all sexual harassment is intended. Education and awareness is crucial. Impact on businesses.

Fact find with HR team support to lead investigations. Cascade training from onboarding new employees via training modules to ensure every team member has access and exposure to the training. Higher level
team members to have additional training to support all stakeholders. Ensure policies are up-to-date and accessible to all. Review risk assessments in place for all job roles. Ensure log book accessible. Posters in
all areas ensuring all stakeholders know how to report and managers understand how to handle complaints.

Research case studies for deeper understanding of risks such as Smith v. Vodaphone and other tribunal cases, continuous training and learnings from businesses cases, continue to protect both parties during
investigation, following policy and procedure with HR team support, shadow to support my growth and exposure to such cases and take always to learn from.
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