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1. a)
Ethical practice is the use of ethical principles to help organizations and individuals to determine what is right or wrong in the workplace. It applies in all aspects of workplace conduct, assisting and guiding behavior in various contexts. 
The principles can promote integrity, fairness and respect in the workplace, and in turn shape behaviors. Ethical decision making is crucial not just on a personal professional level, but to the organization at the core. 
As a member of the people practice team I will continue to make responsible choices, that will continue to strengthen my own professional principles and values. I would hope that my behavior can impact the team in a positive manner, to promote good ethical principles across the workplace. 
When ethical principles are practiced in mass, it can create a domino effect of responsible, positive choices within the organization. Promoting collaboration, employee satisfaction, productivity and increased commitment to the organization. 
In turn unethical behavior can have a negative impact on not only an individual, but across the organization. 

1. b)

Professional values are fundamental to running a successful organization. These values act as a moral compass and the framework for success in various areas of the business. 
Work, people and professionalism matters. 
Core behaviors of good professional values can include – 
· Ethical practice 
· Professional courage and influence 
· Valuing people 
· Working inclusively
· Commercial drive 
· Passion for learning 
· Insights focused 
· Situational decision making 
When these core behaviors are displayed it can inhabit a trustworthy environment where employees and stakeholders feel safe and at ease, to flourish. This will then contribute to success in other areas of the organization. 
On the flipside, when professional values are not adhered to it can cause a negative impact, that can affect the individual and the team. 
 This can create low morale and lack of engagement in professional tasks, bad decision making, lack of trust within the organization and attrition within the organization. 
An important wider concern to note, a potential poor reputation for the organization. This could be both internally and externally.
This could impact profit and sales margins, which is going to create a chain reaction across the whole organization. 


2.

The Equality Act 2010 protects people and their characteristics from discrimination in the workplace.
The Equality Act was put into practice in October 2010 to replace previous laws, spanning across 116 pieces of legislation into a single Act. This makes the law easier to navigate and understand. 
As a member of the people practice team, conforming to the Equality Act 2010 is crucial in ensuring fairness, inclusion and legal compliance in all HR and employment practices. Below are three examples of how I conform to the Equality Act 2010. 
· Recruitment and selection – The Equality Act 2010 prohibits discrimination in recruitment practices. As a people practice team member, I must ensure that job descriptions, advertisements and interview processes are designed to be inclusive, fair and offering equal opportunities to all candidates. Our internal recruitment system hides all candidate’s personal information to minimize unconscious bias and to ensure all recruitment decisions are fair and equal. 
· Payroll – As a medium sized organization of 250+ employees, we are required by law to submit our gender pay gap data on an annual basis. Failure to do so would breach the Equality Act 2010, and potential penalties issued from the Equality and Human Rights Commission (EHRC). This ensures the organization adheres to equal pay for men and women, doing equal work. This also covers contractual terms and conditions, such as holiday allowance, sick pay, pension and redundancy pay. As part of the people practice team it is within my role to work closely with colleagues in payroll to ensure audits in equal pay are carried out and regularly review any policy changes or updates to the Act that can impact employees. 
· Disabilities – One of the nine protected characteristics of the Equality Act 2010 is disabilities. The Act defines when a person is deemed disabled. As a member of the people practice team it is imperative that I aid supporting disabled employees with reasonable adjustments, such as; 
· Flexible working hours 
· Modifying work performance targets 
· Accessible format such as Braille, colored paper ect 
· Designated car parking 
· Accessible toilet facilities 
· Wheelchair access 
This Act covers potential employees, anyone that attends an interview will be asked and given the option to request adjustments within the interview process, without prejudice. 
The Equality Act 2010 legally protects people within the workplace and wider society in Britain, this does not include Northen Ireland. 



3.
People practioners play a crucial role in fostering a respectful and inclusive working environment, where all employees will be valued, included, supported and heard.  It is vital that throughout the chain of command there is transparent and open communication, that will allow employees to talk without fear of judgment and potential repercussion. 
 
3. a)
Promoting a workplace culture that encourages open communication is key to a successful business model. Employees that feel valued and heard are more likely to be happy and successful within the workplace. 
Using inclusive, neutral language in daily workplace communications is key to nurturing this. Aswell to extending it to job adverts and descriptions. It is key for potential employees to have a positive impression of the organization from the onset. Many interviewing candidates are now eager to understand the organizations Diversity, Equity and Inclusion policies and programs. Championing Diversity, Equity and Inclusion is a key pillar for success in every organization as this brings people from many backgrounds and experiences, to work towards the common goal and drive success. 
As part of the people practice team, we must ensure that there is diverse representation during meetings and organization decision making processes. We include employees from different levels of the business and across various roles to participate and share opinions, to give perspective for the employees they represent. We task ourselves with regularly reviewing policies and procedures, to update and make necessary changes. 


