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PART A: PROFESSIONAL PRACTICE CREDENTIALS
1. Inclusion Advocate
Activity summary: Exploring barriers that can stop people from joining activities and considering how a group can help everyone feel welcome.
My reflection: The Inclusion Advocate activity helped me see that inviting people to an event is not enough. People also need to feel comfortable, listened to and able to take part. A person may face barriers such as stairs, difficult language, limited internet access or a fear of being judged. I learned that it is important to ask people what support they need instead of making assumptions. For example, a community project could offer an accessible room, clear information and different ways to share ideas. Edmondson (1999) explains why feeling safe to speak matters in teams. I can apply this lesson by checking who is missing from a discussion and inviting their views without putting pressure on them. I also need to accept feedback when an activity is not inclusive. In future group work, I will use simple language, listen carefully and review whether everyone has a fair chance to contribute.
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2. Equality Champion
Activity summary: Comparing equality and equity and thinking about fair rules and opportunities in workplaces and community projects.
My reflection: The Equality Champion activity taught me that equality and equity are connected but not exactly the same. Equality means offering people the same opportunity. Equity means noticing that some people need different support to reach that opportunity. For example, giving everyone the same online form may seem equal, but a person with a disability may need an accessible version. I learned to look for hidden barriers in recruitment, meetings and community services. Rawls (1971) helped me think about fairness and why rules should protect people who face disadvantages. In a social enterprise, I would ask whether the rules work for people with different needs, rather than assuming one approach fits everyone. I would also explain decisions clearly and treat people with dignity. A challenge is that support must be planned carefully and fairly. In future, I want to check decisions for bias and use feedback to improve access.
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3. Respectful Professional
Activity summary: Practising active listening, appropriate communication and respect for people with different experiences.
My reflection: The Respectful Professional activity made me think about how my words and behaviour affect other people. Respect is not only about being polite. It also means listening without interrupting, keeping promises and avoiding quick judgements. People may have different cultures, beliefs, experiences and communication styles. I learned that I should not assume that my way of doing something is the only correct way. Tajfel and Turner (1979) show how group identity can affect how people see others. This reminds me to notice my own assumptions. For example, when someone disagrees with me in a team meeting, I should ask questions and understand their reason before replying. Tervalon and Murray-García (1998) describe the importance of cultural humility. I can use this by staying open to learning from others. In future work, I will try to give constructive feedback, communicate calmly and make people feel that their views are taken seriously.
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4. Inclusive Team Collaborator
Activity summary: Considering how teams can share decisions, manage disagreement and make good use of different ideas.
My reflection: The Inclusive Team Collaborator activity showed me that a team is stronger when different people can share their ideas. However, diversity alone does not guarantee good teamwork. Some members may speak often while others stay quiet. I learned that a team needs clear rules, shared goals and opportunities for everyone to contribute. Tuckman (1965) explains that teams develop through stages and may experience disagreement. I now understand that disagreement can be useful when people remain respectful. For example, in a community project, the team could invite each person to speak before making a decision. It could also offer written feedback for people who prefer not to speak in a large group. Janis (1972) warns about groupthink, when people agree too quickly without checking other options. In future teamwork, I want to listen to quieter members, explain decisions and share responsibility. This would help the team make choices that reflect different community needs.
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Evidence note: The completed Moodle credential must be added in the appendices. The diagrams above explain ideas; they are not Moodle evidence.


PART B: REFLECTIVE COMMENTARY (approximately 1,000 words)
1. Introduction
Social enterprises aim to help communities while running activities that can continue over time. They need to act fairly, respect people and listen to different views. This commentary reflects on four learning areas: inclusion, equality, respectful communication and inclusive teamwork. It uses ideas from academic authors and explains how I could apply them in a social enterprise. The reflections describe what I learned from the portfolio topics; they should be checked against my own completed Moodle activities before submission.
2. Inclusion and psychological safety
At first, I thought inclusion mainly meant letting everyone join. I now see that joining and belonging are different. A person may be present at a meeting but still feel unable to speak. Edmondson (1999) calls psychological safety the shared belief that people can take interpersonal risks without fear. This matters when a team needs honest ideas or wants to learn from mistakes. Thomas and Ely (1996) also show that organisations need to value differences, not simply count how many different people they employ. In practice, a community group might have members with different ages, languages and abilities. A leader should use accessible rooms, plain language and different ways to contribute. I also need to ask whether people actually feel included, rather than assuming that a good intention is enough. A limitation is that changing a meeting format does not remove every barrier. Listening and improving must continue.
3. Equality, equity and fair opportunities
The Equality Champion topic helped me understand why treating everybody in exactly the same way can sometimes create unfair results. Equality is important because people should have the same rights and opportunities. Equity asks what extra support may be needed to make those opportunities real. Rawls (1971) argues that fairness must take disadvantage seriously. For example, a social enterprise offering training could provide travel help, accessible materials or flexible times. These adjustments may help people who would otherwise be excluded. However, a fair approach also needs clear rules and responsible use of limited money. It would be wrong to promise support that an organisation cannot provide. I would begin by speaking to participants and finding out what stops them attending. I would then review which changes are possible and measure whether they improve participation. This is better than assuming that all people need the same solution.
4. Respect and ethical behaviour
Respectful working is more than speaking kindly. It means taking responsibility for decisions, being honest and considering how other people experience our actions. Tajfel and Turner (1979) explain that people often identify with groups, which can affect their opinions of others. This reminds me that unconscious assumptions may influence whom I trust or listen to. Tervalon and Murray-García (1998) encourage cultural humility: professionals should keep learning instead of believing they already understand every culture. In a community project, I could ask open questions, avoid stereotypes and explain why a decision was made. I should also protect private information and avoid making promises I cannot keep. Carroll (1991) describes different responsibilities of organisations, including ethical responsibilities. For a social enterprise, doing the right thing should be part of everyday work, not something considered only when a problem occurs. A difficult situation may involve different people wanting different outcomes. In that case, I would listen to the people affected, consider the evidence and explain the decision fairly.
5. Working well with different people
The Inclusive Team Collaborator topic showed me that a successful group needs more than talented members. People need to understand the task, feel respected and share responsibility. Tuckman (1965) describes how groups can move through stages that include conflict before they work effectively. This helped me see that disagreement is not always negative. It can reveal a problem that the team has missed. At the same time, Janis (1972) warns that groupthink can lead to poor decisions when people avoid questioning the majority. West (2012) explains how effective teamwork depends on clear goals and good team processes. In practice, I would invite different opinions, give quieter members time to speak and record agreed actions. I would also check whether tasks are shared fairly. One risk is that a discussion can take too long when everyone has different views. A useful response is to agree on a clear decision-making process before the discussion begins.
6. Applying the learning in a social enterprise
These four areas connect closely in a real organisation. Imagine a small social enterprise that offers practical support to older residents. Inclusion means asking older people what they need and making the service easy to use. Equity means offering suitable support to people who face extra barriers, where resources allow. Respect means listening carefully, protecting privacy and avoiding assumptions about age or ability. Inclusive teamwork means involving staff, volunteers and service users in improving the service. Gibbs (1988) offers a reflective cycle that can help review what happened, what worked and what should change. For example, if few people attend a community meeting, the team could ask why, test a different location or time, and review the result. The main lesson for me is that responsible practice needs evidence and action. Good values matter, but the organisation must also check whether people experience real benefits. I would collect simple feedback from service users and staff, such as whether appointments are accessible and whether people feel listened to. I would compare this feedback with the organisation’s goals and discuss any problems openly. If a change helps one group but makes access harder for another, the team should reconsider it. This would make reflection practical and help the organisation improve over time.
7. Conclusion and personal action plan
This portfolio has changed how I think about professional responsibility. I have learned that inclusion requires belonging, equity requires attention to different needs, respect requires self-awareness and teamwork requires space for different voices. I still need to develop these skills through real activities, not only reading. My next steps are to ask for feedback after group tasks, use accessible communication, question my assumptions and reflect on difficult decisions. I will also review my progress using Gibbs’ (1988) approach. These actions can help me become a more careful and responsible practitioner in social enterprise and community work.
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APPENDICES: MOODLE CREDENTIAL EVIDENCE
IMPORTANT: Insert your genuine completed Moodle credential or screenshot under each heading. These pages are placeholders, not evidence of completed activities.
Appendix 1: Inclusion Advocate
Activity 1 – Scenario Analysis: answers to the three scenarios (screenshot provided).
[image: ]
Note: This is evidence of activity work, not an official credential certificate.
Appendix 2: Equality Champion
Activity 2 – Equality Act 2010 Essentials: Moodle forum submission and responses (screenshots provided).
[image: ]
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Note: This is evidence of activity work, not an official credential certificate.
Appendix 3: Respectful Professional
Activity 3 – Personal Experience of Inclusion or Exclusion 
(screenshots provided).
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Scenario 1: The Team Meeting
1. Equality issues:
The manager thinks treating everyone the same is fair, so everyone is forced to attend an 8:00 am meeting using the same format and local language. This ignores personal differences in responsibilities,
tech setups, and language backgrounds.
2. Equity issues:
Not everyone has the same starting point. The parent has childcare duties, the remote worker has tech limits, and the new employee faces a language barrier. Because their needs are different, treating

them “equally” actually leaves them behind.
3. Inclusive interventions:

o Move the meeting to a better time (e.g., 9:00 am) or let people join online/watch a recording.
o Ask colleagues to speak clearly, avoid local slang, and explain acronyms.
o Send written meeting notes afterward so everyone stays informed.

Scenario 2: Promotion Opportunities

1. Equality issues:
The job was technically open to everyone through an email announcement, so the company claims everyone had an “equal® chance to apply.

2. Equity issues:
Frontline workers spend all day with patients and rarely check email, whereas office staff see it instantly. Because of their job roles, frontiine staff face a hidden barrier and need a different way of being
informed.

3. Inclusive interventions:

o Announce the job in team briefings and put physical flyers on staff noticeboards.
o Give a longer application window (more than 5 days) so busy staff have time to apply.
o Ensure managers actively tell frontline workers about the opportunity.

Scenario 3: Staff Social Event
1. Equality issues:
The event is open to everyone, and management treats attendance as a choice. However, the venue and food ignore individual physical and cultural realities.
2. Equity issues:
Employees with mobility needs (stairs with no lift), religious commitments, or childcare duties cannot join comfortably without specific accommodations.
3. Inclusive interventions:

o Choose a fully accessible venue with a lift or ground-floor access.
o Provide a diverse menu that covers vegetarian, halal, and allergy needs.
o Ask staff about their needs before planning the event, and choose a date/time that works for more people.
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Activity 2 -Equality
by Alex Mihai Simion - Friday, 9 October 2026, 12:16 PM

Task 1: Find the Facts
The 9 Protected Characteristics:

1. Age
2. Disability

3. Gender reassignment

4. Marriage and civil partnership
5. Pregnancy and maternity
6.Race

7.Religion or belief

8.Sex

9. Sexual orientation

The 4 Forms of Discrimination:

1. Direct discrimination: Treating someone worse because of a protected characteri
2. Indirect discrimination: Having a rule or policy that seems fair to everyone, but accidentally harms a specific group.
3. Harassment: Unwanted behavior that makes someone feel intimidated, humiliated, or uncomfortable.

4. Victimization: Treating someone unfairly because they complained about discrimination.

3 Examples of Inclusive Workplace Practices:
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3 Examples of Inclusive Workplace Practices:

1. Ensuring everyone has fair and equal access to jobs, training, and promotions.
2. Providing reasonable adjustments and support for employees with disabilities or specific needs.
3. Creating a safe culture where everyone's opinions are respected and listened to.

Task 2: Apply Your Learning

An organisation can support employees by...

« Age: .valuing the different experiences and strengths of employees of all generations.

« Disability: ..providing accessible workspaces, tools, and necessary support.

« Gender reassignment: ..respecting each person's identity, chosen name, and pronouns.

« Marriage and civil partnership: ..treating all staff fairly, regardless of their marital status.

« Pregnancy and maternity: .offering proper support and ensuring pregnancy does not hurt career growth.

« Race: .stopping racism, celebrating cultural diversity, and ensuring equal hiring chances.

« Religion or belief: .respecting diverse faiths and allowing flexibility for religious practices.

« Sex: .guaranteeing equal pay, treatment, and opportunities for both men and women.

« Sexual orientation: ..creating a safe environment where everyone can be themselves without fear of judgment.

Task 3: Reflection

I think religion or belief is one of the most commonly overlooked protected characteristics. Religious practices, dietary rules, or prayer needs are often invisible, meaning managers don't always notice them.

For example, an employee might need quiet time to pray, specific food options, or days off for holidays that aren't on the standard calendar. Organizations often focus only on visible diversity and forget that
true inclusion means respecting the needs we cannot immediately see.
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~ Atime when | felt excluded.
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I remember a time when | felt included during a group activity at college. We had to work together on a task, and | was a little nervous because | did not know everyone in the group.

Atfirst, | was quiet because | was not sure if my ideas were good enough. | was worried about making mistakes o saying something wrong.

After a while, one of my classmates asked me what | thought about the task. This made me feel happy because | could see that my opinion was important. Everyone had the chance to speak, and nobody
laughed at other people’s ideas.

I started to feel more comfortable and confident. | was able to share my ideas and help the group finish the activity. | also enjoyed working with the other students because we respected and helped each other.
This experience taught me that inclusion s very important. Even small things, like asking someone for their opinion or listening carefully, can make a big difference.
Ileamed that people work better when they feel welcome and respected. In the future, | want to make sure that nobody feels left out when | work in a team.

I think everyone should have the same chance to speak, take part and feel comfortable. Being included helped me feel more confident and motivated to learn.
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