Ethical Practice Paper – by Francesca Preece  

1. Explain what is meant by ‘ethical principles’ and ‘professional values’, and how these might inform the way people approach their work. (AC 1.1)

Ethical principles and professional values play an integral role within the People Profession.  As stated by the Immigration Advisers Authority (2018) “Professional ethics are principles that govern the behaviour of a person or group in a business environment.  Like values, professional ethics provide rules on how a person should act towards other people and institutions in such an environment.”  

In 2010 the oil drilling rig known as Deepwater Horizon leased by BP exploded causing it to sink killing 11 members of staff and injuring 17 others.  It was estimated that approximately 134 gallons of oil was spilt into the Gulf of Mexico as a result of the disaster.  Due to this, a lawsuit was filed and it is stated by Louisiana (2014) that the Judge felt BP made profit-driven decisions which caused the blowout.  BP put profit above safety leading to a detrimental effect on not only the staff but also the organisation.  

Codes of conduct support and promote ethical practice and BP (1996) state as part of their Beliefs and Code of Conduct “Our code sets out the standards expected for how we behave and how we perform our roles.  It clarifies the ethics and compliance expectations for everyone who works at BP and guides our decision making”.  However, these weren’t complied to regarding the Deepwater Horizon accident as backed up by Goldenberg (2018) as it was stated that unethical decisions taken prior to the blow out were made for financial gain.   

2. Identify a piece of legislation and a Code of Practice that support ethical and professional practice, with examples of how a people professional would conform to these. (AC 1.2)

Legal knowledge plays an integral part of the People Professional role.  This ensures employees are treated equally and fairly abiding with current legislation, for example, The Equality Act.  This came into place in 2010 to legally protect people from discrimination in the workplace, this replaced previous anti-discrimination laws with one single Act (GOV.UK, 2010).  

The CIPD have a Code of Practice which all members are expected to abide by and promote.  These apply universally to all members, whether they are at Foundation level or Chartered Fellow level.    These are separated into 4 groups:  Professional Competence and Behaviour, Ethical Stands and Integrity, Representative of the Profession and Stewardship (CIPD, 2020a).  They also state in the Code of Practice, Professional Competence and Behaviour section members shall “seek appropriate support if business needs require involvement in new areas of activity, only act within the scope of knowledge or ability, seek advice or support or refer work where appropriate”.  This could mean seeking advice from a more experienced colleague on a situation to broaden your knowledge to be able to provide sound advice.  

The objectives of the many types of employment laws and CIPD Code of Practice are to ensure People Professionals consistently comply with legislation.  As stated by (Waite et al., 2021) People Professionals should use their knowledge of up-to-date employment law to ensure any new changes are incorporated into the organisations policies and procedures. These are put into place to help maintain a consistent approach when dealing with employee relation issues and to ensure that the organisations manage their affairs and staff in accordance with employment legislation.   

People professionals conform with the Equality Act on a regular basis.  A good example of this as stated by CIPD (2021b) is during the recruitment process specifically when an occupational requirement is needed to reserve a vacancy for candidates with protected characteristics.  However, to be able to do this, the employer must show that this has been done for a justifiable business reason and when advertising the post state that the particular applicants are permitted under Schedule 9 Part 1 of the Equality Act 2010.  

3. Describe how a people professional would demonstrate respectful and inclusive working in relation to: (AC 2.1)
· contributing views and opinions 
· clarifying problems or issues 
· working effectively as part of a team 

Promoting and supporting diversity in the workplace is an important aspect of being a good People Professional ensuring to be inclusive of all employees to make them feel valued which in turn helps to build positive working relationships (Cole, 2020).  Hywel Dda’s Equality, Diversity, and Inclusion Policy states “we will work to ensure that equality, diversity and human rights principles are understood, owned, valued and demonstrated by the Board Members, staff and those who provide services on behalf of the organisation (HDUHB, 2022).  This policy mirrors our values as a Health Board to ensure all employees and service users conform with those values to create a workplace that is inclusive to everyone and to ensure all are treated fairly and equitably.  

As People Professionals within HDUHB we have setup a Black, Asian and Minority Bullying and Harassment Task and Finish Group which is governed by the Terms of Reference drawn up and agreed by members at the first meeting (HDUHB, 2022b).  Memberships have been drawn from the Black, Asian and Minority Ethnic community as well as Managers in order to gain an understanding of the problems and perceptions being experienced by these staff.  As People Professionals and according to the CIPD (2019c) profession map we require the “ability to influence others, and the courage to challenge decisions and actions”.  By doing this we have been able to build positive inclusive working relationships and according to MindTools (2009) good working relationships enable employees to feel more confident when voicing opinions and focus on opportunities. 

By setting up the Task and Finish Group and collaborating and engaging with members from various Departments and ethnic backgrounds we have successfully produced an action plan (HDUHB, 2022c) to enable us to progress with the issues being raised by assessing the information provided and using evidence-based practice ensuring we make non-bias decisions (CIPD, 2014d).  

Collaborating within different Departments is essential in a People Professional role as there are many benefits which can include; problem solving, increase in productivity, increase the organisations potential for change, learning potential and engaged employees (Ribeiro, 2020).  This enables multiple teams to work towards achieving a common goal, as seen within our Task and Finish Group, which has benefited both the Organisation and employees.  


4. Summarise different ways a people professional would stay up to date with people practice and world of work issues and developments, highlighting 2 ways in particular, that you have personally found effective. (AC 2.2)

For people professionals to stay up to date with people practice and the developments and issues in the world of work they may consider utilising their CIPD membership.  The CIPD is a professional registered body who undertake their own independent research and are considered trusted advisers to both employers and government (CIPD, 2018e).  As well as being a professional registered body, the CIPD also have a vast array of resources including online learning where CIPD members will receive a 15% discount.  Members may choose to use these courses as employers see CIPD qualifications as a global standard of excellence that is underpinned by the CIPD profession map and can help to deepen their knowledge and broaden their skillset within the People Profession (CIPD, no date f).   

A benefit of being a CIPD member entitles you to the “People Management” monthly magazines which covers the latest news, legal updates and general information of the world of work which enables me to stay up to date with the most recent issues and legal advice (CIPD, no date g).  It is important as People Professionals we stay up to date as case law and legislation changes often so we can ensure we are able to provide the most up-to-date sound advice.  

I also use the free ACAS service which remains up to date with any change in employment law.  They are a government funded independent public body who provide free impartial advice to employees, employers and Trade Unions (ACAS, 2022a).  They can advise on any work disputes and can offer talks to avoid issues being taken to an Employment Tribunal.  

ACAS’s annual report for 2021/22 stated that they made a net saving of £11.5 million pound of taxpayer’s money by solving individual disputes meaning 7000 cases avoided an Employment Tribunal claim and a further 600 cases avoided an actual hearing (ACAS, 2022b) making them an effective and reliable source for People Professionals and employees.  
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	Key dates
	What did you do?
	Why?
	What did you learn from this?
	How have/will you use this?
Any further action?

	
03/02/2022 – on-going 


	Enrolled onto CIPD Level 3 Foundation Certificate in People Practice through University of Wales Trinity St David 
	The CIPD is a recognised professional registered body which focuses on the management and the development of people, championing better work and working lives (CIPD, 2018)

I am currently the Personal Assistant to the Deputy Director of Workforce and OD so this will not only give me an insight and understanding of my Line Managers role within HR but also enable me to gain knowledge to enhance my future career prospects to hopefully become a HR Advisor when I have gained the relevant knowledge and experience required to be able to apply for any future vacancies within the Directorate.    



	I am currently completing 4 modules which will help to expand my knowledge in areas such as evidence-based practice which I have not previously been exposed too.  This has helped me to understand why certain decisions are made within the operational side of the Health Board for example why policies are regularly updated ensuring they have the employees best interest at heart and are up-to-date with current employment legislation.  
	This has given me a good grounding for starting my CIPD Level 5 in April 2023.  I now have a better understanding of the People Profession and what is expected of them which will hopefully enable me in the future to put into practice some of the knowledge I have learnt.  



	12/04/2022
	Enrolled onto “Managing Attendance At Work” (MAAW) online training (HDUHB, 2022a)
	To gain a deeper insight and knowledge of the Managing Attendance at Work policy.  How we follow the procedures we as a Health Board have in place when dealing with employee absences in readiness to shadow Senior HR Advisors when they are conducting sickness review meetings.   


	The policy has been in place since November 2018 and is broken down into colour coded sections.  The core sections go into depth about notification and certification, frequent short-term absences and long-term absence, signposting employees to Occupational Health, return to work, phased return and reasonable / tailored adjustments.  I also learnt about the 4 stages of sickness reviews ranging from informal, first formal, second formal and third / final.
	Attending the course helped me to understand the policy and procedures we currently have in place.  By having a better knowledge of the policy, I will be able to understand what the HR Advisors are referring to during sickness meetings and how they come to the decisions they do, for example. using discretion when determining if an employee’s episode of sickness is progressed to the next stage i.e., from informal to first formal.  

	May 2022 – on-going 


	Shadowing Senior HR Advisors 
	I asked to shadow the Senior HR Advisors to help gain knowledge and experience of what they do in their day-to-day roles to gain a better understanding as to what the role entails and what qualities and skills are required. 

On doing this I also shadowed some long-term sickness meeting reviews using the “Managing Attendance At Work” policy by the Health Board (HDUHB, 2022b) which was insightful and a good way to test my own knowledge of the policy as I have recently undertaken the training for this.  


It was also an opportunity to learn more about the HR processes my organisation follows and ask any questions I may have.

(Kennedy, 2014) goes into depth about the benefits of shadowing and how it can help both the shadowee and the host.  

	How to conduct a meeting, i.e., introducing yourself and your role in the meeting and explaining to the employee what the meeting is about.

I also learnt that being compassionate, understanding and empathising with the employee was key to sustaining a good relationship when conducting sensitive meetings and offering any help we as a Health Board may offer.  For example, by signposting staff to the Well Being Department if they are off with stress / mental health issues.  




	This has provided me with exposure on how to deal with sensitive issues and the importance of communicating effectively which has also helped me in my role as Personal Assistant as I often get queries from disgruntled members of staff.  I feel I am now more equipped in how to deal with these situations.  

I will continue to shadow the Senior HR Advisors to build my knowledge and skillset so when an Advisors role becomes vacant, I feel confident to apply and be successful in providing consistent advice in the future without having to refer to a colleague.  
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