Ethical practice and how people professionals demonstrate and promote ethical practice at work.

(AC 1.1) Ethical principles and professional values 
[bookmark: OLE_LINK1]Ethical principles are described as ‘the codes of moral principles, values and rules that govern our decisions an action with respect to what is right and wrong, good or bad’, Buchanan and Huczynski (2020). Having ethical principles in an organisation sets the companies vision and values and these can be put into practice each day by all employees, especially people professionals. Following ethical practice and principles in an organisation builds trust and sets out expectations of behaviour when decision making, this was shared by Waite et al (2021). Professional values are our building blocks and can be personal to an organisation. We are all different, with different beliefs and opinions, that is why having professional values in place, can guide us when facing a situation where we must make a decision, Wisdom (2023) published this and later goes onto say ‘professional values are essential because it helps to portray a professional image through reliability, consistency, and honesty.’ People professionals practice ethical principles everyday in an organisation, for example, following data protection guidelines and keeping employee sensitive information safe and confidential. We as people professionals must declare that we will follow this code of practice to ensure the trust from employees and customers, (Indeed, 2022). 

(AC 1.2) Legislation and Code of Practice.
A piece of legislation that I would like to highlight would be The Data Protection Act. 
The Data Protection Act was established to keep the valuable personal information from harm. Organisations need to ensure they are being responsible with any personnel data they store. They also must follow the ‘data protection principles.’  Failing to follow this legislation could lead to large fines for the business, Kellett (2013). People professionals handle sensitive information each day, this can be information such as employee addresses and payment details or staff file notes. To comply with this piece of legislation professionals should check the security on how the information is stored, ensuring it is only accessible to whom needs the access. They may also consider how the information is used and ensure employees such as managers are using this information correctly. Professionals should also make sure that employees have data security awareness and the risks involved, this was shared by CIPD (Data protection and GDPR in the workplace, 2022).
A code of practice I would like to highlight is the anti-bribery policy. This policy is implemented in an organisation to prohibit the offer, gift, or acceptance of a bribe in any form to provide improper benefits to customers, employees, contractors, suppliers etc. People professionals can ensure the compliance of this policy by rolling out yearly Code of Conduct sessions to all staff and make sure all staff are fully trained with signed documentation of declaration. Professionals should also monitor and review the policy regularly, this was addressed by (GOV.UK, 2023).

(AC 2.1) How people professionals demonstrate respectful and inclusive working when:
Contributing views and opinions
As people professionals, contributing views and opinions would be common in a working day and it is important we expect that employees, leadership and executives can ask our perspective in different situations. It is important that we are confident in doing this, so the workforce is comfortable and trusts us. Organisations would naturally expect us to contribute as we are the ‘professionals’ who represent the employees. So, it is important that we know how to face these situations, Waite et al (2021) shares that recognising that there may be different opinions or contradicting views to what you contribute, and it is important to not take this personally. One example on how professionals can demonstrate respectful and inclusive working when contributing views and opinions is really thinking about how they communicate with their staff. The HR department are the heart of driving communication through a workplace. So, the way things are communicated is key to keeping employees feeling engaged and empowered. Examples of different communication techniques can be employee engagement groups, surveys and clearly written documentation that elaborates on the opinion or view, this was demonstrated by Graham (2021).
Clarifying problems or issues
When approaching problems or issues, people professionals should be equipped and knowledgeable to assist in these circumstances. We would approach the situation with certain problem-solving techniques. CIPD described ‘The Profession Map’ (CIPD, 2021) as using an evidence-based practice approach which includes six steps, asking, acquiring, appraising, aggregating, applying, and assessing. These steps are carefully collected to ensure you approach problem solving best equipped by collecting data, weighing the evidence, applying, and assessing the changes made. It should always be clear on why that certain decision was made and how it got to that, so people professionals should consider how they would communicate this to the group, this could be done with an organisational video update or a Town hall. If the problem does not affect the whole organisation, the communication can be more intimate with a smaller meeting or email communication updates, how can HR communicate and engage with stakeholders? Can be found online (LinkedIn, 2023)
Working effectively as part of a team
People professionals share the same goal, which ultimately is to support and manage the employees in line with an organisation’s direction, (CIPD, 2022). Collaborative working requires skills such as the ability to be a good communicator, listening skills and the ability to manage conflict if it arises. To demonstrate respectful and inclusive working whilst working collaboratively, an example would be, as HR professionals we would empower DE+I (Diversity, equality, and inclusion). Ecolab (2019) states that ‘Inclusion means a sense of belonging, feeling respected, valued and seen for who we are as individuals.’ Professionals can work effectively as a team if they embody and empower others with diversity and inclusion in a workplace. Mcinsy (Diversity Wins: How inclusion Matters, 2019) shares reports on insights why inclusion matters, the latest analyst reports a strong business case for diversity in leadership, proving that the most diverse companies are more likely to outperform diverse peers on profitability. This represents working as a team effectively because employees feel comfortable to speak up, are being listened too and it also strengthens employee relationships. 

(AC 2.2) Keeping up to date with people practice and world of work issues and developments. 
The HR department is an evolving field. Professionals have witnessed major changes and priorities and expectations are always being reviewed. Sands (2017) shares that as the department is evolving t some new responsibilities may be introduced and can be challenging, so it is important to keep up to date with changing trends. As a people professional representative, I personally have been staying up to date and relying heavily on LinkedIn. Being subscribed to popular HR pages and groups such as ‘HR Professionals UK’ and ‘CIPD HR-Inform’. I have been able to keep on top of my knowledge easily by accessing this on the go on my phone or computer. I have particularly enjoyed reading blog posts from the CIPD page where they also keep me up to date with important key dates such as bank holidays or religious holidays. 
I also find regular meetings and town halls with my HR colleagues is very useful as we are able to engage with each other and share useful information. For example, a previous HR Town Hall shared that ‘Right to Work’ checks were changing due to the pass of Covid. Attending these Town Halls, I am able to gather the right information, ask questions and learn from others.



(AC 2.3) Laura Wilsons Development Record

	Key Dates
	What?
	Why?
	What did I learn from this?
	How/have will I use this? Further actions?

	Jan-23
	Rolled out and headed Code of Conduct sessions to whole of Llantrisant site. I become owner of 2023 Code of Conduct sessions, meaning I had to train over 250 staff with a deadline of 1 month to ensure all completed. Online sessions were completed for staff with their own laptops but for 60% of the group, face to face group sessions had to be rolled out. I co-ordinated this with the leadership team, communicated with employees and set reminders. I also worked with the management team to arrange sessions around production and shift times. 
	Under company policy, all employees must complete Code of Conduct Training every year. Educating employees has so many benefits, for example it helps to create a respectful work culture. It is important we take the time to train employees so they have understanding and awareness of what consequences they may face if any of these codes are broke. It also helps employees understand what our values and standards are as an organisation, Daly (2022). Leading these sessions will also benefit me because this gave me a chance to step up and lead an initiative the best possible way I see fit. This also enhanced my relationship with the leadership team and my co-workers as most of these sessions I did face to face in a group setting and I was in constant communication with management, reminding them on the completion rates and deadlines. 
	I thoroughly enjoyed this initiative. I learned the importance of building a relationship with employees is very important in a HR role. It can boost the well-being of employees and build that trusted connection between HR and employee. CIPD (2022) shares that 'informing and consulting the workforce is a core management principle and should be a priority for every organisation.' This task really taught me that we must have great working relationships with our employees to be successful.
	My relationships with my co-workers are much better. As I was able to get to know a lot of the staff on a more personal level. I find that now they have no problem asking for my help or advice. It also enhanced my confidence to present, and this has given the relevant experience to take on extra tasks which are similar as I enjoy the training aspect of human resources. 

	Jan-23
	Attended a 'Mock Employment Tribunal Conference'
	During a one-to-one session with my manager, I discussed as a HR professional, there may be times where I would be in difficult situations. I felt my experience lacked and wanted to gain more knowledge and understanding in how HR professionals deal in these types of situations. My employment arranged for me to attend a 'Mock Employment Tribunal Case'. This was an online course which was 1.5 hours long. The first 30 minutes was learning what role HR plays in these cases and the last hour was the mock tribunal.
	I learned what role people professionals will play in these cases. How to stay professional and how to lead this the correct way. These situations must be dealt with quickly and properly to avoid any negativity in the workplace. Sometimes a situation can lead to a performance disruption, so it is key we follow the correct steps to address the concerns this was shared by Davidson Morris (2021). This give me an insight of a possible occurrence and now I feel I have more understanding, although I would still like to continue collecting experience in these types of circumstances.
	I now feel that I have some confidence when it comes to difficult situations and unpleasant conversations and what the correct steps are into getting the best outcome. I still feel that I could gain more experience in this and have asked to sit through more examples of any conflicting situations that may arise in the organisation.

	Mar-23
	Conducted a 'Round Table' Session. As our organisation has recently gone through an acquisition. We have grown over 53% in the last year. This means there are over 100 new employees who have joined us. I felt it was important to drive communication on site, so I chose 10 random employees and conducted a round table session.
	This initiative was to drive employee communication and culture. This was one hour for employees to share any suggestions, ask questions or go over any new policies and procedures that have been put in place. I felt for me that driving communication and a great working culture is really important. This gives me an opportunity to work with different functions from across the business and really drive the culture. 
	I learned that employees really like to engage with each other when they have an opportunity. This gives me time to reflect on the suggestions and make me understand what the employees want. HR has a role to really drive employee wellbeing and staff culture and this session give me an insight on the responsibilities HR professionals face. 
	I have an extremely good working relationship with others. I have already organised the next round table but this time I have allocated a member of the leadership team to lead this session. The management team are very engaging and appreciate these sessions for feedback and engagement purposes. Some suggestions that were made in the first-round table have already been rolled out to site, for example - Free fruit for all staff. We now have fresh fruit delivered 3 times a week for staff to enjoy. This boosts staff well-being at work.
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