



TASK 1 
(AC 1.1) Explain what is meant by ‘ethical principles’ and ‘professional values’, and how these might inform the way people approach their work. 
According to Lawton (1998) ethics are a set of principles such as integrity, respect, impartiality, accountability, etc that act as a guide to conduct and address questions of morality (Waite, et. al., 2021). It provides a set of standards for behaviour to act, follow a course of action or analyse different ethical situations.  These principles guide us to considerations- what is right or wrong, obligations, fairness and concerning rights when making decisions.

Professional values are beliefs and principles that guides an individual’s work behaviour. It may differ between people and professions. According to Weis and Schank (2009), professional values are necessary to reinforce professional identity and performance as it provides standards for acceptable practice and maintain integrity in the profession. As in CIPD’s profession map, there are three professional values all integrated members must have or follow such as being principle led, evidence-based and outcomes-driven (CIPD,2022a) which means that at every step of their decision-making or judgement professionals are bound by this obligation.  

Through actions every day, leaders in HR must build a culture of ethics and integrity as it is very important in building trust and respect in the wider society. Great leaders are also thought to follow strong ethical principles in generating developmental strategies and goals, governance, ethical employment practices in their organisations. In the same way professional values influence HR practitioners on how they approach their work duties. It makes them better equipped to follow standards of work behaviour. Professional responsibility guides HR practitioners to accept responsibility for their actions. The intent is to build credibility, respect, and strategic importance within the profession by adhering to working consistently to the highest standards of ethical and professional behaviour (SHRM, 2014). Often when HR is faced with ethical dilemmas such as discrimination or employment issues, HR should have critical and ethical thinking when making sensitive decisions(Polc,2021). At each step of the decision-making process is the consideration of moral rules and principles and rationale behind the outcome of any decisions. 



























(AC 1.2) 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. 
In the UK, Equality Act (2010) is a legislation that protects people from direct or indirect discrimination or any sort of harassment or victimisation at workplace and in wider society (GOV.UK, 2015). As set out in the equality act states that employers are obliged to pay men and women equal pay if they are performing equal work. Even if roles seem different some jobs can be classed as equal work (Acas,2022).  It is important to provide equal pay as it becomes an ethical issue and can be classed as gender pay discrimination, which creates barriers for opportunities for women. To close the gap HR can think creatively on job design, develop recruitment initiative to target women in underrepresented role and mentoring women to progress to senior roles (Closeyourpaygap, n.d.) as one of the main reasons is occupational segregation due to gender stereotyping as some jobs are only seen as male dominated industry. 

Code of Practice is a written guidance that puts practice the legislation setting up the standards, conduct and ethics workplaces need to follow. CIPD has set high standards of conduct to ensure that their members globally should work to protect the interest of the public (CIPD, 2023a). Their positive and active impact on working lives ensures as a CIPD member, one should champion and demonstrate employment and business practices that promotes people centred practice such as promoting equality, diversity, inclusion, and dignity (CIPD, 2023b). Any members who follow this ethical practice understands what is expected of them and that empathetic cultural and personal connectivity can lead to long term sustainability of high HR standards. They would use this as a guideline when developing policies that are fair and consistent for all and have equitable opportunity to achieve appropriate level of competence at work (CIPD, 2023c). 


































(AC 2.1) Describe how a people professional would demonstrate respectful and inclusive working in relation to: 

1. Contributing views and opinions
While expressing views and opinions that we value can be challenging, it is very important to understand that these opinions can influence business decisions and shape strategic goals. Demonstrating ideas and thoughts without being opinionated, grounding our thoughts with facts or evidence and being clear with our motives and avoiding ambiguity when communicating our opinions can show that we are confident in our roles and respecting our subordinates (Blank,2022). Listening without interrupting is also another way of showing respect to other employees’ opinions which allows them to feel heard and included. Therefore, as an HR practitioner challenging our own stereotypes and empathising with different perspectives and when grounded in a growth mindset that different ideas and views can make better decisions and promote inclusion. (Finkelstein, 2017). 

2. Clarifying problems or issues
As an HR practitioner, we more than often play the role of a mediator when clarifying any sort of problem or issues whether it be people or processes in an organisation. When an issue rises at work, line managers often would act as a neutral person so that parties in conflict can be heard without any impartiality. Recent research showed conflict management from HR is too formal, compliance-based, and bureaucratic (CIPD, 2022b) and sometimes aggrieved employee may feel that HR is likely to side with the management. With that in mind, HR should have an open mind when going into a conflict as preconceived judgements and notions can impact our thinking and behaviour (Schwartz, 2022). Guiding parties in conflict to find common ground themselves rather than supplying solutions to move on can help parties in coming up with their own solution (FHRC, 2018). 

3. Working effectively as part of a team 
When building teamwork in the workplace, HR leaders must always advocate that the idea of there is “one right way” dejects team spirit and hence deters employees from engaging in teamwork (Anderson, 2013). To work effectively as part of a team means that all ideas are welcomed and subsequently used to achieve a shared outcome. Valuing all team members by supporting struggling team members and encouraging psychological safety so that team members feel comfortable sharing their ideas by being their full authentic selves (CCL, 2023). Practice servant leadership approach which in theory is to role model behaviours that prioritizes team’s growth and well-being. If managers and HR implements this behaviour it can foster respect, trust, and inclusivity (White, 2022). 







(AC 2.2) 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. 

Joining a professional association such as CIPD has helped me stay informed with the broad spectrum of HR and HR related issues. The reason why I find CIPD as an effective method of keeping myself updated is one of the core behaviours in the CIPD profession map is passion for learning (CIPD,2022c) and having a membership has allowed me to access myriad of research, case studies, guidance and factsheet written by HR professionals. It helps me identify key trends and critical changes in business practices, economies and working lives such as the recent one being flexible working hours for employees in the UK. A guidance is available on how to manage these flexible working requests and its impact on creation of a diverse working environment (CIPD, 2022d). So as a people professional, these resources help me observe new developments to which I can determine to incorporate them to enhance working practices. 

Digital media magazines such as “HR Director”, “HR magazine”, “People Management” are some examples of great resource publications to keep myself updated on current news, trends and events on HR, and topics on leadership and management. Their articles talk through a wide range of topics relevant to different industries and are based on rigorous insight and best practices from experts in the industry. For instance, recent study published in People management on HR professionals facing employee relations issue more than before COVID cites those cases was seen more on wellbeing and mental health and EDI issues (Sriganthan, 2023a). As a people professional, this news brings awareness of what could be the possible underlying cause of the grievances and uprisal in ER cases and how to maintain a healthy working environment (Sriganthan, 2023b). 




















TASK 2
Describe (at least 3) activities you have undertaken to develop your knowledge, skills, and experience over the last year.  

	Key date
	What did you do?
	Why?
	What did you learn from this?
	How have/will you use this?


	20/06/2022
	Starting a new job role as a line manager
	To enhance my career skills as an employee, move into roles of greater responsibility, gain further experience in the field.
	I learnt a lot about people management, performance management, administration of HR related activity, importance of health and safety in workplace, how to be a leader and role player, and making decisions that are effective and supported by my team members.

	Since it is my second year of undertaking this role, I plan to continue learning more on people management as my goal is to become a People professional and work in the field of Human resources.

	17/08/2022

	Employee Relations Workshop
	Since being a line manager comes with dealing the human side of things, I wanted to get some training on Employee relations to prepare myself on how to deal with workplace issue and remain well versed with regulatory standards. 
	I learnt on how to provide guidance and navigation through rules and regulations governing the handling of grievances, disciplinary, performance and conduct issues, mental health support, championing diversity and inclusion.

	I continue to make sure that my team members are supported and included in every aspect of work-place decisions. I make sure that they are heard, and their well-being is the most important aspect of being a line manager.

	29/09/2022

	Enrolled into a CIPD certified level 3 course at UWTSD
	To commit to my professional development and build my credibility, access to sector specific information, free learning tools and opportunities to read case studies.
	This course has taught me about Evidence based practices, Organisational culture and its importance, and data analytics which previously I was not aware of. I was able to test my theorical knowledge in work and be able to utilise it in the most professional way.

	I have used this numerous times specially when decision-making becomes hard. I always refer to the principles of being a Professional practitioner and apply core values to tough situations.





Self-Reflective Journal 

Since taking the role of a manager, I learned that managers play a dominant role in the employee experience cycle and furthermore employee engagement, culture, promoting value and inclusion. I understood how important leadership and people management skills are if you want to build rapport with the team. With good people management skills, I can implementing the best management style with to boost motivation, productivity, morale, and culture of the organisation. I also analysed that with good decision-making abilities and problem-solving skills, people have a natural tendency to follow a leader (Indeed, 2021). Effective leadership also guides employees toward a common cause and boosts productivity with results alongside the benefits of a highly motivated and better performing employees. This has improved my critical thinking skills in managing a team with the available resources, and created a collaborative and fun working environment where everybody feels valued. 




Another activity I did was I went to several employee relations workshop which was tailored to managers and team leaders who are new to the role. The workshops were on workplace conflicts, harassment and bullying, absences and performance and conduct issues. It gave me confidence on how to deal with matters of disciplinary issues, the key aspects of disciplinary process, understand different sanctions employees may be given, etc.  At its most basic, employee relations strategy is to foster a positive relationship between its employees and management (Crail, 2022), which is why I think is very important for leaders to have an open mind on how situations in workplace are dealt with sensitivity and understanding. The learning outcomes will encourage open communication, make company culture the focus, reward and offer development opportunities, celebrate and embrace diversity (Vaughan, 2022). 


Lastly, studying a course in People Practice has been very beneficial to me in terms of the knowledge I have gathered so far. I have studied about Business and culture, organisational goals, and its importance and what can people professionals do to help an organisation fulfil its goals and at the same time support their employees. The role that a people professional plays in the real world is very different now to what it used to be before and has seen a massive trajectory from managing payroll to supporting the visions of the company through its people centric approach. Since becoming a manager, I realised how important the field of People practice is in an organisation as it involves the working with the most valuable asset of the organisation-its people. I believe the impact people professionals can have in the world of work is so much greater and aspirational to the upcoming generations, as we embrace change and develop better practices in the future to create a holistic working environment.
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