What are ethics and how can people practice professionals demonstrate and promote ethical practice in the workplace?

(AC 1.1) Explain what is meant by ‘ethical principles’ and ‘professional values’, and how these might inform the way people approach their work. 
Ethical principles were defined by Lawton and Skelcher (1999) as a ‘set of principles, often a code, that acts as a guide for conduct and a framework for behaviour’. Buchanan and Huczynski (2020) also defined ethical principles as codes for behaviour but added that an individual’s own morals are an important part of ethics and suggest there is right and wrong. It has also been suggested that there are three main ethical perspectives (Waite et al, 2021); deontology which is the view that there is right or wrong, teleology which is the view that an action is judged based on its consequences and utilitarianism which is based on morality and that actions which result in happiness are the right thing to do. The CIPD Profession Map suggests that ethical principles are what guides ethical behaviour or practice. It’s important to follow ethical practice to prevent us from making unethical decisions. Recently, Amazon have faced fines and damage to their reputation because of the unethical decision try to avoid paying certain taxes (Smith, 2021). People professionals can use scandals like this to learn from and to inform their approach to work to help them follow ethical practice which can support a positive culture and reputation for organisations (Hernandez, 2019). Ethical scandals can help to recognise and avoid unethical behaviour.
Values are defined as the principles and beliefs that guide behaviour (Cambridge Dictionary, 2011); professional values are those more specific to work professions. The CIPD Profession Map outlines three values for people professionals; principles-led (doing what is right), evidence-based (making informed decisions based on evidence) and outcomes-driven (how what we do creates value). Each of these values provide a guide for how people professionals should behave and approach their work. For example, if an organisation made changes to their working from home policy, they should consider potential outcomes and how the change would create value for the organisation, in order to be outcomes-driven.  
(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. 
The Equality Act 2010 is a piece of legislation that protects people’s rights from discrimination and promotes equality. The act outlines nine protected characteristics: age, race, disability, sexual orientation, gender, gender reassignment, pregnancy and maternity, marriage and civil partnership, religion and belief (EHRC, 2021). By ensuring that practices and policies are non-discriminatory and embedding the principles set out in the legislation people professionals can support ethical and professional practice within the organisation (CIPD, 2019a). One example of how a people professional can conform with the Equality Act is to ensure that in recruitment processes the job description, shortlisting criteria and interview questions do not discriminate in relation to any protected characteristics (McConnell, 2023; Popat, 2019) as well as ensuring that any reasonable adjustments requested by applicants are arranged to ensure equal opportunities (ACAS, 2022). People professionals can also comply with the Equality Act by being aware of and addressing unconscious bias. (ACAS, no date). 
The CIPD Code of Conduct was updated in January 2023 to try to embed ethical principles more deeply into the code (CIPD, 2022a). The code consists of five elements which outline the standards and behaviours that CIPD members should follow. One way that people professionals can conform with the code is to have ‘good character’ by being honest, professional, and showing integrity. The code also describes ‘professional service and competence’, a people professional can adhere to this by regularly self-reflecting to identify areas that need developing and addressing these (Tarrant, 2017). 
(AC 2.1) Describe how a people professional would demonstrate respectful and inclusive working in relation to:
· contributing views and opinions 
· clarifying problems or issues
· working effectively as part of a team
To encourage a positive workplace culture, it’s crucial that people professionals conduct themselves in a way that role models positive and professional behaviours. By demonstrating respectful and inclusive working people professionals can develop effective working relationships and promote positive workplace culture.
When contributing views and opinions people professionals can ensure they are being inclusive by speaking clearly so that everyone is able to understand what is being said. They might also encourage others to ask questions so that if someone doesn’t understand they can explain in a different way to try to help them understand (Herrity, 2023). It’s important for people professionals to support their views with facts and evidence. This demonstrates reasoning and justification for their views which can also develop the trust of others (Lamb, 2019). To be respectful and inclusive it’s important for people professionals to provide the opportunity for others to also contribute to discussions by actively listening (Mackay, 1998), valuing the views of others (Kumar, 2020) and understanding their perspective (Johnson, 2019). 
People professionals might face various problems or issues within the workplace and so it’s important to clarify these in a respectful and inclusive way to resolve them. Problem-solving models provide a guide of how to approach and resolve problems which includes clarifying and understanding the problem before looking for solutions (Chartered Institute of Management, 2020; Bataldan, 1992). By doing this we can show attentiveness and respect to those who raise problems. People professionals can also ask questions to evaluate their own understanding of the problem. This also shows the other person that you have actively listened to what they have said, which demonstrates respectful behaviour and shows that the problem is important to you.
For people professionals to work effectively as part of a team it’s important to recognise the different strengths and weakness of everyone in the team. To work effectively these differences should be embraced; a task that one person may struggle with someone else may exceed in. Having a ‘diverse team has been found to boost creativity and innovation’ (Stahl, 2021). This is one way that people professionals can demonstrate inclusive working as this helps ensure that everyone is included and can contribute to the team. 
People professionals can demonstrate respect and empathy towards others within their team and the wider organisation. One way is through non-verbal communication, for example we can show empathy through concerned facial expressions and make eye contact to show we are listening (Forbes Coaches Council, 2018). 
(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.
It’s important that people professionals stay up to date with people practice and work related issues and developments to help them to anticipate future changes that might impact their organisation. One way is through formal methods such as training courses, either online or in person, including practical training or webinars. Webinars are useful for focussing on a particular area or subject within people practice (CPD, 2021). I have personally found webinars incredibly effective as I’m able to develop my knowledge and expertise in specific areas that, through self-reflection, I have identified need further development (Gibbs, 1988).
People professionals can also keep up-to-date through informal methods, for example, online research, social media posts or registering to receive monthly newsletters (Forbes Coaches Council, 2021). I have signed up to receive the monthly magazine from People Management as well as daily newsletters via email from Personnel Today, HR Grapevine and the CIPD. I personally find this method effective as you can get quick and recent information to help keep on top of work-related issues and developments. They are usually quick reads and so I can read them when I have some time free during my working day. 
People Professionals can also benefit from using the CIPD membership. One benefit of this membership is that people professionals can stay informed of CIPD networking events where people professionals can meet and build connections with other people professionals (CIPD, 2021). These connections are important as we can learn from each other, for example, a people professional in another organisation may be in the process of implementing a new policy that your organisation is considering, we can learn a lot from the experiences and knowledge of others within the profession (Dennison, 2021).





(AC 2.3) Professional Development Record

	What did I do?
	Why did I do it?
	What did I learn and what was the impact?

	Assisted with organising and conducting employee appraisal reviews.


	To gain experience in how appraisal meetings are run and to understand their importance. I had recently read a CIPD Factsheet on Performance Reviews (Gifford, 2022) and this led me to wanting to develop my understanding of how appraisal review meetings work and how they help with the performance management of employees. 
	I gained experience of conducting appraisals including how to manage difficult conversations, for example, if an employee’s current performance is not meeting the required expectations. By participating in the appraisal reviews I have been able to develop my verbal and non-verbal communication skills in a way that helps me to have difficult conversations with people (ACAS, 2014). I want to continue to develop this skill and so have signed up to a webinar that discusses how to prepare for difficult conversations and adapt communication skills.  
I have learned more about the importance of performance management in the workplace, for example, in some of the meetings the employee’s perspective of their own performance was very different to how their manager and the partners of the firm assessed their performance. Being involved in this process has helped me to understand that performance management is important to ensure employees have a clear and accurate understanding of their own performance (CIPD, 2022b). I plan to do further research and reading around performance management so that I can better support this area within my workplace and find new innovative ways to managing performance to get the best out of everyone. 


	Completed an online Level 3 Health and Safety training course.


	Health and Safety (H&S) at my organisation falls under the remit of HR. To be able to support my manager with basic H&S duties and have a better understanding of H&S requirements.
	By completing this training, I was able to gain a greater understanding of basic H&S requirements and how this relates in with the duty of care that we have as an employer to not only our employees but also to contractors and clients that may visit our offices (Health and Safety Executive, no date). I learned what H&S training we are required to give to new employees on induction as well as regularly health and safety training requirements for existing employees. This knowledge will help me to better plan induction training for new employees (McCartney, 2022) as well as plan for annual training for existing employees. It has also made me aware of the health and safety processes we already have in the workplace that need improving as well as processes that we need to implement. I have since started putting together an online form for employees to complete as part of an Accident Reporting Procedure and have created a Display Screen Equipment checklist for new starters to complete as part of their induction and for our existing employees to complete annually. This will allow me to ensure that employees have the necessary equipment to therefore be able to work safely and prevent work-related injuries. 

	Researching online and reading articles about Mental Health and wellbeing.

	In January I was responsible for sending out our annual staff survey and collating the responses. The responses showed that mental health and general wellbeing was a concern for many of our employees. I wanted to better understand these areas and find strategies that the HR team and management team could implement to better support employee wellbeing and mental health.
	By doing this I gained greater knowledge of some of the main factors in the workplace that can contribute to poor mental health, such as job dissatisfaction, high pressure environments and negative work culture (World Health Organisation, 2022). I learned that to tackle these issues we need to firstly create and encourage a positive culture as well as an openness to discussing mental health within the workplace (Suff, 2022; Federation of Small Businesses, 2018). This activity led me to do some further research where I found a local organisation called ‘SOFit’ which partners with businesses to provide workshops for mental health and wellbeing and strategies to improve these areas. After gaining approval from the senior management team, I arranged for one of the speakers from SOFit to attend our annual staff training day to give a talk on mental health and demonstrating breathing techniques to support mindfulness and wellbeing. 
This activity also taught me that our employees could benefit from a longer-term wellbeing programme (Burton-Hughes, 2018). I have now put together a business case which outlines the importance of a wellbeing programme in the workplace, the benefits of a wellbeing programme and the risks of not having one, and some recommendations of programmes and strategies that we could implement. I was able to utilise the knowledge and information I had gathered from my research and reading activity in the business case that I wrote. This business case is currently being reviewed by the Senior Management Team and if they agree, I will then take responsibility for planning and implementing the wellbeing programme as I feel that undertaking this role will help me to stretch and develop me.
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