








Ethical Practice
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 are the rules and personal values which makes up ethical practice. Buchanan and Huczynski (2019) describe ethics as “the moral principles, values and rules that govern our decisions and actions with respect to what is right and wrong, good and bad.” Values are guides to behaviour; professional values demonstrate the type of person we are at work and can show people you are genuine, trustworthy and hold yourself accountable whilst maintaining professionalism, all aspects which help to build relationships in the workplace (Indeed Editorial Team, 2021). 
Ethical practice is the combination the ethical principles and personal/professional values that guide behaviour in the workplace. These qualities help people make fair decisions, treat staff with dignity and respect and take responsibility for actions. Organisations can set expectations of behaviours, similarly to how the CIPD Profession Map (2021) outlines the professional values for their employees: principles-led, evidence-based, outcomes-driven. For me, my values include reliability and accountability. Being a reliable person is important as it shows that you are dedicated to your work and want to do a good job. I value accountability because taking ownership for actions shows others it’s OK to make mistakes sometimes which can often be admired from a leader and encourages honesty. 
Ethical practice and professional values encourage organisations to ‘do the right thing’ (Institute of Business Ethics, no date). The Ethics at Work (2021) survey discovered more than a third of employees felt ethical standards in their workplace had improved since the pandemic (37%).  A CIPD report (Clark, 2015) outlines the eight ethical perspectives which encourage decision-making in the workplace. One of these perspectives includes the fairness lense where “everyone in an organisation should be able to agree to it, whatever their place in it.” (Clark, 2015)
Not adhering to ethical practices may result in many consequences; “the wrong decisions – or decisions which have been implemented badly – can have a significant impact on people’s lives and the reputation of organisations” (CIPD Profession Map, 2021). Amazon was recently found to be exploiting their Amazon Flex delivery drivers. Drivers’ hours were “capped at 40 hours per week” (Menegus 2017) and due to the pressure and number of parcels to deliver in a short period of time, this resulted in a “99% probability” of exceeding their block end time which was not paid for (Menegus, 2017). Lawsuits that were filed in 2015/16 consisted of several complaints such as “failure to pay minimum wage, failure to compensate overtime, failure to provide meal periods…” (Ethical Unicorn, 2019).

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.
Legislation regulates organisations and people’s behaviours. The Data Protection Act 2018 sets out the laws for collecting, storing, and using personal data. The Act has 7 principles which UK businesses must adhere to, to ensure all information is protected. If organisations do not comply with this act, there is a risk of them being prosecuted (Data Protection Act, 2018). I confirm to this act by ensuring I always treat personal information as confidential unless there is a safeguarding issue, as I have the right to over-rule due to my duty of care to staff and patients. Access to personal information is encrypted and only accessible to those who need it. 
Codes of conduct set out how employees are expected to act and how they should work. People professionals should be accredited by a professional body such as CIPD.  CIPD members should adhere to the CIPD Code of Conduct (2020) by demonstrating and promoting “sensitivity for the customs, practices, culture and personal beliefs of others.” Being culturally sensitive is important as it shows acceptance and inclusion of people; it creates a safe work environment allowing everyone to be themselves and use their voice without risk to their well-being, minimises bias and inspires innovation as well as much more (Indeed Editorial team, 2022). People professionals can demonstrate cultural sensitivity by being respectful to everyone, prioritise inclusion and celebrate differences at work.
3. Describe how a people professional would demonstrate respectful and inclusive working in relation to: (AC 2.1)
People professionals have a significant role in creating and encouraging positive, ethical culture at work for the benefit of both HR practices and our professional values and responsibilities. 
As people professionals, we can be the voices of those who are unable or choose not to speak up. It’s important to us as HR experts that everybody has a say to be able to get a broad understanding of people’s feelings. By contributing our views and opinions based off the information we gather from our staff, we can help guide organisations to desired outcomes. It is not always easy to speak up when our views may be different, but we have a duty to speak for our employees. Being clear about our intentions, preparing in advance before approaching a situation, recognising, and appreciating a difference in opinion (Waite et al. 2021, p.77-78) are all factors to maintaining respectful, inclusive working to contributing to views and opinions. 
Listening skills are a key aspect to being an inclusive people professional. We must use our listening skills very carefully to ensure we are understanding the problem and how this may have risen or how it can be resolved. We can check some details with the individual sharing their issues to make sure the most accurate information has been written down as well as reflecting on our understanding of the issue (Waite, et al. 2021, p. 78). To save creating a bias, it’s important to find out information from others for clarity and any additional information that may be useful. Raising issues early and showing empathy is also a way of working inclusively and respectfully when dealing with conflict. 
In teams, it’s important to have individuals with different strengths and contribute to the team just as much as appreciating others’ roles. This is highlighted in Belbin’s theory on team roles (Belbin, no date), where he believes there are nine roles grouped into three clusters that contribute to high-performing teams. Knowing the roles and behaviour of everyone will help teams work more effectively to achieve goals. This is something people professionals could implement in development sessions as well as recognising our peers’ strengths and putting people forward to tasks they will thrive in. 
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, that you have personally found effective.
Staying up to date with contemporary issues is important to an organisation as well as an individual for their own CPD. 
It is vital to ensure people professionals are up to date with factors affecting the workplace, so they can provide the best advice and support to staff. Carrying out a PESTLE analysis would help determine all the external factors that may have an influence on workplace issues, workplace life, or employees, and would help prepare people professionals so their advice is right, at the right time. CIPD recommends carrying a PESTLE analysis “as regularly as possible.” (PESTLE analysis, 2021). Subscribing to industry newsletters is another way of staying informed of the latest changes in the world. Harvard Business Review (HBR.org, no date) offer a subscription service with multiple ways of receiving information that contains the world’s organisational changes as well as case studies for best practice.  
To maintain my CPD and stay up to date with relevant changes, I find LinkedIn and the CIPD Newsletter the most beneficial to my needs. LinkedIn offers a wide range of information on organisations across the globe, companies distribute reports on their profiles, it has a learning section which enables users to undertake informal courses as well as a great opportunity to network with people with similar interests. I have benefitted from LinkedIn by connecting with people in my organisation and on the People Practice course as well as many other companies. It was also the first place I saw the People Practice course advertised. The CIPD Newsletter is guaranteed with the CIPD membership. You receive regular case studies via emails, as well as a People Management magazine in the post monthly. I have used resources and information from these newsletters in assignments as well as best evidence-based practice within my organisation.
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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?

	10/01/2022 – 17/01/2022


	HR Disrupted: it’s time for something different by Lucy Adams (2017)
	This book has been recommended by a number of colleagues and recently read by the Director of Workforce & Organisational Development before I joined the team. I wanted to read it to understand their perspective and what the aspiration of the future of human resource and organisational development looks like. There is a lot of terminology used by the teams I am unsure of but is explained in this book, so I wanted to ensure I was able to fully understand what my peers were referring to for my own benefit.
Lucy Adams takes a more modern and thought-provoking approach to HR and how it needs to change and adapt to suit the current workforce needs.
	After reading this book, I have more of an understanding of HR.  This book felt very relevant and gave me a boost in confidence to query why we do things the way we do. Lucy Adams encourages readers to challenge the standard HR processes and put the people first. 
I learned about the EACH model which stands for Employees as Adults, Consumers and Human beings (DisruptiveHR, no date)   
	Continue to develop as a People Professional and apply newfound concepts and ideas within this book such as the EACH model as well as query different ways of doing things. 
I feel confident to challenge my colleagues and leaders in a kind way to understand their decisions and put forward my own initiative and ideas to try and make them see situations from a different perspective.  

	03/02/2022 – 03/01/2023


	People Practice CIPD Level 3 
	To develop my knowledge and experience as I begin to pursue a career as a people professional. CIPD are accredited globally and is relevant and practical. It will help build my confidence in HR and has a wealth of resources available to stay up-to-date with case studies for best practice, worldwide changes in HR and real-life reports. The CIPD community also provides an immense amount of support and helps build a networking profile; connections can be made worldwide. 
	I have gained a wealth of knowledge around HR in the private, public and third sector. I have learned different theories and practices, have more of an understanding of analytics and why they are important, organisational cultures and much more. 
I also now have a thorough understanding of ethical practice and how to apply it to my work, the three types of influence on unethical behaviour; bad apples, bad barrels and sticky stations (CIPD, 2019) and what HR can do to intervene and resolve them. 
	I will use all the knowledge I have learned to pursue my career as a People Professional. I will continue to expand my knowledge and apply the theories and practices I have learned into my everyday work to handle difficult situations and make work a better place for staff. 
This course will also benefit me and my chances of being accepted onto the Level 5 course in April 2023. 


	05/07/2021

	TedTalks – Civility Saves Lives Dr Chris Turner (Turner, 2019)
	Dr Turner is a Consultant in emergency medicine and founded the Civility Saves Lives campaign which highlights the impact of civility in healthcare settings. 
Managers within my team have built relationships with Dr Chris Turner and have invited him along to some team meetings to facilitate a Civility Saves Lives session with a number of staff within Workforce as well as our Medical staff. I wanted to be able to fully understand the meaning behind Dr Turner’s foundation and why it mattered to us so much as a Health Board and to be able to use this knowledge in my everyday work. 
TedTalks are full of useful information and often have very interesting topics that I wouldn’t often look out for. I find TedTalks beneficial as I retain them much easier than if I were reading from a book. 
	The importance of being a civil colleague especially in difficult situations and the impact rudeness has on colleagues, bystanders as well as patients. I also learned how to approach unacceptable behaviour in a compassionate way and how to avoid it myself, by taking the time to have a conversation with the individual who is treating others unkindly as there may be something wrong. From his research, I learned that those who experience incivility in the workplace, “78% said that their commitment to the organization declined” and “25% admitted to taking their frustration out on customers” (Porath and Pearson, 2013) 
	Since watching this TedTalk and learning more about the Civility Saves Lives foundation, I can apply this knowledge to my everyday work and use it as a resource to signpost to those who are in need. 
I will also bear in mind and reflect on the facts and figures I have learned from Dr Turner’s research in difficult situations and to influence my team and colleagues across the Health Board. 
This campaign and it’s research has encouraged me to be a civil, compassionate colleague and to approach every situation with kindness. I will encourage a respectful culture within my team to help people be themselves.  
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