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1.1: ‘Ethical Principles’ and how these can inform the way people behave at work

Ethical principles and professional values guide individuals and organisations in making
decisions that are morally in line with professional standards. These principles will not
only help workers personal behaviour but also influence how their work is approached.

Ethical principles include respect, equality and fairness which can guide conduct and
decision making, creating a positive and productive environment. Respect is
fundamental in promoting an inclusive and supportive work environment by valuing
diversity and treating colleagues with fairness and consideration. By treating others with
respect this will help reduce workplace conflicts, leading to better work relationships
and standards of work. Equality is treating individuals equally and making unbiased
decisions will create a comfortable working environment for all employees. Individuals
should be given equal opportunities within the workplace, in order to keep a happy, and
motivated workforce. When signs of favouritism and discrimination begin to show this
causes a divide in the workplace leading to poor teamwork and conflict. Being diverse
while hiring and making promotion decisions will create a culture of equality within the
workplace. The Equality Act 2010 legally protects people from discrimination in the
workplace and wider society. Types of discrimination includes direct and indirect
discrimination, harassment and victimisation towards individuals with protected
characteristics. There are 8 protected characteristics which are age, gender
reassignment, being married, pregnancy or maternity, disability, race, religion, sex and
sexual orientation. These protected characteristics are protected in many places
including work. If they have been unfairly discriminated at work, taking action with
Human Resources, as well as external help such as ACAS, Citizens advice or a Trade
Union Representative. This way, you can use mediation to come to a ‘dispute resolution’
or even take your employer to a Tribunal. (Gov, Discrimination: your rights: What you can

do - GOV.UK accessed April 2025) Fairness is portrayed in the workplace by
management treating all employees with respect and appreciation. Managers will base
this fair treatment on employee behaviour and their work environment. In fair and
respectable workplaces, managers will treat their employees with dignity and respect
regardless of their demographic status or relationship to other members of their
organisation. Fairness, Equality and Respect must begin at the top, within managers
and seniors of the company. If a company has directors and seniors which are
susceptible to being unfair, unethical and easily influenced by corporate culture they


https://www.gov.uk/discrimination-your-rights/what-you-can-do
https://www.gov.uk/discrimination-your-rights/what-you-can-do

can be recognised as ‘Bad Barrel’ (Zimbardo, 1971, Stanford Prison Experiment’ This
unethical behaviour can be passed down through the company. However, ‘Bad Apples’
is the notion which blames a few unsavoury individuals which can toxify a healthy
working environment. (CIPD, 2019, Unethical workplace behaviour: Rotten apples, bad

barrels and sticky situations | CIPD)

1.1 ‘Professional Values’ and how these can inform the way people behave at work

In the workplace, professional values and principles guide ethical and effective
behaviour which results in integrity, honesty and accountability. Accountability is taking
responsibility for one’s actions decisions and outcomes. If there’s a culture of trust and
responsibility within the workplace this will ensure motivation, pride and care within the
employee’s work. This creates a culture of ownership and wanting to strive and exceed
expectations in their role. Integrity within the workplace portrays selflessness due to
acting with honesty and ethical behaviour, prioritising doing the right thing over personal
gain. Integrity means being trustworthy and committed to carrying out the duties that
you are responsible for. It’s an important trait that can help you build positive and
supportive relationships at work. It shows that you as an individual are dependable,
honest in your interactions and in communicating with others. Having strong
communication skills can also help show integrity by acknowledging the needs of
others and also showing empathy. Having the ability to communicate effectively can
help construct an ethical, professional brand. (Indeed, Hanne Keiling, 2025, Available
at Core Values in the Workplace: 80 Powerful Examples | Indeed.com accessed April

2025). When you remain open and honest in communicating with colleagues and
managers, they will more likely come to you when needing help, if you have questions or
need extra help is needed you would be the first point of call. Remaining honest within
your work will display trustworthiness, and set achievable, yet important standards to
other colleagues.

1.2 - Three examples of how you a member of the people practice team, conform
with the Equality Act 2010

Members of the People Practice Team must conform with the Equality Act 2010 to help
strengthen protections against discrimination and equality. This act of Parliament
provides a legal framework to protect individual rights.

Conforming consistently with relevant regulations and laws within the context of ethics
and professional practice is necessary for creating trust and compliance. By regularly
updating yourself on the laws, regulations and codes of conduct that apply to your
industry/profession. For example, within any profession HR needs to ensure that they
know workers’ rights and if any new bills are being made into laws. (Prestige Network, 12
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Essential Steps to Ensure Your Company is Fully Compliant with the UK's Equality Act |
Prestige Network accessed April 2025)

The Equality Act 2010 prohibits direct and indirect discrimination, harassment and
victimisation. Familiarising yourself with ethical guidelines on codes of conduct can
help create a trusting and professional workplace. For example, using ACAS for codes of
practice, or a Trade Unions Representative’s advice can help keep decisions fair and
legal within your workplace. Following a code of practice guide for disciplinaries and
grievances will ensure a fair decision from the employer. Consulting legal advice when
in specific situations and dilemmas is necessary to ensure all decisions are ethical and
in line with the codes of practice. By seeking legal advice, following the right steps and
creating a fair decision will help employees build trust with their employer. Using
professional expertise in situations will also help you with future decisions as
consulting professionals will teach you the correct way to go about certain situations.
This can also help train your own staff in accessibility. Training staff on the principles of
accessibility and equality, while also addressing areas of discrimination within your
company. This is to ensure that your staff know their roles when it comes to
implementing policies and procedures regarding the Equality Act. Arecommendation is
to appoint an Equality Officer. An Equality Officer will help the people professionals in
overseeing and implementing initiatives which promote inclusivity and accessibility
within your organisation. The appointed Equality officer can then consult with disabled
individuals and organisations to improve your accessibility initiatives within the
company. Gaining insights from first hand perspectives will help the company become
aware and informed about real life issues which effect people on a day-to-day basis.

2.1- Please summarise different ways people practitioners can demonstrate

respectful and inclusive working:

Demonstrating respectful and inclusive working fosters an environment where diverse
perspectives are valued and everyone feels heard. Firstly, being open and constructive.
Respectfully offering your opinion will add value to the discussion. Sharing your
thoughts which are open-ended or in a manner which can promote dialogue from
colleagues can help them feel included and that they are allowed to be open on how
they feel about dilemmas / situations within the workplace. Acknowledging others’
views will help employees feel like they have a voice within the company. By showing
employees that you value their opinion and allow their voice to be heard will create an
environment in which work standards will soar due to workers being respected.

Listening actively in discussions will help gain different perspectives of a situation in
work. Encouraging diverse input by requesting feedback from employees including the
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few who might feel less comfortable speaking up. This is to ensure all voices are heard
in problem solving and decision making within the company. Asking questions to staff,
which are non-confrontational can encourage staff to speak up which will lead to a
good employer employee relationship. Open ended questions such as ‘Is there anything
preventing you from doing your job well?’ These questions give workers a chance to
open up to employers by giving feedback and advice on how to improve aspects of the
role.

Communicating inclusively enforces a culture of equality within the workplace.
Ensuring all messages are clear, transparent and accessible can help employees of
different backgrounds understand the messages that are being portrayed. Also,
employers should make messages easily accessible to avoid behaviour that may
alienate some team members. Respecting diversity and inclusion can be recognised by
appreciating different backgrounds, opinions and perspectives. Recognising that each
team member will have a different viewpoint is the first step to making the workplace
somewhere which brings different characters to work together instead of isolating
particular employees. Tuckman’s model, 1965, suggests that the natural progression of
the workplace follow a particular pattern which is Forming, Storming, Norming,
Performing and Adjourning. Forming is where the employee is full of optimism however
uncertain about team roles and goals. Interactions are polite and only surface level. In
the forming stage, it’s focused on getting to know each other and understanding the
project scope. The second stage is Storming. In this stage there’s conflicts and power
struggles which tests the leaderships authority. This stage is also where personalities,
work styles and expectations become evident. There may be difficulty resolving
disagreements causing tension and potential conflicts within the workforce. The third
stage is Norming. Norming is where the team begins to resolve conflicts and establish
an understanding of each other’s roles within the team. There’s improved collaboration
alongside clearer roles and responsibilities. The fourth stage is Performing. Performing
is where there’s high productivity and effective decision making within the team. The
team will need minimal supervision as they are operating effectively. Creativity and
innovation are also at its peak. Lastly, is Adjourning, this is where there’s reflection and
evaluation within the team on completion of tasks and projects. Team members may
feel a range of emotions as they reflect on what they have learnt and begin to yearn for
their new roles within the business.

Tuckman’s model may have some limitations due to its oversimplification and cultural
differences. Some teams in real world scenarios may experience non-linear progress or
skip the stages altogether. In addition, diverse teams may face unique challenges which
aren’t captured for example, cultural differences. (Tuckman’s Model, Forming Storming

Norming Performing | Tuckman's stages of group development explained [with diagram]
— BiteSize Learning)
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2.2 -Three recommendations for how people practice team members can find out

about current issues and development in the world of work and people practice

A few ways you can show inquisitiveness about issues within the people profession
include, staying updates, engaging in networking and conducting surveys.

Staying updated within the people profession includes regularly reading industry
specific publications blogs and news sources. HR focused outlets such as CIPD and
ACAS can keep people updated on the latest updates within the profession. By
subscribing to newsletters, attending webinars and podcasts on people management.
Podcasts such as ‘HR Besties’ cover topics of HR such as ageism and fair management
while making it enjoyable to listen to. These podcasts are free and can benefit greatly to
one’s role.

Engaging in networking by connecting with people professionals in HR or people
management through apps such as Linkedln can help connect with people, build a
brand and research companies and their employees. A platform such as Linkedln can
encourage users to ask questions, share insights and become more open to diverse
viewpoints.

Conducting surveys and interviews can be another way of gathering information and
insights from employees, peers or leaders within the profession. This approach will help
teach you first handedly about issues that have arisen within your company. By creating
your own survey, you maintain control over the quality of the data collected and ensure
that its objective, reliable and valid. (ACAS, 2025, Acas Codes of Practice | Acas)

2.3 - Briefly explain how people practitioners can be proactive in their approach to

continued professional development (CPD)

Demonstrating proactive approaches such as self-assessments, setting SMART goals,
career goals can encourage developing, recording and reflecting on your professional
knowledge, skills and experience.

Self-assessments periodically assess your strengths, weaknesses, skills and your areas
for growth. While self-assessing, reflecting helps keeps track of milestones, challenges
and keeps skills documented. Reflecting can help understand your own strengths and
weaknesses. Setting SMART goals — Specific, measurable, achievable, relevant and
time-bound. SMART goals can help achieve goals on time, stay focused on end results,
identifying areas which need improvement, encouraging bad habits, allow for better
goal tracking, and boosting motivation. Setting clear career goals and adjusting the
goals based on new information or challenges can ensure your targets are achievable.
Also, keeping goal tracking documents of your skills and knowledge learnt can help
record the progress you have made so far within the role/company.
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ACAS Course
22/04/2025
Ethical practice

Attended/completed a course

HR for beginners - two 3hr sessions over two consecutive days
event Certificate.pdf

Training_ | Acas

| am reflecting on the ACAS courses | have completed over the last
few months. The first course | completed was 'HR for Beginners'
and went on to do more in-depth courses around disciplinaries, fair
and unfair dismissals. These courses have offered foundational HR
knowledge, and practical guidance on handling real life scenarios
which is used in my day-day work. One of the most significant
benefits has been a deeper understanding around best practices
and managing employee relations. This training has also helped me
clearly understand grievances and disciplinary processes, absence
management and legal frameworks. As a result of the ACAS courses
| approach these matters assurance and empathy while being fair
and compliant. ACAS' courses emphasised communication, conflict
resolution and mediation skills which have been valuable in
progressing in my work. | am now answering phone calls and emails
with professionalism and empathy, while navigating a challenging
situation/conversation. In summary, ACAS HR training has not only
enhanced my technical HR knowledge but has also given me the
confidence to deal with challenging queries in a confident and
professional matter which | am applying to real-life situations.

From these experiences on the HR ACAS courses, | have learnt
many rules around HR in order to ensure everyone is treated
equally and fairly. Before taking the courses, | had a general
awareness about employment rights and responsibilities, however
the training gave me a much clearer and in depth view around the
legal frameworks of employment, discrimination, redundancy and
disciplinaries. | can now confidentially differentiate between fair
and unfair dismissals, and understand the procedures that need to



3. How does this change the
way you'll work in the future?
(Suggest 180-220 words)

4. What else have you done -
or what will you do - for this
learning experience to have a
wider positive impact (eg, on
others, your organisation, the
profession, society)? (Suggest
100-150 words)

be followed to avoid legal risk. | also check on recent legislative
updates, to ensure I'm up to date in a constantly moving legal
environment. Additionally, | have increased confidence and
professional competence when it comes to handling sensitive issues
appropriately and professionally. The courses have helped me
become a more credible point of contact when colleagues and
employees have queries for HR. Furthermore, ACAS integrate real
life scenarios and case law into the learning process. These case
studies brought an aspect of reality which shows how theory can
translate into real life situations.

Overall, the ACAS courses have not only enhanced my technical
knowledge but also developed my skills and judgements. Using the
things | learnt in the courses, | will have greater confidence making
decisions and offering advice to colleagues. I'll be more comfortable
in handling sensitive situations knowing that I'm operating within
the law and best practices. This will reduce risk for the organisation
and help ensure that all actions are fair and transparent. ACAS' core
values has influenced my mindset...including fairness, respect and
dialogue. | now have more understanding on how policies and
procedures affect real people. Going forward, I'll ensure that the
approaches | take are all legally compliant, compassionate and
inclusive. | will prioritize empathy, clarity and communication when
following policies and advising in cases. These courses also
reminded me how quickly laws and best practice may evolve in my
time working therefore going forward I'll make it a habit to
continuously check updates, case studies and staying informed
about ethical people practices. This proactive learning will ensure
that my knowledge is current - and sharing that learning with others
where | can. | believe that this training is essential to professional
and development.

In order to have made the courses worthwhile | have ensured to
embed it into everyday practice. For example, using template
documents and guidance notes from ACAS best practices, in order
for them to reflect more current and consistent approaches. I've
also contributed to my team by reviewing internal policies to ensure
alignment with best practice, and current laws and regulations. | will
continue to attend ACAS courses, in order to improve relationships
at work, deal with conflict, review best policies and practices, and
keeping up to date with legal requirements. | plan to attend courses



which are based around equality and wellbeing as this is something |
feel strongly about, in and out of the workplace.
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Menopause Workshop
28/04/2025

Ethical practice

Reflection from a course activity
N/A

In University | attended a seminar in which a guest speaker came in
to talk about menopause in the workplace and how it can seriously
effect women mentally and physically. This seminar helped me gain
a better understanding on the range of symptoms employees may
experience during menopause, including physical, emotional and
cognitive changes. Menopause is still a taboo topic in many
workplaces which is why there's a lack of support and policies in
place. The seminar also highlighted the importance of creating a
menopause-friendly workplace by introducing flexible policies,
flexible hours, temperature controls and awareness training for
managers.

Menopause is severely under discussed within workplaces even
through it is a significant part of many employees lives. Many
employees may experience symptoms which effect their
performance at work. Symptoms such as hot flushes, brain fog,
fatigue and mood swings can all effect the way they work. However,
due to the stigma and lack of awareness it's often not openly
discussed which leaves employee without the help they need. We
should also be creating a supportive environment for those with
menopause. It isn't just about offering physical accommodations
such as temperature control, it should also be creating a
comfortable environment where employees feel comfortable
discussing their challenges at work. Empathy, flexibility and
awareness are needed to make employees feel supported sand
looked after. | also learned that menopause related symptoms could
potentially be classified under the disability or health conditions,
making it important for companies to address menopause
proactively. Failure to do this could risk in legal ramifications, such
as tribunal, if employees are discriminated against due to their



3. How does this change the
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(Suggest 180-220 words)
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menopausal symptoms. | also gained practical insights into what
workplace adjustments could help, including flexible hours, private
spaces to take breaks and training managers to better understand
and accommodate to menopause related challenges.

In the future | will be more focused on incorporating menopause
related considerations into HR policies within the company | work
for. This means that in the future when I'm reviewing or creating
workplace policies I'll prioritize inclusivity for employees
experiencing the effects of menopause. | would also advocate for
managers to enrol in training so that they can recognise the
symptoms sensitively. | believe that approaching the topic with
confidence and openness will help normalise the topic, and create a
safe space for employees to talk about their struggles and
experiences with menopause. By normalising the topic, managers
and team leaders will become more aware, while reducing the
stigma around the topic. In the future | will also consider advocating
for specific accommodations in order to support employees going
through menopause. Empathy and sensitivity will be supportive
ways so | can ensure employees with menopause are seen and
heard. | may find myself leading initiatives that promote greater
sensitivity and awareness to other employees and managers. | will
help employees become more mindful and helpful towards
employees that are struggling with menopause symptoms in the
workplace. Over time | believe that | could help individuals
experiencing menopause but will also contribute to greater
employee satisfaction and retention and overall productivity in the
workplace.

As I've already attended the seminar and gained valuable knowledge
on how menopause affects employees at work. | have shared
information | have learnt, as well as leaflets and links to websites
with my team at work. In the future I'll likely make it a point to raise
awareness on this topic more broadly within my organisation to
ensure that everyone is aware of this issue which is effecting
employees on the daily. | would also like to review our policies to be
proactive within my company and creating it a more comfortable
environment to work in. | will suggest more flexible working hours,
creating a menopause specific policy and introduce measures to
employees who experience repetitive symptoms.
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HR Besties podcast
29/04/2025

Other

Reflection from a course activity
N/A

HR Besties Podcast

The experience I'm reflecting on is listening to the HR Besties
podcast. The HR Besties is a podcast on YouTube and Spotify in
which 3 best friends aim to blend humour and expertise within
topics around HR. They discuss topics such as toxic workplaces,
employee relations and leadership challenges and the quirks of
corporate life. Their candid conversations resonate with HR
professionals and navigating the complexities of modern work
environments. The hosts are Leigh Henderson, Ashley Herd and
Jamie Jackson. Leigh has almost 20 years of corporate HR behind
her and also runs the @HRManifesto on Tiktok. Ashley is a founder
of ManagerMethod and offers practical advice for managers from
her experiences at companies such as Yum! and McKisney. Jamie is
the creator of Humorous Resources and Millenil Misery and uses
humour to address the problems of corporate life and HR.

From listening to the HR besties podcast, | have learn how
important it is to bring authenticity, empathy and humour into a
profession like HR - especially when dealing with complex or
uncomfortable topics such as toxic workplaces, difficult leadership
and employee disagreements. The podcast hosts emphasise the
human side of HR, showing that being transparent, supportive and
assertive is just as critical as knowing policies and procedures. | also
gained insight into how HR professionals can influence positive
change by being brave enough to challenge outdated practices and
advocate fairness and inclusivity. Their stories have helped me
reflect on the kind of HR practitoner | want to be - one who leads
with both strategy and empathy. In the episode 67: Favouritism and
nepotism | learnt how these practices can undermine morale, create
a lack of trust and create divisions among teams at work. The hosts
emphasise the importance of addressing these behaviours tom
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maintain fair and inclusive workplace. My key takeaways from
listening to this episode was how preferential treatment to certain
employees can cause a higher turnover of staff due to unfair
treatment in the workplace.

Listening to the HR Besties podcast, especially the episode on
favouritism and nepotism has made me much more aware of the
subtle bias and unequal treatment can effect workplace morale. In
the future | believe | will be more intentional in promoting equity
and transparency in areas of my work, and will educate my team on
the information | have learnt while listening to the podcast. | now
realise how important it is not to just follow policies but to actively
challenge practices that might seem harmless but create long-term
harm such as overlooking particular candidates due to bias or
connections. I'll ensure every hiring or promotion decision | will
make in the future will be documented and aligned with company
values. This episode also reinforced the importance of creating
psychologically safe spaces, where employees feel confident raising
concerns about fairness without retaliation. The podcast has
encouraged me to advocate impartiality and model inclusive
workplace culture for others.

To ensure that this podcast has a broader impact | plan to share key
takeaways with my team - and encourage them to listen to the HR
besties podcasts themselves. There are a range of episodes covering
different aspects of HR which | believe my team would enjoy while
being educated further in their role. | can educate around the risks
of unconscious bias and the importance of fair, transparent
processes in recruitment. The hosts made it clear that HR
professionals must do more than just follow policies - we have to
actively safeguard fairness and integrity in people practices. | will
ensure that we as a company embed language of fairness and
inclusion into job adverts, interview guidelines and onboarding
materials.




