Ethical Practice
Ethical principles and Professional Values (AC 1.1)

The CIPD’s new Profession Map describes ethical practice as:
	“Building trust by role modelling ethical behaviour and applying principles and values consistently in decision making” (CIPD, 2023)
Conducting yourself in an ethical way, by following set principles, can have positives for you such as being trusted by others around you. However, being aware of ethical practice doesn’t always lead to a person acting ethically as they could still choose to act immorally. Knowing the difference between right and wrong doesn’t necessarily predict how a person will decide to act. 
How a professional behaves is the output that stakeholders see in practice. Underpinning this behaviour are three elements, which are, attitudes, values, and beliefs (Taylor and Woodhams, 2022, p.153). The consequences of a person’s actions can be judged as good or bad. This is an ethical principle known as Teleology. Considering the best course of action based on the best impact for the greatest number of people is called Utilitarianism. The third main ethical perspective is known as Deontology which states that there are fundamental good or bad choices based on justice, equality, and fairness. (Waite, K et al.,2021, p.70)
Someone who acts badly in terms of the choices they make in their professional life can be seen as lacking a moral compass. (Russell and Weeks, 2019, p.2) Although they may be aware of how to act ethically, they may choose not to if they think there may be a personal of financial benefit to them. This course of action might be in breach of a Code of Conduct or Code of Practice that they have agreed to follow, in which case they could be penalised for their actions. This is a risk they choose to take when making their choices. A Code of Conduct can vary according to the organisation in question. 

Legislation and a Code of Practice that support ethical and professional practice (AC 1.2)

The Employment Rights Act 1996 is legislation that outlines the rights of Employees and serves to ensure that Employers always act ethically and professionally during the employment. Subjects the Act protects are employees’ rights in areas such as maternity and paternity, unfair dismissal, and holiday entitlement (Lawbite, 2022). A People Professional would need to ensure that their work when preparing a worker’s contract details the right the worker has in line with the Act. If a worker is called to do Jury Duty, their employer must give them paid time off to perform this and must not discriminate against a worker because of this (UK Government, 2023).
A Code of Practice such as the Code of Professional Practice for Social Care is there to ensure staff conduct their work with integrity as well as establish and maintain trust and confidence of stakeholders (Social Care Wales, 2017). By following the Code, staff will maintain professional confidence which will lead to greater stakeholder satisfaction and trust.
If a situation should arise at work a member of staff can refer to the Code of Practice for guidance on how to act to ensure fairness. Alternatively, People Professionals can refer to the Code of Practice to provide staff with accurate advice on how to proceed correctly. ACAS can write Statutory Codes of Practice. People Professionals should familiarise themselves with relevant Codes of Practice which can be delivered by training.

Demonstrating Respectful and Inclusive Working (AC 2.1)

All staff members should feel valued, respected, and supported to perform at their best at work. Employers should strive to be inclusive and ensure that all staff feel this regardless of their background, identity, or circumstances. However, many employees do not feel like their organisation is as inclusive as it should be and have turned down a job opportunity because of a perceived lack of inclusion at an organisation. In particular, Women, Black, Asian and Minority Ethnic, and LGBTQ+ people feel that their careers have progressed more slowly because of barriers to inclusion at their organisation (McKinsey, 2020). Therefore, although progress has been made in the field of diversity and inclusion in recent years, there is still a lot of work to be done to become truly inclusive. In fact, being truly inclusive is not a destination, but rather a perpetual journey for organisations.
There are more clear barriers, such as an individual’s biases or discrimination which are a clear breach of Codes of Practice or the Equalities Act 2010. This is a clear example of unethical practice and should be dealt with swiftly. However, there are also unconscious biases and stereotypes which might not be so obvious. Organisations should plan a strategy to tackle these which would include unconscious bias training and promote healthy discussions around the topic.
Research has shown that if individuals feel included and valued there is a positive impact on team performance, collaboration, and decision-making (Taylor and Woodhams, 2022, p.160). This shows that is makes clear business-sense for organisations to invest time and resources into this field to improve the organisation’s performance.

Keeping Abreast of People Practice Issues and Developments (AC 2.2)
There are many ways to stay up to date with the latest development in the field of People Practice. These could include training, webinars, following relevant accounts on LinkedIn, studying a CIPD qualification, attending CIPD events. The need to stay up to date was highlighted by the Covid-19 pandemic where the information was rapidly changing. One result of the pandemic that is still truly relevant is the massive increase in staff working from home. This has brought positives for staff in terms of greater work life balance, but it has also brought challenges that have had to be overcome such as helping staff looking after their wellbeing while working from home (Dots, 2022). There are many guides that can help staff with this and staff training in my organisation has also helped. We have also appointed one of our staff as wellbeing co-ordinator for the organisation.
I have found that I can learn a lot by talking with other members of the HR department in my organisation. I am lucky to work with several members who are very experienced in HR, and I can gain a lot of information by learning about their careers and how the field has changed over the years. They are passionate about constantly keeping up to date with changes to this fast-moving field and we attend many webinars and training events. Rather than all of us attending every event we find it more efficient for on or two of us to attend and report back to the rest of the department. This is a far smarter way of working and allows the day-to-day running of the department to carry on.
I have also found the CIPD Community app to be a reliable source of information on a wide range of subjects and issues faced by some organisations. I often read how other organisations use analytics to inform decision making and what other software platforms are used in the field. We are using a new platform in our organisation and the transition hasn’t always been a smooth one, so learning from others’ experiences via the app has been especially useful. There are often useful recommendations for papers or podcasts to listen to and I now have a wide range of resources that I didn’t know of before hearing about them on the app. I understand that a degree of confidentiality is needed while using the app as privacy is paramount, but as it’s a space for People Professionals, all users are aware of this.


Task 2: Professional Development record (AC 2.3)

In March I attended a Menopause Awareness course which was delivered online by an external recruitment company. It was a one-day course which was advertised as part of their World Menopause Awareness Day activities. I was keen to register for the course as I work in an organisation where 95% of the workforce is female. As a man, I felt I needed to increase my information about the menopause to be able to support colleagues, who are going through this time in their life, with understanding, and to learn more about how the menopause can affect women at work. I have always enjoyed working in an organisation where men are in the minority as it is so different to the usual make-up of an organisation. I am in a privileged position to experience this but also feel I have a duty to be aware of women’s issues such as menopause, periods, and pregnancy. This course was useful for me as an overview to the menopause but that I would need to follow this up with further reading to expand my knowledge and understanding, especially around employment law.
Following the course, I spoke to my line manager about how I can utilise this information in practice. I feel far more confident in being able to talk to staff who come to me with an issue regarding the menopause and I know that some staff are pleased to hear that I attended the course. It has already opened the door to some supportive conversations.

Over the past year I have been studying for a Level 4 certificate with the Institute of Leadership and Management. This is an 18-month course which I am doing alongside my work where I meet with an assessor every few weeks to log my progress and set new tasks. I wanted to do an ILM course for two main reasons. Firstly, because I haven’t got a university degree, I felt this would benefit me when applying for higher positions within or outside my organisation in future. Secondly, I was aware of how many people undertake an ILM course, 70,000 per year, and that 93% of employers see an improvement in their managers (Nutley, 2022). 
I believe the course has helped me to better align my role with the organisations core values and vision. Although I already knew the organisation’s purposes, having worked here for 20 years, I feel it has been useful to revisit and discuss these with a fresh outlook on my career. It has made me more driven and focused on work and has helped show me that my work is worthwhile. This, in turn, has positively impacted my relationship with my colleagues as they have seen my renewed enthusiasm and have been more positive themselves. Following the elements of the course I have been given an opportunity to influence the strategic direction of the organisation by sitting on the Diversity, Equality, and Inclusion sub-committee. I am passionate about this work and want to work to remove any barriers people encounter when applying for a role with Mudiad Meithrin.

In October last year I attended a course on Language Assertiveness. This was delivered over three sessions on Microsoft Teams and included breakout rooms where we could discuss the type of language we tend to use in different situations. It was centred around Welsh as a minority language, which is the language I use day-to-day at work. I wasn’t sure about going on the course initially as it didn’t strike me as truly relevant to my work and it took three days where I could be doing my day-to-day tasks, but I decided to attend following positive feedback from colleagues.
I found the course remarkably interesting as it got me thinking about the type of language I use, and why this varies in certain situations. It also showed how the language we use can impact the type of response we receive from others. I have used several of the techniques we were shown on the course, and it has made me far more self-aware about the language I use especially when talking to Welsh learners. We had the opportunity to learn from other minority language speakers from Basque and Brittany and this gave me a very useful insight from an outside perspective. I don’t think I would go on many language courses as it isn’t as interesting to me or as useful to me at work, but I am glad that I decided to attend this one.
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