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1. a)
Ethical practice is the use of ethical principles to help organisations and individuals to determine what is right or wrong in the workplace. It applies in all aspects of workplace conduct, assisting and guiding behaviour in various contexts. 
The principles can promote integrity, fairness and respect in the workplace, and in turn shape behaviours. Ethical decision making is crucial not just on a personal professional level, but to the organisation at the core. 
As a member of the people practice team I will continue to make responsible choices, that will continue to strengthen my own professional principles and values. I would hope that my behaviour can impact the team in a positive manner, to promote good ethical principles across the workplace. 
The main ethical principle that I keep at the forefront of my mind is, professional service and competence. In my role in the people practice team I adhere to this by remaining confidential in all aspects of my work. This builds trust within the team and complies with GDPR. 
When ethical principles are practiced in mass, it can create a domino effect of responsible, positive choices within the organisation. Promoting collaboration, employee satisfaction, productivity and increased commitment to the organisation. 
In turn unethical behaviour can have a negative impact on not only an individual, but across the organisation. Looking into the 8 ethical lenses, it enables the decision maker to decide on what choice is right for them. The 8 ethical lenses are – 
· Fairness
· Merrit 
· Markets 
· Democracy 
· Wellbeing 
· Rights and duties 
· Character
· Handing down 

1. b)
Professional values are fundamental to running a successful organisation. These values act as a moral compass and the framework for success in various areas of the business. A key example of this is Betari’s Box. 
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(Corporate Coach Group,2025)

Work, people and professionalism matters. 
Core behaviours of good professional values can include – 
· Ethical practice 
· Professional courage and influence 
· Valuing people 
· Working inclusively
· Commercial drive 
· Passion for learning 
· Insights focused 
· Situational decision making 
When these core behaviours are displayed it can inhabit a trustworthy environment where employees and stakeholders feel safe and at ease, to flourish. This will then contribute to success in other areas of the organisation. Integrity is a core professional value to uphold, and an important trait for a member of the people practice team. Displaying integrity builds trust, ensures accountability and fosters ethical decision making. 
On the flipside, when professional values are not adhered to it can cause a negative impact, that can affect the individual and the team. 
 This can create low morale and lack of engagement in professional tasks, bad decision making, lack of trust within the organisation and attrition within the organisation. 
An important wider concern to note, a potential poor reputation for the organisation. This could be both internally and externally.
This could impact profit and sales margins, which is going to create a chain reaction across the whole organisation. 
2.
The Equality Act 2010 protects people and their characteristics from discrimination in the workplace.
The Equality Act was put into practice in October 2010 to replace previous laws, spanning across 116 pieces of legislation into a single Act. This makes the law easier to navigate and understand. 
As a member of the people practice team, conforming to the Equality Act 2010 is crucial in ensuring fairness, inclusion and legal compliance in all HR and employment practices. Below are three examples of how I conform to the Equality Act 2010. 
· Recruitment and selection – The Equality Act 2010 prohibits discrimination in recruitment practices. As a people practice team member, I must ensure that job descriptions, advertisements and interview processes are designed to be inclusive, fair and offering equal opportunities to all candidates. Our internal recruitment system hides all candidate’s personal information to minimise unconscious bias and to ensure all recruitment decisions are fair and equal. 
· Payroll – As a medium sized organisation of 250+ employees, we are required by law to submit our gender pay gap data on an annual basis. Failure to do so would breach the Equality Act 2010, and potential penalties issued from the Equality and Human Rights Commission (EHRC). This ensures the organisation adheres to equal pay for men and women, doing equal work. This also covers contractual terms and conditions, such as holiday allowance, sick pay, pension and redundancy pay. As part of the people practice team it is within my role to work closely with colleagues in payroll to ensure audits in equal pay are carried out and regularly review any policy changes or updates to the Act that can impact employees. 
· Disabilities – One of the nine protected characteristics of the Equality Act 2010 is disabilities. The Act defines when a person is deemed disabled. As a member of the people practice team it is imperative that I aid supporting disabled employees with reasonable adjustments, such as. 
· Flexible working hours 
· Modifying work performance targets 
· Accessible format such as Braille, coloured paper etc. 
· Designated car parking 
· Accessible toilet facilities 
· Wheelchair access 
This Act covers potential employees, anyone that attends an interview will be asked and given the option to request adjustments within the interview process, without prejudice. 
The Equality Act 2010 legally protects people within the workplace and wider society in Britain, this does not include Northen Ireland.
3.
People practioners play a crucial role in fostering a respectful and inclusive working environment, where all employees will be valued, included, supported and heard.  It is vital that throughout the chain of command there is transparent and open communication, that will allow employees to talk without fear of judgment and potential repercussion. Psychological safety is crucial for the team dynamic, so people can feel safe at work to take risks and be your true self. 
3. a)
Promoting a workplace culture that encourages open communication is key to a successful business model. Employees that feel valued and heard are more likely to be happy and successful within the workplace. 
Using inclusive, neutral language in daily workplace communications is key to nurturing this. Aswell to extending it to job adverts and descriptions. It is key for potential employees to have a positive impression of the organisation from the onset. Many interviewing candidates are now eager to understand the organisations Diversity, Equity and Inclusion policies and programs. Championing Diversity, Equity and Inclusion is a key pillar for success in every organisation as this brings people from many backgrounds and experiences, to work towards the common goal and drive success. 
As part of the people practice team, we must ensure that there is diverse representation during meetings and organisation decision making processes. We include employees from different levels of the business and across various roles to participate and share opinions, to give perspective for the employees they represent. We task ourselves with regularly reviewing policies and procedures, to update and make necessary changes. 
b) 
Having a clear policy on how to deal with problems or issues within the workplace is key to achieving a fast, effective resolution. The organisation must have a robust procedure in place to ensure effective problem solving is taking place. 
 It is key that all staff are aware of the chain of command within the organisation and who they can direct their concerns to. Policies and procedures must be readily available for all staff to access when convenient. 
Problem solving effectively will help foster a healthier, more productive workplace environment. 
c)
Effective teamwork can have a hugely positive impact on the workplace. Looking into Bruce Tuckman’s model suggests how teams within the workplace can move through different phases of the cycle. He refers to it as, Forming, Storming, Norming, Performing and Adjourning. 
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(Quality Gurus, 2025)
The ultimate workplace goal is to successfully reach the performing stage of the cycle where each member of the team is successfully collaborating within the team and performing independently, whilst appreciating the work of others. 
4.
It is important that as a member of the people practice team, we keep up to date and in line with developments, legislation and issues in the world of work. We need to be experts in our field and provide our wider team with up-to-date knowledge and expertise. 
The profession map works for all people professionals, but we would benefit from use of the evidence-based values, for the sake of accuracy and fact. 
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(The Profession Map - CIPD, 2018) 
As part of the people practice team it is imperative that you join a professional association and be familiar with regulatory bodies. This applies to all members, from student, up to senior management level. 
Members of the people practice team are required to have a membership to CIPD, the professional body for HR and people development. This gives them access to freely research reports, policy updates and general developments within people practice. 
An additional benefit of being a CIPD member is that you receive a copy of People Management magazine which provides information on employment law, case studies and current trends. 
Optimise the use of the CIPD membership by taking additional courses, available in the CIPD learning hub. 
ACAS, a regulatory body for people practice members regularly provides updates on employment law and best practice, this can be provided in a newsletter. To optimise on team work there could be a policy matrix implemented in the workplace, making members of staff accountable for checking various sources for updates and keeping the wider team informed, i.e. Collin checks ACAS, Jenny checks CIPD and Ann checks Gov.uk for weekly updates. 
Whilst ensuring that the organisation’s online learning is up to date to comply with the people practice code of ethics and delivering accurate information. 
Attending networking events and conferences provides the opportunity for face-to-face interaction with industry experts and fellow people practice professionals. It gives the opportunity of sharing and gaining knowledge. Alongside keeping up with any current workplace trends. 
It also provides the additional benefit of an opportunity for team bonding and boosting morale. 
Learning in the form of podcasts is becoming increasingly popular way to gain insight into the world of work. 	Depending on an individual’s learning style this could be an accessible way to access information in the world of work in a relaxed manner. 
As a member of the people practice team it is part of the wider role to take the lead and keep up with your own personal development, by engaging with a combination of these examples within this ever-evolving industry. 
5.
Being a member of the people practice team can often mean putting our coworker’s growth and understanding before our own. Continued professional development is key to learning opportunities that support the growth and enhancement of our own professional knowledge and practice. 
To ensure the people practice team in the organisation are proactive in their approach to CPD, we ensure our own CPD plan is regularly reviewed and updated with our line manager. 
In this organisation CPD is reviewed annually with management, however quarterly goals are set throughout the year to ensure progress is being made. This will be reviewed with our mentor, and it can serve as an effective means to achieve objectives and share knowledge with one another. 
It is important to set time aside and self-reflect to assess our own professional goals, strengths and weaknesses. Creating our own action plan can keep our professional goals and values organised, and on track.  It also gives a chance to reflect that our own CPD goals still align and compliment the organisation. 
By adopting a positive, forward-thinking approach, people practioners can successfully contribute and shape the future of the workplace, whilst putting themselves at the forefront of professional development. 
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Fire Marshal training course
10/01/2025

Learning and development
Attended/completed a course
NA

At the start of this year | completed a Fire Marshal training course for the benefit of my workplace. It was a ful day online course, with additional online leaning to complete after the course was delivered. The content included,
fire safety legislation, '8 hazards and risks, procedure and the respt of being the appointed fire marshal. Having completed a previous fire course many years ago, this was extremely beneficial to
bring my knowledge up to date and to have the correct information to pass on to me team members.

From this course | have learnt how to understand fir risks and take steps to minimise them. This has led me to contacting our outsourced fire equipment provider, to come in to check that the equipment we have is safe and
ready for use. They also did a workshop with allstaff on how to use the equipment in the case of an emergency. Allstaff found this very beneficial. | personally found this course very helpful,as i’ given me peace of mind that |
have taken all steps necessary for fie safety in my workplace.

Iwill continue to do a weekly fire checks on our alarm system, having a rota in place for al staff members to assist me, so when | am am not in the workplace the relevant checks can stil b carried out.

In next months team meeting | wil do a fire safety quiz. This will recap al staff knowledge, to make sure it's accurate and at the forefront of all teams members mind. We will continue to do regular fire drills and now have an
annualinspection booked in with our equipment providers
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Menopause talk with Jayne Woodman
20/03/2025

Wellbeing,

Reflection from a course activity

NA

On 20th March 2025 we had guest speaker Jane Woodman come to Trinity St Davids to speak to us about the importance of menopause awareness in the workplace.

Jane was incredibly passionate about the topic, which really made for an interesting and informative talk. | learnt a ot about menopause awareness within the work place. | found the facts particularly interesting, over 13million
‘women in the UK are going through menopause, with almost half of women not feeling comfortable enough to talk to their line managers about it. Women think or even leave the work place and 1 in 5 reduce their working hours
to help deal with their symptoms. Symtoms often include, headaches, hot flushes, memory loss and find it difficult to concentrate. This does not need to be the case, workplaces can do many things to accommodate women
during menopause.

“This talk has brought this topic to the forefront of my mind on a personal and professional level. It has made me evaluate our menopause policy and general awareness in my workplace. We currently only have one member of the
team that s effected by menopause, but increasing the whole teams awareness will be beneficial for all especially as we are all women. | have recapped this in our latest team meeting. Janes talk has prompted me to revisit our
sickness policy, | was not aware that menopause absence has to be treated separately, this will be reflected in our sickness tracker.

Since Janes talk | have distributed leaflets in the staff room, and waiting area of our clinic. We have Doctors based at the clinic that promote women's wellbeing, so having menopause information readily available works hand in
hand with the clinic values. | have made our staff member going through menopause aware of local menopause cafes and groups for support. She has also kindly shared some of her experiences of menopause in the workplace
during our team meeting to increase knowledge for the rest of the team.
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CIPD podcast
03/04/2025

Learing and development
Listened to a podast

NA

1 recently lstened to, CIPD podcast 214 - Success starts small - Building sustainable workplace habits. | wanted to lsten to this to help enforce good work habits, and tips on how to do so.

“This is my first experience listening to a CIPD podcast, | found this a good way to expand my learning, in the form of lstening. The experts talk about enforcing good habits and how to ater your mindset. They focused on setting
realistic goals, often we as individuals or organisations set big goals that are unachievable. When these goals are not met that can have a negative impact. Looking at individual goals, they have recommended to start small then
build up. Big, broad goals can loose the key specifications,

After listening to this podcast its made me reevaluate how | set tasks for myself. | know my own strengths, and equally weaknesses. So | need to set tasks with this in mind. For example, | know | need a quiet calm space when I'm
learning something new, so a quiet office space o library is best. | wouldn't get my best work done set in a communal area where | can get distracted.

Only having recently listened to the podcast I'm going to implement small changes goiing forward. | wil be more specific n tasks | set myself, and others, I'm confident this will give more clarity and a quicker success rate, vs giving
a2 broad brief. On a Monday | will set myself an action plan for the week, and inform any of my team members that need to contribute or whom it willeffect. Then at the end of the week | will give myself some reflection ti
see if the action plan has been met, and if not then what do | need to do to ensure itis complete for the week after.
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