The term professional can be subjective and interpreted in many ways however, The CIPD (2023) Code of Conduct and Ethics provides people professionals with a set of standards to follow in order to promote professionalism and ethical practice. The CIPD Code of Conduct and Ethics has five key virtues which encompass the main factors to reflect upon in order to act professionally. One of these areas covers the delivery of professional service and competence. The key points of this virtue are:

· Taking responsibility for continuing professional development, skills and knowledge.
· Providing and delivering evidence-based practice.
· Being confident to seek advice when unsure about a certain area of expertise.
· Treating all information sensitively and confidentially. 

In addition to the CIPD code of conduct, there are three professional values at the core of the CIPD Profession Map which help drive the purpose of people practice:

· Principles-led
· Evidence-based
· Outcomes-driven

These principles were curated in order to support better decision-making and create meaningful long-term and short-term impact in all aspects of people practice (CIPD, n.d.). 

Whilst the CIPD Code of Conduct and Ethics and the Profession Map are key resources for People Practitioners, professionalism and best practice, it is important to consider a persons’ moral and ethical values as these will influence the decisions and actions a person will take (Waite et al., 2021). These decisions can also be influenced by the level of emotional intelligence (EI) a person has. Some of the key components of EI are as self-awareness and self-regulation, which allow someone to act professionally by not allowing their emotions disrupt and impact others (Harvard Professional Development, 2019).



Historically, people practitioners’ main priority was to increase the efficiency and productivity of an organisation’s employees in order to increase company profits (Taylor and Woodhams, 2022). In contrast to this, people practice today has developed into a much wider subject where its purpose is to support employees by creating meaningful, valuable jobs and opportunities, whilst also delivering strategic plans that benefit both an organisation and their employees. 

However, there are constantly new challenges emerging in today’s world, which highlights the importance of continued professional development (CPD) (Waite et al., 2021). CPD can depend on an individual’s aims and short/long-term goals. CPD can be summarised as a range tools used to support learning and professional development (CIPD, 2021). The CIPD (2022) recommend using the CPD cycle, which includes the following activities:

· Identify: check what skills and knowledge are required to reach short term and long term goals. For example, looking at person specifications for roles you aspire to and seeing what is required for the role. 
· Plan: use a timeframe to plan activities, ideally in line with performance reviews. 
· Act: use a range of activities to support learning.
· Reflect: helps embed learning, see what is working well and what needs improving. 
· Apply: creating strategies and opportunities to apply learning, repeat. 
· Share: having discussions and sharing insights with colleagues and other professionals.
· Impact: ideally in measurable outcomes. Reflecting and evaluating what you’ve learned against the goals set. 

CPD is advantageous for the individual and organisation because it can help improve staff performance, efficiency and confidence. CPD can also give the organisation more credibility by having staff who hold the latest qualifications (Edwards, 2018).



Having personal ethical principles that align with an organisation’s vision will help to achieve a positive work environment where employees are able to trust and thrive (Waite et al., 2021).

Three values I consider myself to possess are empathy, fairness and justice. In long-term sickness review meetings I make sure I actively listen and make the employee feel comfortable enough to share important details with me regarding their case. I believe it is important to be empathetic as some cases are very sensitive and the way they are handled could have a huge impact on the employee’s engagement. By being empathetic it can also encourage their willingness to return to work, knowing that they will have appropriate support in place. 

This also ties in with my strong belief for justice, which is demonstrated in my work when dealing with employees who abuse the long-term sickness policy. These employees can have a negative impact on their colleagues by causing frustration and burnout as they are left to cover the additional workload. It is important for me to gather all the evidence and support the line manager as well as the employee in these cases. My need for justice allows me to look at the facts and act impartially and with fairness, so the most ethical outcome is produced. This can also be applied in situations where a manager isn’t being supportive of a genuine sickness case and are drawing their own conclusions on the situation. Furthermore, this compliments my value for fairness. Not only do I apply this value in sickness reviews, I also feel that this is an important value when it comes to company culture due to it being a key characteristic of inclusion (CIPD, 2022b).




One of the core behaviours in the CIPD Profession Map is ‘Professional courage and influence’. This core behaviour highlights the importance of using knowledge and evidence to challenge and influence others within an organisation, particularly when faced with ethical dilemmas (CIPD, 2019b).  According to the Mind Tools Content Team (n.d.), meetings and discussions should be seen as an opportunity for people practitioners to add value. This can be achieved by providing constructive criticism, challenging view points and offering practical suggestions that are backed up by evidence. 

When putting forward an idea, argument or business case, the first thing to consider is which stakeholder group it will be presented to. This will determine what information needs to be shared and how to word the argument in order to engage and persuade that particular group of stakeholders (Taylor and Woodhams, 2022). For example, including research highlighting the cost and productivity advantages for a four day working week when presenting to CEOs. In contrast to this, opting to include the advantages of improved work-life balance would be more persuasive if presenting to employees.

Additionally, it is important to be clear, concise and engaging when presenting the argument. Structuring the case in a way that allows the audience to follow and take on board the key points will support this. According to Indeed (2022) there are five key steps to follow when drawing up an effective argument:

1. Introducing the issue and provide context 
2. Present your perspective on the issue
3. Use evidence to support the claim
4. Discuss opposing views and address them
5. Summarise and conclude the argument

This style of presenting an argument is similar to the Aristotelian argument, developed by Greek Philosopher, Aristotle and is used when the aim is to persuade someone to agree with the proposed viewpoint (Long, Minervini and Gladd, 2020).




A hypothetical example of leadership conflicting with ethical values could be seen in a situation where a Sales Manager sets their team a target of 20 sales per week, regardless of their working hours. Whilst the Manager may have good intentions for increasing revenue for the company, this could be deemed unfair as it puts part-time employees automatically at a disadvantage. In addition to this, it could result in an indirect discrimination case against the Manger if there are women who work part time because of childcare issues.  According to Working Families (2022), this is recognised as ‘childcare disparity’ and can be successfully argued at employment tribunals.

In order to prevent situations where ethical values are conflicting with leadership approaches, there needs to be a culture of trust and good communication between employees and managers. This would give employees the confidence to raise concerns at their earliest opportunity, allowing issues get resolved informally. Furthermore, this would reduce the amount of time and money spent on grievances and tribunals (ACAS, 2020). 

In addition to grievance and disciplinary procedures, it is good practice for companies to have a whistleblowing policy. Although there is no legal requirement for a whistleblowing policy, having one helps to promote a safe and fair working environment by reassuring employees to speak up against actions they deem unethical or inappropriate, without being reprimanded for doing so (GOV, 2015). However, it is important to note that a whistleblowing policy only protects employees if their grievance contains issues that have the potential to negatively impact the public. This is defined under the Public Interest Disclosure Act 1998. An example of this is seen in Underwood v Wincanton plc 2015. To summarise this case, a small group of HGV drivers had reported safety issues with some of the company vehicles. Following this, they complained that they had received less overtime opportunities which they felt was due to the safety issues they had reported. This eventually resulted in dismissal which the HGV drivers took to the Employment Tribunal for unfair dismissal. Because there was a public interest aspect to their complaint, the Employment Appeal Tribunal accepted the appeal (CIPD, 2022c).

The ethical climate of an organisation can be influenced by the social norms and values of its’ employees. This is why it is important to reward staff for demonstrating and supporting the organisation’s ethical values in order to encourage commitment to these values from all employees.

In addition to the CIPD (date) explaining the influence social norms have on ethics in the workplace, David Rock’s (2008) SCARF theory supports the idea that positive social relationships help staff feel less ‘threatened’ and therefore can help increase collaboration, focus and productivity. Rock (2008) recommends supporting ways of building connections between staff to stimulate the ‘reward’ response in the brain. 
[bookmark: _GoBack]Margaret Heffernan (2015) discusses the importance of positive social interactions in the workplace and its impact on productivity. Heffernan highlighted the results of research carried out by MIT, which identified the relationship between high levels of productivity and social connection. The study showed that groups which were diverse, scored highly for social sensitivity, and included more women proved more productive when faced with the same task as groups which lacked in diversity, and had lower scores for social sensitivity, despite scoring highly in other areas such as their IQ.  This is supported by Lauricella et al. (2022) who explains that teams with strong connections and trust between members are more likely to engage, exceed their work duties and therefore improve performance and increase productivity. In addition to this, they state that years of academic research show the benefits of social capital including a larger pool of specialist knowledge, more innovation and low staff turnover.

