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Task 1- Ethical Practice Review
	
[bookmark: _Hlk129263190]Q1- AC 1.1: Ethical principles and professional values go hand in hand with each other to ensure that people professionals operate professionally and appropriately within their place of work. Lawton explained ethics as ‘a set of principles, often defined as a code or system that acts as a guide to conduct’ (Ekhator, 2012). 

Ensuring Fairness and Equity in the workplace is fundamental to boosting employee morale and productivity. Following this principle ensures that all employees are ‘given an equal opportunity to succeed in their role, regardless of their ethnicity, race, nationality, religion, socioeconomic status, physical or mental able-bodied Ness, age, gender or sexual orientation’ (Perform HR, 2024). It also helps organisations avoid making discriminatory or bias decisions by ensuring that fairness and equity are demonstrated through their actions and policies.  

A way in which Fairness and Equity informs my approach at work is via employee’s pay. I carry out competitor analysis for every role and create a report to present to the directors, ensuring that our employees pay is fair and competitive. Salary benchmarking is also vital; this is carried out by an external body to ensure there is no bias. According to HR Path ‘Salary benchmarking helps ensure pay equity and fairness across the organisation, mitigating the risk of disparities based on gender, race, or other factors’ (2024). During probation reviews and one-to-ones, employees can openly discuss their pay. Openly discussing pay is crucial for ensuring fairness and motivating employees, making them feel valued. This increases productivity, helps underperformers reach their goals, and improves overall retention rates’ (Nikoloska, 2023). 

Professional values are derived from ethical principles, and they are fundamentally about 'doing the right thing' because it’s the right thing to do.’ (CIPD, 2024). 

The principles-led value ‘recognises contribution in a fair manner and values human connection.’ (CIPD, 2024). Being principles led as a people professional is essential as it’s about treating people fairly, being inclusive, valuing people and encouraging an effective work environment. According to CIPD, ‘The people profession is often tasked with being the ethical conscience of an organisation’. (2024). Policies and procedures provide employers with essential boundaries and guide us in making legal decisions, however, it is the treatment of individuals that ultimately impacts morale, efficiency, and the overall success of the business.

At work, I addressed reports from new members of staff of a toxic work culture where longstanding employees weren’t being welcoming towards new employees. Concerned that new employees were being treated unfairly, I investigated this and looked at where improvements could be made, such as improving their induction experience and pairing them with supportive team members. Where necessary, I identified ‘bad apples’ and held investigatory meetings. I was also involved in coaching senior staff on moral leadership and the importance of shaping a positive work environment.  

Q2 – AC 1.2: ‘Legal and ethical considerations provide the foundation for all human resource (HR) activities.’ (Avado, 2024). Ethics related legislation ensures fair and legal treatment of all employees and protects employers from legal consequences. 

One of the main sources of ethics related legislation that I adhere to working in employee relations is the Employments Right Act 1996, which sets out the right of employees in cases such as unfair dismissal, parental leave, and redundancy. 

I recently had a female employee in a same sex relationship request paternity leave. Having reviewed the Employments Right Act, I established that she is entitled to both statutory paternity leave and pay and wrote to her confirming her eligibility. Due to the amendments in paternity leave law coming into effect from the 6th April 2024, I advised that she was eligible to take 2 weeks statutory paternity either consecutively in one block or as 2 separate weeks anytime during the first year after the birth of the baby. 

Another vital piece of ethical legislation is The Equality Act 2010, which ‘legally protects people from discrimination in the workplace and in wider society’ (GOV, 2015). As people professionals, we must be aware of this act and apply it to every decision we make in terms of our employees. One area where we must be mindful of the Act is in the process of recruitment to ensure that we would never reject a candidate based on any of the 9 protected characteristics which include: Age, Disability, Gender reassignment, Marriage and civil partnership, Pregnancy and maternity, Race, Religion and belief, Sex and Sexual orientation.
I recently interviewed a woman who expressed that due to her religion, she would not be able to carry out personal care on male clients. Adhering to The Equality Act I would never discriminate or reject a candidate due to religious beliefs. I therefor asked whether she would be comfortable providing personal care just to female clients, to which she agreed. This illustrates the importance of making reasonable adjustments to avoid indirect discrimination and retain valuable employees.
Q3-AC 2.1 a) As a people professional I must lead by example and ensure that I am always inclusive and respectful. Recently, a manager wanted to extend an employee's probation following a disagreement, I respectfully intervened as there were no previous performance issues and they had completed all required training. I advised against extending the probation and the manager ultimately agreed. I have sometimes struggled to challenge a decision but ‘the way in which managers ‘carry out people management practices and policies, will impact employees’ opportunities and experiences of work’ (CIPD, 2022). I have used this as learning experience and in future I will be more assertive in challenging these practices when I feel they’re unfair. 

b) A new employee recently raised a concern that they were being bullied by a colleague. I met with the employee to discuss their concerns informally, re-assured them that I take these concerns seriously and confirmed that I would investigate the claims. After hearing from both parties, it was mutually determined to be a clash of personalities, and I agreed with the accused that they be moved to a different house which was closer to where they lived. The employee who raised the concern was very grateful that the issue had been addressed and resolved. In future, I will address such concerns more promptly and confidently relocate employees if necessary.

c) Since joining the company, there have been several changes to the HR team. Most of us have been there for less than a year but one employee has been with the company for 10 years. This employee has occasionally challenged new initiatives aimed at improving processes, causing disruption and frustration. As a team we took the Myers Brigg personality indicator tests which helped us to better understand how we work and where our skills lie. This experience has taught me that I can learn from an employee who has been with the organisation for so long and that as a team we each bring ‘diverse skills, experiences, and ways of thinking to combine our skills and efforts and create new concepts and fresh ideas for the same goal’ (Bright HR, 2023). 

Q4- AC2.2 Ensuring we are ahead of the game and informed on upcoming changes to legislation, guarantees that we are treating our employees fairly and safeguards the business from legal repercussions. According to Pennington (2023), ‘adjustments in legislation are aimed at ensuring that the rights and protections of both employees and employers are relevant and effective in the modern workplace.’ It is therefore vital that as a HR professional I keep up to date on legislation. 

I have found the most effective ways are through attending webinars such as ‘The Employment Law Update 2024’ held by Morgan La Roche which I attended this month. With so many changes coming into effect this year such as changes to paternity rights and Carers Leave, making time to attend these webinars is crucial to staying up to date and avoiding making decisions which could harm the business. 

Another effective HR resource at our disposal is Acas which provides employers with free and impartial advice on workplace rights, rules, and best practice. I have previously used the website for guidance on dismissing an employee on a sponsored visa. Acas is sponsored by the UK Government and so we can be assured that it’s a reliable source of knowledge. 
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Task 2 CPD Record AC-2.3
[bookmark: _Hlk163408806]
Reflection name: Employment Law Update
Profession Map Area: People practice.
Type of Learning Experience: Attended a webinar.
Date: 07/03/2024
At the webinar, I learned about upcoming changes in employment law and what needed to be put in place before April 2024, these were changes such as: 
Ensuring right to work checks are correct as Illegal working fines for employers have increased. 
Paternity Leave changes from 06 April 2024
The National living wage increase
Employment Relations changes to Flexible Working requests
The Carers Leave Act 2023
The learning experience made me realise how interested I am in changes in employment law and the importance of being up to date as a HR professional. I really enjoy working in employee relations and having the opportunity to advise employees and the business accurately. 
This experience improved my knowledge on employment law, ensuring that my knowledge is accurate and current so that I am better able to advise the business and fellow employees. The webinar also provided me with the knowledge to update and create policies in advance of the April changes, ensuring that the business is protected, and we are not having to fire fight. 
Having attended this webinar, I will now ensure that all our policies and procedures are updated in line with the changes in employment law. I will also use my knowledge to put together a fact sheet and a to do list for our department and I will share my knowledge with the business as a whole and individual line managers. 

Reflection name: Menopause Workshop with Jayne Woodman
Profession Map Area: People practice.
Type of Learning Experience: Attended a workshop. 
Date: 08/02/2024
At the workshop I learned about the importance of good conversations between women experiencing menopause and their employer and the importance of retaining talent. I also learned the following statistics: 
75% of women felt unable to tall their employer.
1/10 women in the UK experiencing menopause leave their job which is approximately 330,000 women. 
1/5 women reduce their working hours.
1/5 women don’t seek the promotion they deserve as a result of menopause. 
This learning experience opened my eyes to the fact that that women are fundamentally disadvantaged in the workplace currently and as a woman working in HR, I have a responsibility to be a part of the change for good. Women’s health and wellbeing at work is an area which interests me, and I would like to become more involved in the future. 
This learning experience has highlighted to me that often female employees do not feel comfortable in disclosing menopause and so many women give a different reason for absence such as ‘anxiety’ which is itself a symptom of menopause. Now I am aware of the signs, I can be more careful in my approach in certain situations as Menopause related absence should be separate and should not trigger disciplinary action in relation to high absence. 
Following attending this workshop, I am going to feedback to my colleagues about what I have learned, create a new tab for Menopause for reporting absences so that they are not included in calculating Bradford Factor scores and suggest to management that we order some leaflets to have in the office. 

Reflection name: Moving roles within HR department. 
Profession Map Area: Learning and Development. 
Type of Learning Experience: Something I’ve done at work
Date: 15/12/2023
Since moving from recruitment to employee relations, I have learned about the importance of building relations between the employer and its employees and I have also been heavily involved in casework. I have also learned about:
The legal timescales for things such as 48 hour’s notice for disciplinaries and two month statutory response time for a flexible working request 
Carrying out flexible working request meetings
Using the Bradford Factor to calculate absence.
Advising employees on policies and procedures
Conducting wellbeing meetings and referring to Occupation Health. 
This learning experience has confirmed for me that employee relations is the area of HR that I want to focus on and in the future, I would like to be a HR generalist so it’s important to have this exposure to different areas of the sector. 
This learning experience has changed my role within the organisation and my responsibilities. I am much more involved day to day with casework and have a better understanding of what sort of issues Area Managers face. They now directly come to me for advice on a daily basis and this has helped to strengthen our relationship and to also instil trust in me as a HR Professional who will provide them with accurate advice and, in turn helps to improve the working relationship between management and HR. 
I will continue to develop my knowledge and experience in this area and in turn continue to build confidence in my own abilities. I will volunteer to lead more meetings rather than just taking minutes, become more involved in updating policies and procedures and will continue to build important relationships with fellow employees. 
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