Section 1
Explain what is meant by ‘ethical principles’ and ‘professional values’, and how these might inform the way people approach their work. (AC 1.1) 250
The CIPD (CIPD, 2022) define ethical principles as what “provide the moral compass by which we live our lives and make decisions: ‘doing the right thing’ because it’s the right thing to do, not because of personal or financial gain.”
When we consider this in the context of workplace and how people approach their work, it’s vital that people are clear and aware of the companies’ goals and values to ensure they approach their work for the benefit of the company. This may mean adapting their way of working as it does not comply, ensuring they are not doing it because of a personal gain. Martinez, Skeet and Sasia (2021, pp. 83-92) notes in their work that this is becoming a challenge in some circumstances as “Managers have to deal with this complex and dynamic framework of social, organizational, and individual drivers of socially responsible performance.” Therefore, we can see that there is a responsibility of people professionals of a managerial status to implement the ethical principles throughout their workforce.
Taking the CIPD Profession Map into consideration that notes professional values as being principle-led, evidence-based and outcome-driven, Waite et al. (2021, p. 71) note that “applying values will contribute to better decision-making in all aspects.” When considering any workplace, decision making is vital to the success of a company. Therefore, whilst making decision such as recruitment, the panel making decisions must take these values into consideration and even test them against the candidate who they are considering appointing to ensure they comply with the same professional values as themselves and their company. 

Identify a piece of legislation and a Code of Practice that support ethical and professional practice, with examples of how a people professional would conform to these. (AC 1.2)
The Employment Rights Act 1996 is a piece of legislation that supports ethical and professional practice. If we consider the recruitment division of human resources, people professionals working within recruitment teams have a role to play to ensure they are conducing their recruitment in a fair and unbiased way. Davies (2022, p. 216) notes in her work that “the employer should, at the recruitment stage and in the subsequent period of induction, make sure that the employee understands the requirements of the job.” This will ensure both employer and employee are satisfied with the recruitment selection and ensure the satisfaction and in the long run the retention of that member of staff to the team and to the organisation. 
All CIPD members are expected to comply with the CIPD Code of Conduct and Ethics which notes that it works to “champion better work and working lives.” (CIPD, 2023) When considering point 4 four in the code of conduct (CIPD, 2023) of “professional service and competence” which entails continuous development of people professionals’ skills, knowledge and experience we can see how internal leaning and development schemes are vital to ensure that employees conform to the code of conduct. Brown (2012, p. 50-51) in his work discusses that “Developing Individual Expertise Learning is the primary way that individuals develop expertise in organisations. Learning can occur both formally through participating in formal training and development activities as well as more naturally through social interactions on the job.” 
To consider another factor from the code of conduct, (CIPD, 2023), noting that people professionals should support the health, education, and welfare of those in the work environment. People professionals can ensure this by always being aware of their colleges around them each day. Ensuring they are taking peoples feelings into consideration and always discussing issues that may arise such as conflict of interests regarding a certain topic in a professional and respectful way. 

Describe how a people professional would demonstrate respectful and inclusive working in relation to: (AC 2.1) 450

People professionals are a vital part of many teams by them contributing views and opinions. But, to ensure the success of a team, it is vital this is undertaken respectfully and inclusively. It’s vital people professionals feel they are a part of an organisation or a team to allow them to contribute their views and opinions. Taylor and Woodhams (2016, p. 81) in their work discuss the “affective commitment” that people professionals can have to their workplace. People professionals who adopt this commitment have an emotional attachment to the organisation and as they note in their work, “such employees commit to the organisation because they ‘want to’” as they have adopted a commitment to the organisation’s values. People therefore who have this commitment as they work will be more likely to listen to others’ views and opinions as they all work towards the same goals, which are the goals of the organisation as a whole.
Clarifying problems or issues is fundamental to the success of a team and to people professionals working within the team. To solve any problem or issue that may arise in a workplace there is a responsibility on people professionals to take action and to follow necessary steps to ensure a solution. As Straus (2002, p. 20) notes in their work, this includes “communicating, learning, planning, working and making decisions.” If we consider this within the context of recruitment and interviewing, whatever the outcome of a decision it is vital that people professionals communicate effectively for the candidate to be clear of their situation before problems and issues evolve.
Whilst working effectively as part of a team in a workplace there are many aspects that people professionals would demonstrate to be respectful and inclusive within their workplace. As Taylor and Woodhams (2026, p. 84) notes in their work:
	In order to operate effectively when working with others, HR professions must understand that the presence      of different individuals with different agendas and needs will affect the balance of group environments. 

The discussion then goes on to note how these differences can be resolved by considering all variety of options and then navigating negotiations can be considered an effective solution that will often leave people professionals having to respectfully make compromises. Taylor and Woodhams (2026, pp. 82-83) in their work also discusses difficult relationships within a team or organisation, and how people professionals should “separate disagreements about what needs to happen in an organisation from personal relationships” to ensure they are demonstrating respectful and inclusive working as often employees could find confrontation and tension in the workplace isolating. 

Summarise different ways a people professional would stay up to date with people practice and world of work issues and developments, highlighting 2 ways in particular, that you have personally found effective. (AC 2.2) 
Due to the development of various digital platforms, staying up to date with people practice and world of work issues and developments has never been easier. In the world we work in, developments can change from day to day, therefore receiving latest information digitally is vital. Firstly, people professionals should consider regular reading of employment laws and ensuring they are up to date of any law changes that may have occurred. As the CIPD notes, employment laws ‘regulates the relationship between employers and employees.’ (CIPD, unknown) 
Within an organisation, any changes that may affect the relationship they have between employers and employees may highlight work related issues that could face the workforce.
Personally, one method I have found effective is having a professional membership. I am member of the CIPD, and this is vital to me to be able to access resources discussing various developments. This to me is one of the most effective ways as it is very accessible and receiving these at a regular basis. It has been proven that regular connections with a customer creates a strong relationship and this is significant to the success as Karman Sharma, who works for Forbes has reported. (2019)
Another method I have found effective is LinkedIn learning, with courses being presented in various methods such as webinars or online reading. This is an accessible platform to gain knowledge on various themes and topics, but personally I found it most effective due to the broad range of topics discussed. I have myself attended courses on topics such as employer branding to equality whilst recruiting. Lead by field experts, the knowledge presented has been researched and statistically proven, ensuring I am kept up to date with any developments in all fields studying on LinkedIn learning courses.
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Section 2 (AC 2.3)
Throughout my career with Hywel Dda University Health Board, I have strived to continue to develop myself professionally through various training sessions, meetings, webinars, and opportunities to collaborate. Discussed below are three of the tasks I have undertaken.
	Development task undertaken
	Reason for undertaking this task
	The impact this task had on my development

	I undertook an internal course for Hywel Dda University Health Board staff titled Interview Training Skills that was run by a Senior Recruitment Manager. The areas discussed within this course were equality and fairness for candidates, how to score and select the most successful candidate and how to ensure our whole recruitment process is effective and safe for both candidates and recruiters. 
	Due to receiving a promotion in within my team, my new role would require me to sit on interviewing panels internally within my team and to represent the recruitment team on external teams’ interview panels across the health board. Due to lack of experience, I was not confident in this field, therefore I enrolled on the training to develop my skills and ensure I was undertaking the task to the best of my ability. 

	I gained confidence as I develop my career within the recruitment function. This also enabled me to play a vital role within the wider team to assist with recruitment panels and events.  I represented the team in a recruitment Event for Domestic Staff in our hospitals, a task I wouldn’t have been able to do without this training. The training has given me a wider knowledge of the methods used by the Health Board to ensure fair recruitment, such as avoiding conflict, a skill that I can now provide whilst we stive to recruit a diverse workforce, as stated by an expert in the field during a Fair and Effective Recruitment for Diversity and Inclusion course (Mayers, 2021):
“if you want to get the best talent, you have to have an organization that invites talent from diverse backgrounds.” This then proves the impact of the training that I undertook. 


	I represented the Recruitment team on a Managerial Board Meeting for the Workforce and Organisational Development Directorate for Hywel Dda University Health Board. I was expected to present a report of the past three months’ work including data and statistics of successful recruitment campaigns we had run and visual examples of the team’s success. I was expected also to collaborate with other teams, to form connections to offer future support where our knowledge would be best use. 
	The main reason for deciding to attend this meeting was that I could gain a wider knowledge of the whole directorate of work that I am a part of and to therefore ensure I was working within my team to the best of my ability. Working as part of a directorate in a large organisation such as Hywel Dda University Health Board means that my role is a small part of a wider picture, and I attended this meeting to gain a wider knowledge of this directorate I was a part of. 
	Attending this managerial meeting gave me a great opportunity to develop my career by giving me a wider knowledge of wider teams within the Health Board and the directorate I work within. Following this activity, I have been able to collaborate further within my team to extend our work and knowledge and offer our services to the teams I had collaborated with. This gave me my first opportunity to implement the professionalism I present daily in my work but to a college of a managerial status, highlighting that I support and demonstrate the health board’s values and work to the best of my ability for the benefit of the Health Board and our customers.




	I attended a webinar that was run by Total Jobs, who are ‘the UK’s largest hiring platform’. (Totaljobs, 2023) titled Hiring Trends.  This webinar discussed the current trends shaping recruitment and highlighted specifically the challenges facing international hiring. I have over the past year, attended many follow up webinars to this original webinar discussing updates we as recruiters may need and how the challenges have changed or developed. For example, in a recent webinar, the changes to documentation required by recruiters wanting to recruit from overseas has changed significantly, and this was highlighted in this webinar update and resources were provided for recruiters to follow the new guidelines.
	As a team we face pressure to seek talent from overseas as a large percentage of our vacancies are in the hard to fill category. We have undertaken a new Overseas Nursing Recruitment project. Without any experience in this field, I attended the webinar mentioned previously to gain knowledge on what was expected from us as recruiters seeking talent from overseas. I wanted also to gain a wider knowledge of what challenges we may face whilst undertaking this project so that I could ensure that the team was equipped with any information that we may need.
	Attending this online webinar allowed me to develop myself by gaining a better understanding of recruiting from overseas. This allowed me to then enrich the work of the team as I could confidently answer queries that we received and increase the success of overseas recruitment into certain departments within the Health Board. I could because of this webinar assist the wider recruitment by offering support and guidance on the information passed through the webinar of the expectations and necessary factors whilst recruiting from overseas.

Webinars have benefited me greatly as they are easily accessible and are easy to follow from whatever location you are situated in. With eliminating the factor of travelling to training as they are now held online, we as people professionals implement what we have learnt to our work immediately after a training session.
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