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2 Understand the purpose and value of the people profession. 
Q: With reference to the CIPD Profession Map, appraise what it means to be a people professional. (AC 1.1)

A people professional applies their specialist knowledge and practices to manage, develop, and support people within an organisation, whilst having the ability to influence and make informed decisions (CIPD, 2024). To be effective in this area continuous professional development (CPD) is essential. If people professionals do not continue to develop by keeping current, they risk effecting the workforce by applying outdated knowledge, which may cause severe harm or even result in breaching the law (Smith & Mitchell, 2022). 
The CIPD Profession Map defines three core values which should be engrained into the way a people professional applies themselves: principles-led, evidence-based, and outcomes-driven (CIPD, n.d). People professionals must be principles-led, making decisions that align with the organisation's values; evidence-based, utilising data and research to inform decisions; and outcomes-driven, ensuring that choices align with the organisation's objectives. These values are guided by the CIPD Code of Conduct, which outlines the expectations for ethical and professional behaviour (CIPD, 2023).
Being a professional involves trying to always apply knowledge in an ethical manner (Armstrong and Taylor, 2023). In line with the CIPD's mission of championing better work and working lives, this necessitates working together to promote fairness and inclusion (CIPD, 2024). People professionals are increasingly seen as strategic partners influencing culture and driving business success. This relies heavily on them being able to adapt to evolving expectations and focus on employee well-being and inclusion (Forbes, 2021). Having the ability to be reflective and allow professionals to assess their performance and seek feedback (Armstrong and Taylor, 2023). This allows professionals to address challenges, encouraging inclusiveness and supporting employee well-being. 
People professionals play an important part in promoting a positive workplace culture. Achieved through maintaining strong teamwork ethics whilst ensuring department goals align with the objectives of the organisation. The CIPD Good Work Index highlight how inclusion should be treated as both a moral duty (ensuring fairness and respect) and a strategic advantage (supporting organisational success). People practitioners’ evolving role in shaping the future of organizations is crucial for driving business performance, with inclusivity and employee engagement at the core of success (Komm et al., 2021). Frost and Kalman (2016) suggest that inclusive practices help companies succeed in diverse environments.








2. Know own personal and ethical values and apply these consistently in their (people practice) work.  
Q: Discuss your personal and ethical values (one of each), with examples of how these are evident in your work. (If you have yet to work in people practice, explore how you believe your values would inform your work.)  (AC 1.2)   
Ethical values play a key role in decision-making, helping people professionals focus on "doing the right thing" (CIPD, 2024). Ethical practices, as outlined in the CIPD Profession Map, emphasises acting responsibly and encourages people professionals to always apply personal and ethical values in all aspects of work. Deontology, emphasises the importance of adhering to moral principles, emphasising that some behaviours are right or wrong, regardless of the outcome (Taylor and Woodhams, 2022). Utilitarianism focuses on the outcomes of choices made, making sure that the greatest number of people gain from them.  
Looking at fairness as one of my ethical values, a value that I apply throughout our recruitment processes. I communicate clearly, ensuring everyone understands while always being as accommodating as possible, whether offering flexibility with interview times or offering remote options. To ensure fairness, I follow structured shortlisting and interview techniques to minimise bias, making sure everyone is assessed equally based on the information provided and the role’s criteria. Building trust and treating everyone fairly is key to creating a positive experience for everyone.
Kindness is a personal value which I prioritise and is a value which we naturally expect to receive from others. Kindness contributes to workplace culture where everyone feels valued and results in a committed workforce. I maintain an open-door policy which helps build trust, ensuring positive relationships. Recently, when a team member struggled with work-life balance, I offered practical solutions such as flexible working arrangements. This approach helped improve their well-being and allowed them to remain at work. This scenario alone, demonstrates how kindness can create positive outcomes for both individuals and the organisation.
By staying connected to my personal and ethical values, I ensure my work stays true to the principles outlined in the CIPD Profession Map. Fairness, being one of the CIPD’s eight ethical lenses, emphasises the importance of acting impartially and equitably in decision-making processes (CIPD, 2015). Research highlights that kindness in leadership can enhance employee well-being and drive positive organisational outcomes (People Management Insight, 2024). 

Taking the time to reflect along with gathering feedback helps me stay connected to my personal and ethical values.
 






3. Know the importance of people professionals contributing to discussions in an informed, clear and confident way to influence others. 
Q: Discuss reasons why this is important and the consequences of people practitioners not being willing or able to influence others. (AC 1.3)

As the CIPD Profession Map (CIPD, n.d.) emphasises, a critical responsibility for people professionals is the ability to influence others along with the courage to challenge decisions. This allows practitioners to promote ethical conduct, inclusion, and cultivate a collaborative work culture. This aligns with the CIPD’s core behaviour of Professional Courage and Influence, which emphasises using knowledge and abilities to promote ethical and fair practices within an organisation (CIPD, n.d.). To ensure ideas are understood, effective influence requires communication that is confident, clear and well-informed. 

Cialdini’s principles of persuasion, authority, consistency, and social proof (Cialdini, 2001) shows how informed communication is anchored in evidence-based-decision-making. Through providing well researched ideas and including statistics, people professionals build trust through exhibiting their expertise (Lewis, 2022). Without this framework, communication could be overlooked, resulting in missed opportunities.

Having clarity is essential to prevent misunderstandings, making ideas clear helps collaboration and drives positive outcomes (Rees and French, 2016). Confidence builds trust and helps with motivating others to act. According to the CIPD’s Ethics at Work Guide (2022), a lack of trust may lead to concerns, such as unethical activities and these not being challenged. Failure to address discrimination, for example, could harm the organisation’s culture and overall reputation. 

There are numerous consequences of not having the ability to influence effectively. Unregulated unethical behaviour can lead to loss of trust, toxic environments along with reputational damage. All these factors affecting employee engagement and organisational performance (CIPD, 2019). The Volkswagen emissions scandal proved the consequences of not challenging unethical decisions. This crisis resulted in financial losses along with reputational damage (Andrus, 2016).  Similarly, lessons from other corporate scandals show how vital it is for people professionals to promote ethical practices and help create a culture of trust and accountability (Hernandez 2019).

Having the ability to influence effectively helps with achieving positive outcomes and enhancing employee well-being. This is in line with the principles of professional courage and influence, acting ethically and advocating for fair practices (CIPD, n.d.). People professionals who present themselves as confident and clear communicators ultimately build trust and help to create an inclusive and respectful culture. 




4. [bookmark: _Hlk133927075]Know when and how to raise matters that might be unethical or illegal.  
Q: Discuss, with examples, when and how you would react to both unethical and illegal matters (one of each). (AC 1.4)

People professionals must respond to unethical or unlawful behaviour in accordance with the CIPD Code of Conduct, which places a strong emphasis on integrity, professionalism, and accountability (CIPD, 2023). These situations require an understanding and appropriate action to safeguard individuals and the organisation.

Within my role I must always be mindful of unfair recruiting process, such as a recruiting manager favouring friends or family for a particular role. If I was made aware of this, I would begin by understanding the situation and gathering evidence and inconsistencies, and communication with opinions of co-workers. Through adhering to the CIPD's ethical decision-making checklist (CIPD, 2023), I would notify my manager of the problem along with holding discussions around the implications this sort of behaviour generates. It’s effect on team morale, inclusivity, and the effect on the organisation’s reputation. Applying this through clear and firm communication is vital in effectively aligning the manager’s actions with the organisation’s values and policies, ensuring fairness and transparency in the recruitment process.

My role involves carrying out right to work checks, and any noncompliance would be considered unlawful and could result in legal repercussions for the organisation. Recently I had a situation where an employee had insufficient documentation to prove their right to work. I immediately notified their line manager, paused their recruitment and alerted my management to make sure all legal procedures were fulfilled.  Immediately communicating with the applicant to address the problem and closely recording everything for compliance purposes. Being able to safeguard the organisation against substantial legal and financial penalties, while maintaining farness throughout the process.

In 2016 there was a case with Sports Direct of unethical practices, including low wages and employees facing drastic consequences for minor offences. This case demonstrated the repercussions of neglecting unethical behaviours, suffering financial fines and reputational harm (Webley, 2016). This case alone, highlights the important role of people professionals along with the consequences of their absence.  

When it comes to addressing both unethical and unlawful concerns, whistleblowing frameworks, such as those created under the Public Interest Disclosure Act (PIDA), play an important role. To create an open and accountable workplace, these frameworks make it possible for concerns to be voiced in a secure environment. 





5. Be able to make use of related theory and thinking, to argue the human and business benefits of people feeling included, valued, and fairly treated at work. 
Q: Demonstrate your ability to do this with a written argument, which poses different theoretical perspectives, as well as your own. (AC 2.1)

Employees who feel acknowledged and valued are more likely to feel secure within their roles (Rogers, 2018). Feeling comfortable enough to work together closely and share ideas without the fear of what others think allows for effective collaboration. According to Maslow’s Hierarchy of Needs (1943), people don’t show their potential unless they feel valued and involved. Employees who feel they are being treated well will also have greater job satisfaction and personal wellbeing. Herzberg’s Two-Factor Theory (1966) supports this, identifying the importance of recognition along with having strong work relationships. The Self-Determination Theory (Ryan & Deci, 2000) further supports this by emphasising the need for autonomy and belonging. The CIPD’s Good Work Index (2020) demonstrates how inclusion boosts work culture while decreasing stress and burnout.
Inclusive workplaces play a significant role in opening varied viewpoints, which in turn generates creativity and promotes overall successes, Lisa Nishi (2013). Organisations that have diverse leadership teams have 36% greater chance of outperforming their rivals in terms of profitability, according to research published by McKinsey in 2020. 
Organisations that fail to prioritise diversity and inclusion risk falling behind in today’s competitive talent market. Organisations may struggle with talent shortages and miss opportunities (Business News Wales, 2024).
Inclusive policies reduce employee turnover, enhance employer branding which aids in recruiting a skilled workforce (CIPD, 2019). Trust and loyalty are essential for a balanced culture, and ethical procedures that align with Kant’s concept of treating employees as valuable individuals rather than tools or just a number. Quinetta Roberson’s study also demonstrates the financial advantages of inclusiveness, through linking it to improved teamwork and decision-making.
According to Jeremy Bentham's (1789) utilitarian theory, acts that are inclusive contribute to increased satisfaction; all consistent with the CIPD Code of Conduct, which emphasises honesty and fairness in People Professional procedures. Rosalind Brewer's leadership at Walgreens (2024) shows a practical example of the advantages of prioritising diversity initiatives. Her efforts led to higher employee satisfaction and customer engagement, showing the benefits of inclusiveness for both people and business. 
Inclusive hiring practices are integral to improving workplace relationships. It is crucial to eliminate any unconscious biases, this also promotes a more diverse and engaged workforce. This directly supports ideas such as the CIPD's Good Work Index and Maslow's Hierarchy of Needs, which underline the need of inclusion and belonging for both personal well-being and organisational success.
 

6. [bookmark: _Hlk159579697]Know how to design people practice initiatives to be inclusive and how to check inclusivity after an initiative has been implemented. 
Q: Discuss, with examples, how you have, or would, achieve both of these (AC 2.2) 

People practice initiatives need to be inclusive to promote fairness and collaboration, aligning with professional values (CIPD, 2019). To be designed successfully, it is vital to understand the requirements of all stakeholders, ensuring processes are accessible to all (Hayden, 2024). I have been involved with implementing new Welsh language standards across our recruitment practices. This entailed verifying that all vacancy details were fully bilingual prior to publication. Making recruitment materials available in both English and Welsh ensured fair access and removed barriers for all applicants.
The required collaboration with the Welsh translation and the Job Evaluation team as accurate translations and the conversion of job descriptions into a bilingual template were essential. I also created visuals to promote these changes across internal and external platforms, such as the health boards intranet and website to ensure awareness. 
To prepare recruitment managers for the changes, we hosted virtual training sessions leading up to the rollout, providing them with guidance on the new practices. To ensure readiness and compliance, providing structured training to support change is vital (Armstrong and Taylor, 2023). 
Following implementation, it was vital for us to report on the overall compliance, doing this through detailing instances of non-adherence. Post-launch, feedback was collected through discussions and surveys. Key metrics such as the adherence to bilingual standards along with the volume of queries helped us assess its success. The use of metrics and continuous feedback loops are critical for evaluating inclusivity in organisational initiatives (CIPD, 2019). The feedback received allowed us to identify areas which needed improving, such as the need to simplify the communication materials for non-Welsh-speaking managers, which we addressed by refining training resources. Maintaining regular reviews ensured the initiative continued to be effective and inclusive.
This process demonstrates the value of inclusive people practices that accommodate diverse needs and improve through feedback. It aligns with the CIPD’s principles of fairness and inclusivity (CIPD, 2019), while also reflecting Herzberg’s Two-Factor Theory by addressing both compliance and motivation through training and support (Herzberg, 1959). Focusing on inclusivity builds trust and fairness, key parts of a strong workplace culture (CIPD, 2024). 






7. Be able to work inclusively with others and build positive working relationships. 
Q: Using a combination of your own reflections and feedback from at least one other person, discuss your ability to work inclusively and positively with others. (AC 2.3)
There is no requirement to include evidence of the use of references to wider reading for AC 2.3
[bookmark: _Hlk165445609]Inclusivity is such an important part of everything we do, especially at SBUHB, where diversity is one of our biggest strengths. In my role within the resourcing, I ensure everyone I engage with feel valued and supported. I am always looking for ways to ensure our recruitment processes are fair and welcoming to individuals from all backgrounds. I work closely with recruiting managers to help implement inclusive practices, such as being aware of unconscious bias during shortlisting and interviews. 
I promote inclusivity by carefully listening to people, ensuring my communication is adaptable to different needs. Last September, I supported applicants with language barriers, taking time to help them through the recruitment process. Applicant feedback later shared how grateful they were for the support, saying it made the experience less intimidating. My friendly nature and ability to create a positive environment have been highlighted in several feedback instances. Recent feedback from a questionnaire I issued out stated; “Working under your supervision always feels supportive because of your calm, friendly and approachable personality. You always manage to create such a positive environment where everyone feels comfortable sharing ideas and asking for help”. Over the years, I have also developed strong working relationships with other departments, these collaborations have enabled me to carry out my role more effectively, especially when working on cross-departmental projects like rolling out recruitment campaigns.
Fairness is central to my working practices. During a vacancy shortlisting process in May 2023, I identified that several applications included identical responses and extensive use of AI-generated content. I immediately raised this with senior management, showing my commitment to ensuring integrity and fairness throughout the process.
I would describe myself more on the introverted side, which can sometimes make it challenging to step into leadership roles. However, I have received encouragement from my seniors, who have expressed their confidence in me, giving me the motivation to explore this area further. During a team meeting in November, my line manager highlighted my ability to build trust and rapport, encouraging me to take on more opportunities to lead recruitment initiatives. To develop my confidence, I recently volunteered to co-lead a project to review our onboarding process.




8. Understand how the people practitioner role is evolving and the implications this has for your ongoing professional development. 
Q: Demonstrate your understanding of this with a written response and related entries in your CPD Plan. (AC 3.1)
The role of the people practitioner is forever evolving, requiring practitioners to be prepared and open to new development. Advancements in technology, such as artificial intelligence (AI) and data analytics are changing the recruitment process. AI can save time through automating tasks, detect patterns, and even aid with decision-making during shortlisting processes. To use these technologies effectively, practitioners need to develop a thorough understanding of how they work along with their limitations (CIPD, n.d.). Ethical considerations, like the risk of AI bias, highlight the importance of ongoing learning and development in this area. To make sure that I can use analytics and AI efficiently within my role, I know it’s important to stay up to date with the latest advancements. I’m hoping attending workshops will help me better understand data patterns, improve recruitment processes, and minimise the risk of biases.
Diversity, Equity, and Inclusion (DEI) are another area where the role of people practitioners is expanding. DEI is highly valued by organisations, Deloitte's Human Capital Trends Report (CIPD, 2023) demonstrates how effective DEI strategies can boost employee engagement and retention, creating a healthier and more productive work environment. This aligns with the CIPD Profession Map, which highlights fairness and inclusion as core principles people professionals should champion (CIPD, n.d.). While I already strive to promote inclusivity in my role, I plan to enhance my skills in this area by attending DEI workshops. 
The increasing focus on employee well-being and shift towards hybrid working models place new expectations on people practitioners. Hybrid working requires balancing organisational goals with employees’ needs for flexibility and well-being. Staying adaptable is crucial to navigating these changes and ensuring the people function supports both employees and organisational success (CIPD, 2024).
To help meet these evolving demands, I have identified several areas for development in my CPD plan. Thes include completing CIPD courses on DEI, understanding AI in recruitment, and managing hybrid working models. Through continuous development, I can ensure my skills remain relevant and my word continues to align with the organisational objectives and the CIPD Profession Map.











9. Be able to assess (own) strengths, weaknesses and development areas, based on own considerations and feedback from others.  
Using a combination of your own conclusions and feedback from at least one other person, assess yourself against a specification of your choice (such as a role/job description or any two of the core behaviour areas of the CIPD Profession Map (associate level). Briefly explain the outcome of your assessment (strengths, weaknesses and development areas) and the information that informed your conclusions. (AC 3.2)
There is no requirement to include evidence of the use of references to wider reading for AC 3.2
I have used the CIPD Profession Map to evaluate myself against the core behaviours of Working Inclusively and Valuing People.
One of my key strengths is my ability to create an inclusive environment. I strive to make everyone around me feel valued and respected. My line manager's feedback at my annual Personal Appraisal Development Review (PADR) in October 2024 emphasised my personable personality and eagerness to help others. I've built strong, positive relationships with my team and across departments. Colleagues feel comfortable coming to me for guidance or help, and I've earned their trust and confidence. People often mention that my contributions have had a positive impact on our work culture. This is something that the Head of Strategic Workforce Planning recently relayed to my line manager during a team feedback session in August 2024; I was recognised for how I have a good effect on team dynamics, and she applauded my ability to facilitate cooperation across diverse teams. This has helped to boost my confidence in this area.
While I am comfortable working inclusively in small groups, I sometimes struggle to take the lead on bigger inclusion projects, especially when public speaking is required. This is an area where I lack confidence and feel uncomfortable, and where I need to improve. In January 2025, I shared a questionnaire with my line manager and my colleague. She suggested that I focus on delivering my thoughts more assertively in bigger group settings or formal meetings. Another area I'm working on is being more proactive in taking on leadership roles for projects or initiatives. While I’m a strong team player, I sometimes hesitate to step into leadership responsibilities. My manager has encouraged me to take charge of meetings or more senior-level initiatives to help strengthen my leadership skills. In November 2024, I was asked to lead a discussion during a recruitment campaign planning session. This gave me valuable experience and helped me practice presenting my ideas in a structured way. 
My results have shown that I need to build more confidence when speaking in front of groups and taking the lead on initiatives. To improve, I plan to seek out opportunities to lead meetings and shadow my manager, helping me develop my skills and become more effective in my role.



10. Be able to formulate a range of appropriate CPD options to support ongoing learning.
Following on from your self-assessment, identify a range of formal or informal development activities and add these to your CPD Plan/document. Provide a brief explanation as to why you have selected these activities. (AC 3.3)
There is no requirement to include evidence of the use of references to wider reading for AC 3.3
After reviewing my self-assessment, I selected several CPD activities to assist me improve in areas such as public speaking, leadership, technical skills, and DEI practices. These are the areas where I wish to grow, whether it's increasing my presentation confidence, taking on additional leadership responsibilities, or expanding my recruiting expertise to create a more inclusive workplace.
To work on my public speaking, I plan to join workshops that focus on managing nerves and delivering impactful presentations. I’ve chosen this because I want practical tips I can apply immediately. I’ll also push myself to present more during team meetings and events—real-life practice that will help me build confidence and improve over time.
For leadership development, I will try to combine observational learning with self-study. I’ll shadow my manager during meetings to see how she leads discussions. Alongside this, I’ll also read books and listen to podcasts to understand different leadership styles. This will allow me to gain insights to enable me to feel more prepared for leadership opportunities.
Regarding the technical element, I’m keen to work on data analytics and AI in recruitment as this will be beneficial in my role. I’ll enrol in courses that explain these tools effectively while remaining mindful of ethical issues like bias. These skills will help me make smarter, data-driven decisions and improve recruitment strategies.
Finally, for DEI, I’m planning to attend workshops and webinars to deepen my understanding of unconscious bias and inclusive recruitment practices. I’ll also look for mentorship or peer support from someone experienced in DEI work to guide me as I apply these practices in real situations.
These activities reflect a mix of formal training, hands-on experience, and personal learning, all designed to help me grow in ways that will benefit both myself and the organisation.

11. Be able to reflect on and draw conclusions about the effectiveness of development activities. 
Reflect on three development activities, already undertaken, that have had an impact on your work behaviour or performance, explaining how they have impacted you. (Your reflections should be presented within your CPD Record document.) (AC 3.4)
There is no requirement to include evidence of the use of references to wider reading for AC 3.4

	

	

	[bookmark: _Hlk187573350]Development Plan

	
What do I want/need to learn?
	
What will I do to achieve this?
	
What resources or support will I need?
	
What will my success criteria be?
	
Target dates for review and completion


	
I need to develop my confidence in meetings, public speaking and leadership. 

Enhance my presentation skills and overcome any nervousness when speaking in group situations.
	
I will enrol in an online public speaking courses that focus on overcoming initial nerves and improving presentation skills.

Shadowing a Senior Colleague: I will shadow a senior leader during key meetings to observe leadership techniques in practice.

I will continue to shadow senior colleagues and engage in leaderships-specific training to deepen my understanding of effective leadership styles
	
Online platforms.

Arrangements with a senior colleague willing to mentor and allow observation. 

I will look for opportunities to lead small team project.
	
Successful completion of the public speaking course, with the ability to present with increased confidence.

Successful application of leadership techniques in team settings.
	
6 months – Evaluate progress in public speaking and identify areas to improve.

12 months – Evaluate leadership growth with specific team outcomes and feedback.

	
I need to deepen my understanding of DEI principles, specifically in relation to recruitment and promoting an inclusive workplace culture.


	
I will attend DEI-focused workshops and webinars and review industry best practices through platforms like CIPD and other DEI-related resources. 

I will also seek out mentorship or peer support from someone involved in DEI initiatives to help guide my learning implementation. 
	
I will need access to online DEI courses or webinars, as well as support from colleagues or mentors who are experienced in DEI initiatives.
	
Success will be reflected in my ability to implement DEI practices in recruitment, such as addressing unconscious bias and ensuring diverse candidate pools.

I will measure success through feedback from colleagues and improvements in recruitment diversity.
	
6 months – Implement DEI practices in recruitment and assess improvements in candidate diversity. 

12 months – Evaluate the broader impact of DEI practices within the organisation.



	I want to understand how technology, like AI, can make recruitment processes more efficient while still being fair and transparent. I’m also keen to explore how these tools can improve decision-making without introducing bias.
	Take an online course to learn how to use recruitment tools that incorporate AI and data analytics.

Attend webinars or events to stay informed about the latest trends and best practices in recruitment technology.

Experiment with these tools in real-life recruitment processes to see how they can save time and improve outcomes.
	Access to training courses or webinars focused on recruitment technology.

Support from colleagues who have experience using these tools.

Opportunities to trial these technologies in recruitment scenarios.
	Confidently using technology to streamline tasks like shortlisting candidates.

Ensuring that decisions made using these tools are fair, transparent, and inclusive.

Receiving positive feedback from colleagues about how these tools improve the recruitment process.
	6 months: Complete a training course and apply the knowledge in a recruitment project.

12 months: Review how well the tools are working and share any improvements with the team.



	Development Record

	
Key dates
	
What did you do?
	
Why?
	
What did you learn from this?
	
How have/will you use this?
Any further action?


	
June 13, 2024
	
Attended the Diversity, Equity, and Inclusion Webinar Series hosted by Inclusion Geeks.
	
To explore practical strategies for fostering diversity and inclusion in recruitment processes, and to deepen my understanding of unconscious bias, equity, and inclusion in hiring.
	
I learned about the latest strategies for eliminating bias in recruitment, improving inclusivity in candidate screening, and enhancing the diversity of recruitment pipelines. 

I also gained insights into practical approaches for creating inclusive environments within organisations.
	
I have already started applying these insights in my role, using inclusive language in job postings, ensuring more diverse interview panels, and challenging unconscious bias in decision-making during the recruitment process.

I plan to continue attending more sessions in the series to keep refining my DEI strategies. I will also gather feedback from candidates and colleagues to further refine my practices and aim to track diversity metrics in recruitment to measure improvements.

	
August 1 – August 31, 2024
	
Completed an online course on using AI tools in recruitment and ethical considerations.
	
To explore how AI can enhance recruitment efficiency while ensuring transparency and fairness.

This ties into my goal to gain hands-on experience with AI tools in people practices.

	
I learned techniques for automating candidate screening, analysing hiring data, and understanding potential biases in AI systems.

The course highlighted best practices for ethical AI use in recruitment.
	
I’ve started experimenting with AI tools to streamline candidate shortlisting and improve recruitment processes.
I plan to evaluate the impact of these AI tools on our recruitment outcomes.

Assess how AI can be used in more complex recruitment scenarios and share findings with colleagues.

	
July 10 - August 30, 2024
	
Shadowed a Senior Manager during team leadership meetings on a challenging project.
	
I wanted to learn how to effectively manage a team, handle conflicts, and lead discussions.

This aligned with my development plan to enhance leadership and decision-making skills.
	
I observed different leadership styles, communication techniques, and approaches to decision-making.

I learned how to handle stressful situations calmly and focus on solutions rather than placing blame.
	
I applied a more structured approach to team meetings, delegating tasks more confidently and ensuring the team stayed focused on achieving goals.
When faced with delays in our recruitment process, I applied similar techniques to ensure we still met our targets without compromising morale.

I will focus on specific leadership skills, like conflict resolution and team motivation, in future shadowing opportunities. 
I will also seek feedback from colleagues to assess my leadership effectiveness and adjust accordingly.
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