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AC 1.1 
For this presentation, I would begin by explaining that being a people professional involves supporting both employees and the organisation to achieve effective performance and positive outcomes. It requires a combination of business awareness and people management expertise to create a fair, inclusive and productive workplace. HR professionals are often described as “organisational professionals” whose role is closely aligned with achieving business objectives while managing people effectively (Syrigou and Williams, 2023). 
A key aspect of being a people professional is demonstrating professional and ethical behaviour. This includes acting with integrity, fairness and consistency, maintaining confidentiality and promoting equality and inclusion. The Chartered Institute of Personnel and Development (CIPD) highlights that professional values such as being principles-led, evidence-based and outcome-driven underpin effective people practice (CIPD, 2024).  These behaviours help build trust and credibility with both employees and managers.
Another important element is using an evidence-based approach to decision-making. This means drawing on data, research and professional expertise rather than assumptions. Evidence-based practice enables people professionals to identify trends such as turnover or absence levels and make informed recommendations that improve organisational performance (CIPD, 2023).  Furthermore, improving people performance is recognised as a central responsibility of HR, requiring clear measurement and understanding of individual and team contribution (CIPD, 2024). 
In terms of contributing to Nexxobyte, I would highlight several key areas. Firstly, supporting managers and team leaders in effectively managing their teams. This includes providing guidance on performance management, handling employee relations issues and ensuring consistent application of policies. By doing so, people professionals help build management capability and confidence across the organisation.
Secondly, people professionals play a vital role in enhancing employee engagement and wellbeing. By gathering employee feedback and identifying areas for improvement, they can support initiatives that increase motivation, job satisfaction and retention. This contributes directly to improved organisational performance.
Thirdly, they contribute to improving systems and procedures. This aligns with Aisha’s current focus, as reviewing and streamlining HR processes can improve efficiency, clarity and consistency. Ensuring policies are up to date, accessible and aligned with business needs is a key responsibility.
Finally, people professionals add strategic value by aligning people practices with organisational goals. This may include workforce planning, identifying skills gaps and supporting learning and development initiatives. By taking a proactive approach, they not only solve current issues but also help the organisation prepare for future challenges.
In conclusion, being a people professional means combining ethical practice, evidence-based decision-making and business understanding to support both employees and organisational success. At Nexxobyte, this role is essential in strengthening management capability, improving employee experience and ensuring effective systems and processes are in place.

AC1.2
In my new role at Nexxobyte, I recognise that my personal and ethical values will strongly influence how I approach people practice. Two values that I believe will be particularly important are integrity and fairness.
Firstly, integrity is essential in building trust and credibility as a people professional. This involves being honest, transparent and consistent in all interactions, particularly when dealing with sensitive situations. For example, this could include giving clear and honest advice to managers, maintaining confidentiality, and ensuring decisions are made based on ethical principles rather than convenience. The Chartered Institute of Personnel and Development emphasises that people professionals should be principles-led and act with integrity to build trust and uphold professional standards (CIPD, 2023). 
By consistently applying integrity, I would help create a culture at Nexxobyte where employees feel confident that decisions are ethical and respectful. This is particularly important in employee relations, where trust plays a key role in resolving issues and maintaining positive working relationships.
Secondly, fairness is a core value that underpins effective and inclusive people practice. Fairness involves treating employees consistently, without bias, and ensuring that organisational policies and procedures are applied equally. In practice, this would involve supporting managers to make objective, evidence-based decisions in areas such as recruitment, performance management and disciplinary processes. Fair treatment is closely linked to promoting equality, diversity and inclusion, ensuring all employees have access to the same opportunities and are treated with dignity. The importance of fairness in HR practice is reinforced through guidance on ethical and inclusive workplaces, which highlights the need for consistency and unbiased decision-making (ACAS, 2022). 
Consistently applying fairness would help reduce the risk of conflict, grievances and perceptions of bias within Nexxobyte. It would also support higher levels of employee engagement and trust, as employees are more likely to feel valued and respected in a fair working environment.
Applying both integrity and fairness will directly inform my people practice work. These values support ethical and evidence-based decision-making, ensuring that actions are transparent, justified and aligned with both organisational goals and employee wellbeing. They also help reinforce consistency in how policies are applied, which is essential for building credibility as a people professional.
In conclusion, by embedding integrity and fairness into my day-to-day work, I will be able to support managers effectively, build strong and trusting relationships, and contribute to a positive and inclusive workplace culture at Nexxobyte.

AC 1.3
Communicating in an informed, clear and confident way is essential for a people professional because it enables effective influence, supports decision-making and drives organisational change. Within Nexxobyte, this is particularly important as Aisha is aiming to improve systems and introduce new ways of working.
Firstly, effective communication ensures that key messages are clearly understood and acted upon. People professionals are often required to translate complex people data, policies and insights into practical actions for managers. If communication is clear and evidence-based, it reduces misunderstanding and helps managers make informed decisions. Research highlights that effective workplace communication is central to organisational functioning and should be planned and tailored to ensure understanding and impact (CIPD, 2025). 
Secondly, confident communication is critical for influencing change. When proposing new systems or improvements, there may be resistance from managers who are used to existing ways of working. Communicating with confidence, supported by evidence, helps demonstrate credibility and reinforces the importance of change. Effective communication is also closely linked to employee voice, which contributes to organisational performance, innovation and improved decision-making (CIPD, 2025). 
If I am unable to communicate in this way, one consequence for me would be a loss of credibility and professional influence. Without clear and confident communication, managers may not fully understand or trust my recommendations, which could result in my input being overlooked. This would limit my effectiveness as a people professional and reduce my ability to contribute strategically.
A second consequence for Nexxobyte would be reduced organisational performance and missed opportunities for improvement. If people-related insights and recommendations are not communicated effectively, important changes may not be implemented. This could lead to ongoing issues such as low employee engagement, inefficiencies or poor management practices. Evidence shows that effective communication plays a key role in improving engagement, productivity and overall organisational outcomes (Government Communication Service, 2021). 
In conclusion, communicating in an informed, clear and confident way is vital for influencing decisions, supporting change and ensuring organisational success. Without it, both individual effectiveness and Nexxobyte’s ability to improve systems and performance could be significantly impacted.

AC 1.4
If I had been at Nexxobyte and aware of these situations when they occurred, I would have approached them by following ethical principles, organisational procedures, and professional standards to ensure the issues were addressed appropriately and safely.
For the first situation—unethical behaviour by a manager approving attendance at expensive training events for favourites while refusing similar requests for others—I would have taken a structured and evidence-based approach. Firstly, I would gather clear and objective information, such as training requests, approvals, and records of attendance, to confirm the pattern of unfair treatment. Once documented, I would raise the issue with the appropriate senior manager or HR lead, explaining the evidence and highlighting the risks of unfair practice, including reduced employee morale, disengagement, and potential breaches of equality and fairness policies (CIPD, 2024). 
In addressing this, I would maintain confidentiality and professionalism, avoiding personal opinions or accusations. My recommendation would include a review of training approval processes to ensure transparency, clear criteria for selection, and consistent application for all staff. This approach would protect the organisation from ongoing unethical behaviour and reinforce fair and equitable practices.
For the second situation—the illegal activity of a former employee using Nexxobyte time and equipment for personal business—I would have acted quickly to mitigate risks to the company. I would first gather evidence, such as system logs, email records, and any relevant communications, to confirm the misuse. I would then escalate the matter immediately to senior management or the designated compliance officer, following organisational policies for reporting misconduct and potential legal violations (ACAS, 2022). 
Throughout this process, I would ensure that all communication was factual, professional, and documented, avoiding speculation or assumptions. The aim would be to protect Nexxobyte’s assets, uphold ethical standards, and prevent reputational or financial damage.
In both situations, my approach would be guided by integrity, fairness, and professional responsibility. By addressing the issues in a timely, evidence-based and professional manner, I would help Nexxobyte maintain an ethical workplace culture and ensure that systems and processes were strengthened to prevent future occurrences. This aligns with my role as a people professional, which includes promoting ethical practices, safeguarding organisational interests, and supporting managers and employees to act responsibly.

AC 2.1
Thank you for sharing your perspective. I understand that from a purely financial point of view, the company may appear to be performing well. However, research consistently shows that the way employees are treated – and how included, valued, and fairly managed they feel – has a significant impact on both human and business outcomes.
When employees feel included and valued, they are more engaged, motivated, and committed to their work. The concept of psychological safety suggests that when employees believe their voices are heard and their contributions matter, they are more likely to take initiative, collaborate, and share ideas (Edmondson, 2019). This has direct business benefits, such as increased innovation, productivity, and problem-solving capacity.
Fair treatment is equally important. Equity theory (Adams, 1965) highlights that employees compare the effort they put into the rewards and recognition they receive. When people perceive unfair treatment, motivation decreases, performance suffers, and turnover or absenteeism can increase. Conversely, consistent, transparent, and fair practices build trust, reduce conflict, and foster a more stable workforce.
From a financial perspective, companies that invest in inclusive and fair people practices often see improved performance over the long term. For example, research from McKinsey (2020) shows that organisations with high diversity and inclusion scores are more likely to outperform competitors in profitability. Similarly, engaged employees are less likely to leave, reducing recruitment and training costs while maintaining organisational knowledge and capability (Gallup, 2022).
In short, supporting people to feel included, valued, and treated fairly is not just a “feel-good” initiative—it directly contributes to business success. It enhances employee engagement, innovation, and retention, which in turn supports sustainable performance and growth. People are more likely to go the extra mile when they trust that their contributions are respected and rewarded fairly, rather than working harder purely out of pressure or fear of policies.

AC 2.2
Designing a Fair and Inclusive Learning and Development Initiative
To ensure that the staff learning and development (L&D) policy is fair and inclusive from the start, I would take several key steps.
1. Gathering input and understanding needs: I would consult with all staff groups, including administration, technical, and managerial teams, to understand their development needs, preferences, and barriers to participation. This could be done through surveys, focus groups, or one-to-one discussions. Including all voices helps ensure the policy reflects the diverse needs of the workforce rather than being tailored to a particular group (CIPD, 2023; Roberson, 2020). 
2. Clear and transparent criteria: I would define the factors for eligibility, allowable paid time for development, and individual training budgets in a transparent and easily understandable way. Consistent criteria help prevent bias or favouritism and ensure all employees are treated equitably (ACAS, 2022). 
3. Broad range of learning opportunities: The policy would include a wide variety of learning activities, such as formal training courses, mentoring, coaching, e-learning, and conference attendance. This flexibility allows employees with different roles, learning styles, and responsibilities to participate meaningfully (Noe et al., 2021).
4. Accessibility considerations: I would ensure that training sessions, both in-person and online, are accessible to all staff, including those with disabilities or flexible working arrangements. This may involve providing online options, adapting content, or allowing time adjustments for participation (SHRM, 2022).
Checking Inclusivity After Three Months
After three months of implementation, I would evaluate whether the initiative is achieving the intended inclusivity. Steps would include:
1. Monitoring participation data: I would analyse uptake across all staff groups, job roles, and locations to check that opportunities are being accessed equitably. Any patterns showing underrepresentation would indicate areas for improvement (CIPD, 2023).
2. Gathering feedback: Conducting surveys or focus groups with participants and non-participants would provide insight into perceived fairness, accessibility, and barriers to engagement (Roberson, 2020).
3. Reviewing outcomes: I would compare the learning outcomes achieved by different groups to ensure that all staff benefit from development opportunities.
4. Adjusting the policy: Based on the data and feedback, I would refine the policy or processes to remove barriers and make learning more inclusive, ensuring continuous improvement (SHRM, 2022; Noe et al., 2021).
By combining careful design with ongoing monitoring and feedback, the L&D initiative would be both fair and inclusive, providing meaningful development opportunities for all staff at Nexxobyte.

AC 2.3
	
	Associate Level/Self-Reflection
	Manager Feedback
	Conclusion / Development 

	Inclusivity
	I take time to build rapport, understand colleagues’ roles and needs, particularly when supporting with payroll queries.
	Seen as approachable and easy to talk to.
	Spend more time understanding individual working styles and preferences.

	Valuing Diversity
	I listen well when approached, I could be more proactive in asking for input from quieter team members.
	Recognised as a good listener
	Encourage wider participation and actively seek different perspectives

	Building Relationships
	I have developed positive working relationships across departments and collaborate when needed.
	Strong cross-team relationships highlighted.
	Strengthen relationships further through more regular engagement, not just tasked based.

	Collaborative Working
	I contribute reliably to team tasks, support team goals, especially during busy periods.
	Viewed as dependable and supportive within the team.
	Continue contributing whilst balancing workload to support others when needed.

	Sharing Knowledge
	I provide guidance to colleagues on payroll processes and answer queries quickly
	Acknowledged for being helpful and knowledgeable
	Proactively share knowledge more widely, not just when asked

	Conflict Resolution
	I remain calm and fair when handling issues, but I have limited involvement in conflict situations.
	No concerns raised, but limited exposure noted.
	Build confidence in supporting early conflict resolution and fostering trust.



The feedback validated my strengths and highlighted key development areas, particularly gaining experience in employee relations, applying inclusive practices in more complex HR situations.
I demonstrate strong inclusive behaviours in day-to-day interactions, further development is needed to confidently apply these behaviours in more complex and sensitive HR contexts as I progress into an HR Officer.



AC 3.1
The role of the people practitioner is evolving due to technological advancements and increasing expectations for strategic contribution. As I transition from a payroll role into an HR Officer position, two key developments are particularly relevant.
Firstly, the increased use of digital technology, automation and people analytics is transforming HR practice. The Chartered Institute of Personnel and Development highlights that technology enables HR professionals to move beyond administrative tasks and make data-driven decisions (CIPD, 2025). In my current role, I already use systems to manage payroll, annual leave and sickness absence. However, the expectation in HR is to interpret this data, for example identifying absence trends or workforce patterns to inform decision-making.
This means I need to develop my analytical capability and confidence in using HR systems to support evidence-based practice. Ongoing learning through university study and Peninsula HR webinars will support my understanding of digital HR and emerging tools such as AI.
Secondly, the role of HR is becoming more strategic and advisory. The CIPD explains that people professionals are now expected to influence business decisions, support managers and contribute to organisational performance (CIPD, 2025). My role is expanding to include employee relations, disciplinaries, investigations and recruitment, which reflects this shift.
To meet these expectations, I need to strengthen my knowledge of employment law and HR practices, while building confidence in advising managers and handling sensitive situations. Gaining hands-on experience in these areas will be essential.












AC 3.2
	Area
	Assessment

	Strengths
		
	I have strong operational experience from my payroll role, including accuracy, attention to detail, and handling sensitive employee data. I am confident using HR systems for payroll, absence and leave, which provides a solid foundation for developing people analytics skills. I am also approachable and supportive, which helps build trust with colleagues. Feedback highlights that I am reliable, organised and communicate clearly, particularly when dealing with employee queries. My exposure to employee relations processes such as disciplinaries and recruitment is beginning to strengthen my HR capability.




	Weaknesses
	My experience is still more administrative than strategic. While I use data systems, I have limited experience in analysing and interpreting data to inform business decisions. I also recognise that my confidence in advising managers on complex employee relations issues, such as investigations or conflict, is still developing. At times, I can focus heavily on completing tasks rather than stepping back to consider wider organisational impact.

	Development Areas
	A key development area is building my analytical capability, particularly in using HR data to identify trends and support evidence-based decision-making. I also need to strengthen my knowledge of employment law and HR best practice to confidently support managers. Developing influencing and advisory skills will be important as I transition into a more strategic HR role. Gaining hands-on experience in employee relations cases will further build my confidence and competence. Continued professional development through my university studies and external learning, such as Peninsula HR webinars, will support my growth in these areas.




AC 3.3
	Development Activity
	Explanation/Reason

	1. Attend HR training/webinars (e.g. Peninsula Hr webinars and employment law updates
	I will attend regular HR webinars and training sessions focused on employment law, employee relations, and HR best practice. This will support my transition into an HR Officer role by strengthening my knowledge and confidence when advising managers and handling disciplinaries, investigations, and other employee relations matters. I have chosen this activity because my self-assessment identified a gap in my confidence and experience in these areas, and staying up to date with legislation is essential for effective people practice.

	2. Develop people analytics skills through practical application and study
	I will focus on improving my ability to analyse HR data by using systems already available in my role (e.g. absence and payroll data) and linking this to my university learning. For example, I will begin identifying trends such as absence patterns and present findings where appropriate. I have selected this activity because the increasing use of technology and data in HR requires stronger analytical skills. Developing this capability will enable me to contribute more strategically and support evidence-based decision-making.



 









AC 3.4 
CPD Record – Reflection on Development Activities
Activity 1: Implementation of Zeus Payroll Programme (On-the-job learning)
Date: Within the last two years
Type: Informal learning (workplace project)
What was the activity?
I was involved in supporting the setup and implementation of the Zeus payroll programme to improve payroll processes and efficiency within the organisation.
What did I learn?
Through this activity, I developed my understanding of payroll systems, data migration and the importance of accuracy when implementing new technology. I also gained insight into how digital tools can streamline processes and reduce manual workload.
What impact did it have on my behaviour and performance?
This experience improved my problem-solving skills and adaptability, as I had to adjust to a new system and support its integration into daily processes. It also increased my confidence in using HR technology and strengthened my attention to detail. I became more proactive in identifying ways to improve efficiency and support colleagues during the transition.
What will I do differently moving forward?
I will continue to build on this experience by developing my digital and analytical skills, using HR systems more effectively to support data-driven decision-making in line with guidance from the Chartered Institute of Personnel and Development.

Activity 2: University Study and Peninsula HR Webinars (Formal learning)
Date: Ongoing
Type: Formal learning
What was the activity?
Studying HR at university alongside attending Peninsula HR webinars covering employment law and HR best practice.


What did I learn?
I have developed my knowledge of employment law, HR policies and procedures, and gained insight into handling employee relations issues such as disciplinaries and grievances.
What impact did it have on my behaviour and performance?
This learning has increased my confidence in understanding HR processes and improved my ability to support managers with HR queries. It has also helped me take a more professional and informed approach to my work.
What will I do differently moving forward?
I will apply this knowledge more practically by getting involved in employee relations cases and continuing to build confidence in advising managers.

Overall Reflection
Both activities have significantly contributed to my development. The Zeus programme enhanced my practical and technical skills in payroll systems, while my formal learning strengthened my HR knowledge. Together, they support my progression into a more strategic HR role.
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