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Q1 (AC 1.1) 
People professionals are expected to act as role models for fairness, transparency and integrity and must be prepared to challenge inappropriate or unfair behaviour. They should protect confidentiality when dealing with sensitive matters and treat everyone with dignity and respect, regardless of their role or position in the organisation (CIPD, 2021). Another part of the role is committing to continuous professional development. Also staying up to date with Employment Law ensures that the advice a HR professional gives and the decisions made remain relevant, accurate and aligned with organisational needs (Armstrong & Taylor, 2020).
One way I can add value at Nexxobyte is by helping to bring more structure and consistency across the business. Standardising the recruitment processes, the induction programmes and having clearer access to learning opportunities will help to reduce these inconsistent areas. It will also mean that all employees are treated fairly (Armstrong & Taylor, 2020).
I can also support the development of managers. Many managers at Nexxobyte have been informally placed into their roles and therefore have not had the training they need. Development that is focused on communication skills, inclusive leadership, coaching and effective performance management are things that I can help with. I can also help managers feel more confident and better equipped to make fair and consistent decisions (Ulrich et al., 2017).
I can help to support and promote ethical behaviour by encouraging fairness, challenging inappropriate conduct and ensuring that opportunities are accessible to all employees. This will help build trust across teams. This will also reduce the risk of legal or reputational issues. (CIPD, 2021).
Nexxobyte’s is growing at a fast pace. I can also play a role where I can make sure that people practices are aligned with long‑term needs of the business. This could be through supporting workforce planning, reviewing role structures or helping with strategic decisions so Nexxobyte can grow sustainably and effectively as a business (Armstrong & Taylor, 2020).
Finally, I can support Nexxobyte by improving communication and improving how the employees feel when working for the business Employees that are being listened to and valued are more likely to be engaged and motivated. New and clear processes all help to build trust. This in turn can create a workplace culture where people feel genuinely included and respected (Kahn, 1990).






Q2 (AC 1.2)
Value 1: Integrity
Integrity is a core value for a people professional to have. Acting honestly, ethically and transparently, even when this feels uncomfortable or is being challenged is very important (CIPD, 2021). When you show integrity, it means decisions are based on fairness and evidence rather than what you would prefer. It requires making sure my actions match my words. It also involves having the courage to challenge unethical behaviour, even when doing so is difficult or goes against familiar habits or expectations (Ulrich et al., 2017).
In my role at Nexxobyte, using integrity consistently will be essential if I want to build my credibility and trust with employees and managers. When all the staff can see that the decisions I have made are impartial, informed and based on professional standards, they are more likely to accept the new processes. They should also feel that they are able to ask for support if they need it (Armstrong & Taylor, 2020). 
Nexxobyte has previously faced concerns about unfair treatment and inconsistent practices. So, leading with integrity will help change and manage expectations and support the development of a culture where fairness is a set standard (CIPD, 2021). Acting with integrity therefore strengthens ethical practice and contributes to long‑term organisational stability and morale.
Value 2: Inclusivity
Inclusivity is a core value in effective people practice. It shows an honest commitment to making sure everyone, regardless of their background, identity or role has equal access to opportunities, resources and fair treatment at work (CIPD, 2023). It means being aware of bias and taking the any steps to remove barriers that could prevent individuals or groups from fully taking part. Inclusivity also involves really listening to different perspectives and creating an environment where employees feel safe and comfortable enough to share their thoughts and experiences (Kahn, 1990).
At Nexxobyte, bringing inclusivity into my work will help me create processes for other people that are fair, consistent and accessible to all. This could mean ensuring clear and transparent access to learning and development opportunities. It could also involve standardising recruitment and selection and promoting inclusive communication that supports all employees (Armstrong & Taylor, 2020). Inclusivity is strongly linked to a sense of belonging, which research shows is a powerful predictor of engagement, performance and retention (CIPD, 2023).

Together, integrity and inclusivity give me a strong ethical foundation for how I will approach my work at Nexxobyte. When I apply these values consistently, I am able to make decisions transparently. I communicate openly. I can also develop policies that treat everyone fairly and equitably (CIPD, 2021). These values outline the way I interact with managers. They influence how I support staff concerns. They also help me recognise and challenge behaviours or practices that don’t align with professional standards (Ulrich et al., 2017).
Q3 (AC 1.3)
For me, clear and informed communication plays an important role in effective people practice. HR professionals often guide or advise managers who may not immediately be open to change. This means that how messages are communicated is just as important as what the message says. When communication is clear, it lowers the risk of misunderstandings which helps make sure everyone understands the information. Confidence in the way the information is shared also helps build trust which makes it more likely that leaders will engage positively and agree with the ideas being put forward (Ulrich et al., 2017).
HR workers also deal with sensitive and complex issues which can include fairness, concerns with their performance or employee relations matters which requires clarity, empathy and professionalism. Communicating in this way helps ensure that conversations remain respectful and constructive (Armstrong & Taylor, 2020). Without this balance there could be a strain on working relationships and reduce trust in HR. If I can’t communicate clearly or confidently, there is a chance that I could lose credibility within the team.
Managers may disregard or challenge recommendations because of this. They may also misunderstand the purpose behind HR initiatives or fail to engage with changes that are necessary to improve (CIPD, 2021). Over time, this could weaken my ability to influence decision‑making and limit my effectiveness as a people professional.
A lack of confident communication might also affect how others perceive my competence. If messages come across as unclear, managers may question my judgement or overlook input during important discussions, making it harder to be seen as a trusted adviser (Ulrich et al., 2017).
Within Nexxobyte, if communication with management team isn’t clear, confident or well‑informed, it can have several negative consequences for the organisation. Nexxobyte is already dealing with inconsistent people management practices, a lack of standard procedures and managers who vary widely in their capability. If there is no effective communication from HR, it is much harder to challenge issues. This means inconsistencies and unfairness are likely to continue which may lead to employee dissatisfaction and an increase in complaints. Therefore, this also increases the risk of losing more staff as the organisation has already experienced.
Without strong communication, important changes may not be implemented and this may increase the chances of poor management practices, unclear structures and unequal access to opportunities. Over time, a lack of communication can weaken employee engagement, reduce productivity and mean there is a lack of teamwork. In the long term, weak communication can contribute to other business risks too. For example, damage to Nexxobyte’s reputation as an employer and even potential legal issues if some practices are seen as discriminatory or unfair.



Q4 (AC 1.4)
Unethical behaviour (manager favouritism in L&D access).
If I was working at Nexxobyte at this time, I would have dealt with this issue in a clear and ethical way. I would have gathered evidence and looked at past training requests. This would show which ones were approved and which were rejected to possibly help to see any patterns and inconsistencies. It would also make sure that my concerns were based on facts not assumptions. Taking this approach is essential in people practice because it helps support fair and objective decisions (CIPD, 2023).
Using the all the information I’ve found, I would arrange an informal meeting with the manager to discuss what had been identified and to show them where some of their decisions might look inconsistent. I would also explain how decisions could affect things like fairness, equal access and expected ethical standards. People professionals are expected to be role models where they challenge inappropriate practice, even when the conversations feel uncomfortable (CIPD, 2021; Ulrich et al., 2017).
If the behaviour did not improve, I would speak to Aisha or Kit to show them the potential risks, like reduced engagement from employees, formal grievances, reputational damage and the loss of trust within teams (CIPD, 2023). Finally, I would advise on some possible solutions and that clear criteria and decision‑making guidelines should be created. These would help prevent issues coming back in the future and support a more consistent and inclusive approach to development.

Illegal behaviour (employee running a private business using company resources).
Any issues including illegal behaviour or gross misconduct should be responded to immediately and formally. If I had known an employee was using Nexxobyte’s equipment and time to run their private business, I would start documenting the concern in detail. I would do this by getting evidence, for example dates, times, system activity or statements from colleagues. Thorough documentation helps keep the process fair and is essential in any disciplinary procedure (Armstrong & Taylor, 2020).
As the misconduct is so serious, I would advise the directors of the issue straight away. Illegal activity at work creates legal, financial and security risks for the organisation, so quick involvement from senior leaders is vital (CIPD, 2021). I would advise that a formal disciplinary investigation should start and allow for due process to be followed.
Once completed, I would review the company’s policies. Misconduct often identifies a need for clearer guidance, better communication of policies or stronger monitoring processes (Ulrich et al., 2017).
To help stop any future issues, I would recommend Nexxobyte introduces processes such as manager training, periodic compliance reminders, clearer IT guidelines or proportionate checks where appropriate. These steps and policies help to support accountability and make employees understand what is and is not acceptable behaviour.




























Q5 (AC 2.1)
Human Benefits
The psychological and physical wellbeing of employees will improve when they feel included and valued at work. Feeling a sense of belonging and respect is essential for individuals to thrive (Maslow, 1943). Research shows that having a genuine sense of belonging is closely linked with higher motivation, stronger commitment and greater resilience (CIPD, 2023).
Fair treatment is also very important. Employees who think that they are being treated fairly are more likely to trust their managers. They will speak up earlier, collaborate more and contribute positively to the wider workplace culture (Cropanzano & Mitchell, 2005). The confidence of an employee who feels supported and respected will increase, making them more comfortable sharing ideas or to challenge existing ways of working. Psychological safety has been shown to significantly enhance team learning, creativity and performance (Edmondson, 1999).
When an employee’s belonging and esteem needs are met through inclusion, fairness and respect, they are far more likely to reach higher levels of growth, creativity and performance. In this view, the human benefits of inclusion and fairness go well beyond personal wellbeing. They directly support healthier, more collaborative and more innovative teams (Maslow, 1943).
Business Benefits
The business benefits of treating people fairly and building an inclusive culture are just as strong as the human ones. Employees that feel respected, supported and included, are going to produce more because they are more focused, motivated and committed to organisational goals (Armstrong & Taylor, 2020). Fairness will also helps a business to keep employees. They are less likely to leave when they feel valued. This is important in technical or specialist roles, where turnover can be costly and difficult to manage (CIPD, 2021).
Inclusivity also helps to keep a team strong and together. Employees will communicate more openly, resolve problems more constructively and form stronger working relationships if they feel safe and respected. This will lead to better coordination and more effective teams (Edmondson, 1999). Workplaces that value diversity and inclusion can benefit from a wider range of perspectives, which supports more creative problem‑solving and greater innovation (Shore et al., 2011).
As well as this, treating employees fair and consistently improves the employer brand. Businesses known for valuing their people attract higher‑quality candidates, can compete more effectively in the labour market and are also more successful at retaining talent in the long term (Ulrich et al., 2017).
At Nexxobyte, where there have been past examples of unfair treatment and inconsistent practice, building a genuinely inclusive and respectful culture will be essential for improving morale. It will also strengthen trust and support long‑term organisational performance and growth.

Q6 (AC 2.2)
To design a fair and inclusive Learning and Development (L&D) policy at Nexxobyte, I would start by speaking with a complete cross section of employees within the business. Hearing from a wide range of colleagues would help me understand the different needs, expectations and challenges each group experiences. This collaborative approach is an important part of good people practice, which highlights how essential it is to gather diverse perspectives so that policies genuinely reflect the realities of the workforce (CIPD, 2023).
It would also be crucial to use evidence and data. A review of past training records could identify any areas of under‑representation, bias or unintentional exclusion. This is a core element of an evidence‑based HR approach (Armstrong & Taylor, 2020).
I would also make sure that budget allocation is communicated openly. Research shows that transparent decision‑making processes help strengthen organisational fairness and improve employee engagement (Colquitt et al., 2013).
Offering a wide range of training options would also be essential. This could be done by offering workshops, online learning, conferences, job shadowing, peer learning and mentoring for example (Armstrong & Taylor, 2020). All barriers to access would also be removed so that all L&D is genuinely inclusive. Doing this supports equal opportunities for full‑time, part‑time, remote employees and those employees currently not attending work (maternity, long term sick) which is a key feature of inclusive practice (CIPD, 2023).
After three months of implementation, a review of whether the L&D policy is working as fairly and inclusively as planned would be completed. An analysis of the data on L&D participation across different groups; including team, role level, gender and contract type. Looking at this data would help identify any early discrepancies or patterns (CIPD, 2023).
I would then link this with the staff feedback. Surveys, focus groups and one‑to‑one discussions would provide useful information. These can highlight experiences or barriers that numbers on their own will not show (Kahn, 1990).
After that, I would review manager decision‑making patterns to check that approval processes are being applied consistently. I would also check if the training being approved is in line with the policy’s intended outcomes. This would show whether employees are accessing the correct learning and development opportunities (Armstrong & Taylor, 2020). A review of any complaints, concerns or informal comments would also be done to identify areas that may need improvement or clarification.
I would amend the new policy, process and procedure as required. This evidence‑based approach to reviewing what has happened over the last three months will help to make sure the policy remains fair, relevant and effective over time. It also supports a culture of continuous improvement and strengthens Nexxobyte’s commitment to inclusive people practices (CIPD, 2023).

Q7 (AC2.3)
	CIPD Standard
	Feedback from Colleague
	Feedback from Line Manager
	Personal Reflection
	

	Inclusivity
	You create a safe, welcoming space.
	You adapt communication well in ER.
	I give people space to talk openly.
	

	Valuing Diversity
	You respect different backgrounds.
	You balance diverse viewpoints.
	I listen and encourage varied input.
	

	Building Relationships
	Strong relationships, but confidence varies.
	You build purposeful relationships.
	My confidence varies; I want to improve.
	

	Sharing Knowledge
	Clear explanations.
	Growing HR knowledge. Need to work on confidence and believe in knowledge
	I'm becoming more confident advising.
	

	Conflict Resolution
	Calm, fair approach.
	You help resolve conflict early.
	I want to strengthen confidence.
	

	Psychological Safety
	People feel safe and heard.
	You encourage openness. Can accept when made mistakes
	I aim to create a supportive environment.
	



I felt it was important to gather feedback from both my colleague, whom I work closely with and my line manager because they each see how I work from different angles. My colleague observes how I work day‑to‑day, while my line manager evaluates my performance in a more strategic and organisational way. Bringing these perspectives together has given me a well‑rounded, evidence based reflection rather than just a self‑reported view.
I believe that the feedback I’ve received confirmed my view that I create a working environment where people feel comfortable in approaching me, particularly on sensitive ER matters. I recognise that colleagues value my ability to listen, I can adapt my communication and share my growing HR knowledge clearly. I also acknowledge that while building strong, trusted relationships, my confidence can vary depending on who I am speaking to.  This is an area I want to carry on developing. Overall, my reflections show growing self‑awareness, an increase in my confidence and a commitment to strengthening my HR expertise and to building relationship building skills.





























Q8 (AC3.1)
The people practitioner role is changing quickly and is driven by new technology, shifting expectations and a stronger focus on employee experience. The following shows two important ways the people practitioner role is evolving and what this means for my own development.
Growing Use of Technology, Data and People Analytics
People practitioners now rely more on data to help with decisions. HR systems, dashboards and analytics tools are a part of everyday practice, helping organisations understand trends and plan ahead (Bersin, 2022; Marler & Boudreau, 2017). I therefore need to work on my confidence to learn how to interpret data clearly and use evidence to explain and support my recommendations (CIPD, 2022; Rasmussen & Ulrich, 2015). I will improve my knowledge through training and I will use organisational data in a practical way and developing stronger analytical skills.
Stronger Emphasis on Inclusion, Wellbeing and Culture
An expectation from employees for their employer to be fair, supportive and inclusive requires empathy, good communication skills and a solid understanding of equality, diversity and inclusion (CIPD 2022; Ferdman & Deane, 2014). For my own development, I plan to increase my equality, diversity and inclusivity knowledge, strengthen my interpersonal skills and keep reflecting on my own behaviour to make sure I model inclusive practice.
The people practitioner role is becoming more data led, more strategic and much more centred on employee experience (Ulrich et al., 2021; CIPD, 2023). To keep up with these changes, I will continue building my digital, analytical and inclusive practice knowledge so I can meet the changing expectations of the profession.












Q9 (AC3.2)
Strengths
I am a naturally warm, approachable and inclusive person. People feel comfortable coming to me with difficult or sensitive issues and both my colleague and line manager recognise how well I listen and adapt my communication style. I have built strong, trusted relationships across schools, headteachers, support staff and trade unions and I explain complex HR issues in a clear, calm and reassuring way.
Weaknesses
My confidence can dip depending on who I am speaking with and this sometimes affects how assertive I feel in more challenging situations. I am also still developing confidence in managing conflict and giving strong early‑resolution advice.
I have recognised that people analytics and digital HR tools are becoming a bigger part of the profession and this is an area where I would benefit from more confidence and practical experience.
Areas for Development
I am focusing on becoming more consistently confident.  I already have the skills but want to feel comfortable using them with all stakeholder groups. I also aim to strengthen my digital and data skills, recognising that as HR becomes more evidence‑based, improving my data literacy and confidence with HR systems and analytics will help me work more strategically. I also want to deepen my EDI knowledge, building on the strong inclusive behaviours I already demonstrate to further support my role as an advisor. Finally, I am looking to grow my confidence in conflict resolution by building on the solid foundation I have already developed.













Q10 (AC3.3)
Based on the self reflection, the two areas for development are:
Confidence and Resolution Skills
The self reflection has shown that my confidence can vary depending on the situation. My early resolution skills need to be better and I need to feel more assertive in difficult conversations. I can build my confidence through repeating the same processes and by being shown real conflict resolution scenarios. This includes shadowing a senior HR colleague during complex ER meetings. Through supervision I can take part in basic informal discussions and attend meetings about conduct issues. I can also complete training on mediation, handling difficult conversations and early conflict resolution. After each meeting, my notes will help me to look at what supported my confidence and where I improved. This will also help me track my progress until my next appraisal. 
Digital Confidence and People Analytics Skills
I can strengthen my digital confidence by completing focused people analytics or data skills development and applying this directly to real HR work. This could involve completing a CIPD “People Analytics” or data‑literacy course, practising with internal HR dashboards, workforce reports, or sickness and turnover data. I can produce a simple evidence based analysis for the HR team. I can then apply these analytics skills to support my advice in at least two ER cases or HR projects. This will help me use data more strategically in your role.

It directly addresses my need to improve digital confidence and develop skills that are becoming increasingly essential in the profession.













Q11 (AC 3.4)
Both areas of development have been taken from my last appraisal dated 26 June 2025 and have been development areas for me since I started in my HR role in 2023.
CPD Reflection – Shadowing a colleague during a formal ER hearing
Why this learning was necessary
I shadowed a colleague during a formal ER meeting because I wanted to strengthen my confidence in more complex casework. It also helped me to understand how my experienced colleague managed a hearing and everything that went alongside it. Although I was already supporting schools with ER advice, I felt I needed more exposure to how senior HR colleagues communicate, maintain control of the meeting and handle difficult situations.
What I learned
I observed how it essential it is to prepare and have structure in ER meetings. My colleague remained calm and kept control of the hearing. They made expectations clear and coped well when things got emotional. I also saw how important it is to provide clarity early, manage trade union involvement constructively and stick closely to policy while still showing empathy.
How I applied the learning
After this experience, I changed how I prepare for and support ER meetings. I began using clearer agendas and tried to anticipate questions in advance. I also adopted a more confident communication style. I improved how I brief managers before meetings and ensured that they felt supported and understood the required process.
What difference it made
Shadowing significantly increased my confidence, however this remains an area of development. I now feel more assured when guiding headteachers through formal and informal stages and can manage meetings much better. I’ve received positive feedback that my advice is clearer and more structured and I’ve seen fewer escalations because handling conversations better. This experience has had a really helped with my professional judgement in ER cases.

CPD Reflection – Developing confidence through repeated school‑based HR queries
Why this learning was necessary
Working with schools, I regularly receive varied and sometimes urgent HR queries from conduct and safeguarding‑related concerns through to leave of absence, sickness and contractual questions. When I first started as a HR Advisor, I often lacked confidence when queries came unexpectedly or involved areas I hadn’t dealt with before. I regularly buried my head hoping that my colleague would answer the queries before me. I realised that repeated exposure was helping me grow and I wanted to consciously consolidate that learning.
What I learned
Through handling a wide range of queries, I learned that confidence grows not from knowing everything immediately, but from developing a structured, evidence‑based approach. Patterns began to emerge similar issues appeared across different schools, and I learned to identify the underlying principles rather than treat each query as completely new. I also recognised the importance of pausing to check guidance and policies before responding, rather than rushing to provide an instant answer.
How I applied the learning
I started to approach each query as an opportunity to strengthen my HR knowledge. I used internal policies more consistently and built a bank of information that I could use. I improved my written and verbal advice. Repetition helped me get better at explaining complex issues. I became more comfortable giving clear recommendations even in situations where there wasn’t a perfect solution. I also asked more probing questions to fully understand the query before providing advice.
What difference it made
This ongoing, repeated exposure has helped with my overall performance. My confidence has noticeably increased, although it is still an area of development. I respond more quickly and clearly and I am now trusted by headteachers and managers for balanced, measured advice. I feel far more assured when supporting sensitive ER matters and can anticipate issues earlier, helping schools resolve concerns before they escalate.
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