AC 1.1 
Introduction : Appraising what it means to be a people professional 
CIPD (2026a) define a people professional as a person who has the power to help shape the work and working lives within an organisation, noting that this role is not limited to Human Resources. A people professional may be any individual who communicates effectively, understands human behaviours and applies this knowledge to influence people and organisational outcomes (Crosby Management Training, 2023).  
Within Nexxobyte, members of the senior team will have a role to play in people practice. Effective people professionals demonstrate ethical practice, have the ability to positively influence people and culture, which is significant because these behaviours directly shape organisational trust and decision making, have a direct influence on day-to-day practices and staff experience (DPG, 2024).
Caution must be taken as the Nexxobyte managers are not People Professionals, though they may be a professional in their own field, and so may lack the ability to demonstrate the behaviours of a people professional.   
The people profession map  : What is it and its importance.
Accredited people professionals are guided by the CIPD Profession Map, an international standard, supporting better decision making, professionalism, and drives organisational change. The map sets out the professions purpose, values, core knowledge and behaviours to make a positive impact (CIPD, 2026b).  These can be vital for organisational outcomes such as staff retention, equality and diversity amongst the workforce and ultimately organisational performance. 
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Figure 1 : The Profession Map, CIPD (2026b)
While the Profession Map provides a consistent and robust framework, its effectiveness depends on how well it can be embedded into practice.  Successful implementation at Nexxobyte will require organisation-wide commitment and additional support for manages through training and development.  Although training and development can be costly in both time and money, Nexxobyte will note long-term benefits through the re-alignment of managerial behaviours with people-centric values  (CIPD, 2026c; CIPD, 2026d)
Putting the Professions Map into practice?
Adopting the Profession Map will ensure that Nexxobyte embed three core professional values:  decision making is principle-led, evidence-based and outcome driven (CIPD, 2026b). 
A principles-led approach is effective will ensure that focus is placed on integrity, fairness and transparency.  This will only be effective when inconsistencies in management styles are addressed.  This approach strengthens trust and workplace culture (DPG, 2024).
The introduction of policies and procedures, such as flexible working policy or recruitment procedures may benefit Nexxobyte through consistent decision-making, and reduced risk of bias and inconsistency.  This may help address the Nexxobyte issue around staff retention. (Oakwood International, 2025).
Challenges faced by Nexxobyte when adopting the people profession map, will include the expectation for Nexxobyte to complete a biannual professional reviews. A standard set by the CIPD (CIPD, 2026b).   However, this could be limited to the Nexxobyte staff  who are trained people professionals. Potential gaps in knowledge and managerial skills may be identified, and require addressing which will require a structured and realistic approach by Nexxobyte that reflects operational pressures. 

AC 1.2 
Understanding and applying your personal and ethical values is vital when working within the people profession. It is also important to recognise the strengths and limitations of personal values. Ensuring that these values are embedded into an organisations daily practice will ensure that an ethical culture is created.  Organisations who fail to achieve this culture can be left with a workforce that is cynical and disengaged (CIPD, 2025a). 
I strongly believe that equity within an organisation is vital.  Within my role at Nexxobyte I feel that adopting an equitable approach will support maintaining consistent staffing levels, and reduce employee complaints. To achieve this, Nexxobyte will need to adopt Adams’ Equity Theory.   
Adams’ Equity Theory outlines that there is a need for a fair balance between an employees “inputs” and their “outputs”.   It has been made clear that there is disparity within Nexxobyte staff groups, where certain staff have had additional “outputs” compared to others, such as access to learning opportunities.  Adam’s Equity Theory believes that in these cases employees may become de-motivated, reduce effort and cause disruption, as seen in Nexxobyte with staff leaving and staff complaints (Mindtools, 2024). 
This informs my people practice at Nexxobyte, as I would apply Adams’ Equity Theory through the implementation of fair and transparent policies and procedures around applying for recruitment, applying for study leave, personal development plans etc, and defining roles and responsibilities depending on pay banding (Personio, 2026). These policies would ensure fairness for all staff, applications for learning opportunities would all be treated equally, reducing any preferential treatment that may have previously occurred.  These policies would apply organisation wide, and reinforce through people practices and monitored to ensure compliance, (Marsden, 2020). 
I also believe in the importance of ensuring dignity and respect are considered at all times.  It is important to recognise that dignity and respect will mean different things to different people, but by fostering a culture where dignity and respect are at the forefront, and leading by example this can be achieved. CIPD (2018), support my views outlining that every employee should feel that their dignity is recognised and respected.  
Nexxobyte will need to develop and implement a list of shared values which can be adopted organisation wide. Smaller steps can be taken for daily interactions.  Training for the team leaders around how to communicate effectively and effective listening will raise awareness on what is important to those within the teams and consistent thoughtful gestures help foster respect and dignity at work. (Indeed, 2026). 
In my role as a people professional, this value informs my practice at Nexxobyte by promoting dignity and respect through role-modelling appropriate behaviour, supporting dignity at work training and providing guidance to managers on effective communication and respectful leadership.  Fletcher (2025), outlines that these sessions allow for a clear way to set out the behaviours they value and expect from their employees.  It allows for a safe space to discuss how to address behaviours that are not acceptable and highlight wellbeing support available to staff.  

AC 1.3
As the people professional role within Nexxobyte is vital to ensuring new practices and ways of working are adopted by the management team, how communication is received is essential.  This can only be achieved if my communication is clear, confident and informed.  I must ensure that my messages are understood (Hall, 2022).
It is essential that any information or advice I give to the management team is clear and consistent.  It must be unambiguous- stating exactly what I mean and giving opportunities to discuss and explain appropriately.  People professionals can be considered as the   subject matter experts, so my ability to demonstrate clear communication is a core leadership competency which will shape Nexxobytes’ performance, culture and success (HR Champions, 2025). 
To gain the respect of the management team and become the trusted partner, I must display confidence and conviction.  This will be crucial during the onboarding of new policies  and challenging practices, as my confidence will support, influence and encourage managerial buy-in which is crucial at Nexxobyte (iHasco, 2021).
Within Nexxobyte, my use of informed communications will increase the management team’s understanding of why policies and procedures are required and increase their knowledge and skills around their use.  If I fail to have clear, confident and informed communication this could have negative consequences for not just Nexxobyte as an organisation, but also for my working practices. 
As a people professional, ineffective communication can damage my credibility and trust, weakening my relationships with managers, and reducing my influence (Meyers, 2024).   Managers are less likely to adopt new processes if they perceive my  messaging to be inconsistent or unreliable  (HR Champions, 2025). 
Covey (2020), also supports that clear and informed communication doesn’t just involve talking and active listening, but outlines the importance of empathic listening.   I must  truly understand what drives the Nexxobyte management team, their working practices, and history.  This will allow for all communication to be honest and true, and show that I have understood their needs and ultimately create better relationships (Indeed, 2025).   
For Nexxobyte, poor communication can further damage morale, reduce confidence in leadership and negatively impact organisational performance. With the need to implement policies and procedures to ensure fairness and equality of opportunities for staff, miscommunications can cause further reputational damage.  With staff morale already at a low, miscommunicate is likely to exacerbate existing issues.  Managers and staff alike will have a lack of confidence in Nexxobyte resulting in low staff engagement, low productivity and retention (Kilpatrick, 2023). 

AC 1.4  	Comment by James Moore: Double check what the question is asking you...

"what would you have done if you had been at Nexxobyte..."
If I had been the people professional at Nexxobyte, I would have responded differently to each situation.  One involved unethical behaviour and the other potentially illegal conduct.  In both cases my first action would have been to establish the facts , without making assumptions, through a fair and impartial investigation (VQ Solutions, 2024; ACAS, 2025a). 
Regarding the unethical behaviour at Nexxobyte, it would have been important to demonstrate to that employee that I had taken their concerns seriously, as failure to do so could have damaged trust and escalated the issue into a formal grievance (ACAS, 2025b). 
I would have also discussed the issue with the appropriate manager, outling the seriousness of the concern, and consequence of this within their position at Nexxobyte.  My role would be to outline the seriousness and steps that will be taken to resolve the issues (CIPD 2026e).  Remaining impartial, I would gather evidence, what staff had attended the training events, financial costings and what benefits have been gained from attending.  I would have also gathered information around why certain staff members have been refused the same opportunities. 
To prevent reoccurrence within Nexxobyte, I would have reinforced existing policies, including  study leave, and their importance to ensuring that all staff are treated equally and fairly.  If there were no appropriate policies, I would have collaboratively developed one, ensuring effective approval and implementation. This would have included communicating to staff the new approach to protect them from further discrepancies (Linkilaw, 2021). 
In relation to the allegations of an employee using work time and equipment for their own business,  I would have wanted to determine whether theft or fraud had occurred at Nexxobyte.  ACAS (2025), outlines that such behaviour can be classed as fraudulent and as such is gross misconduct.  
I would have determined whether rules around the personal use of equipment was explicitly understood (e.g. within the employee handbook). This would have helped to determine if the employee had deliberately breached these rules, leading to gross misconduct (Landaulaw, 2026).  If Nexxobyte had not had these policies and guidance for staff, I would have ensured the rapid development and implementation of appropriate approaches. 
Once all evidence had been reviewed, and the details of  any misconduct (including  frequency and impact) had been established, I would have advised on the appropriate action including any section (e.g. dismissal).  Gov.UK (2026) outlines that in cases of gross misconduct an employee can be dismissed with immediate effect as long as a fair process has been followed. However, in line with the guidance, my advice would have considered the nature of the sanction (including past employment record) to help ensure fair and appropriate culture would be developed in Nexxobyte.

AC 2.1
In response to the comments suggesting that the Nexxobyte workforce does not  require formal policies and procedures, evidence shows that organisations which implement policies and procedures effectively are more successful than those who do not (Adlam, 2020; Byass, 2024). 
Lessons must be learnt by Nexxobyte around workplace equity and fairness.  Elston (2026), argues that policies aren’t about imposing limitations in the workplace, rather they provide structure and direction, while encouraging equity and equality.  Policies can provide Nexxobyte  with consistent guidelines to facilitate efficient operations, and enables errors or disruptions to be identified and resolved quicky.  Adlam (2020), further highlights that a lack of policy and procedure result in unnecessary time and effort when attempting to resolve workplace issues.   
Effective policies also benefit Nexxobyte by fostering trust.  Adam’s equity theory supports that the creation of policies will address legitimate employee concerns.  By addressing legitimate concerns through fair and transparent policies, Nexxobyte can enhance trust, culture and productivity (Tanner, 2025). 
A valued and included staff members will engage and contribute to the organisation.  Increased engagement supports retention, strengthening Nexxobytes’ reputation as a good employer, which in turn will attract new talent (CPD, 2025). 
There are also benefits to the Nexxobyte workforce.  Feeling valued at work has been shown to improve mental health, engagement and job satisfaction while reducing stress levels and staff burnout (CPD, 2025). 
Herzberg’s Two Factor Theory further supports the importance of policies and procedures.  Herzberg identifies hygiene factors, such as working conditions, administration and organisational policies as essential in preventing dissatisfaction.  While these factors do not directly motivate employees, their absence can lead to dissatisfaction and disengagement.  ACCA (2026), highlights attention to hygiene factors is critical in maintaining a stable and supportive working environment. 
It is important for staff to feel valued and safe within the workplace.  Policies and procedures provide this safe environment by creating rules and expectations.   A clear understanding of the standards expected, reduces stress and uncertainty.  Access to clear procedures empowers employees to make decisions confidently without the need for constant supervision, which will increase their job satisfaction and encourage collaboration (Dhole, 2025). 

AC 2.2
In order to develop a staff learning and development (L&D) policy that is fair and inclusive to all staff at Nexxobyte there are a number of elements to consider. 
A well-defined L&D policy can be a roadmap for managers, outlining strategies and aligning skills with organisational goals.  Before drafting a policy of my own, I would examine L&D policies considered to be exemplary within the UK’s public sector, as this will provide examples of best practice (ModernGov, 2024).  
To shape the structure and wording of the policy, I must consult with both Trade Unions and Acas to ensure wording within the policy reflects that L&D will be available to all staff in line with the Equality Act 2010 (Acas, 2022).  By holding frequent meeting with the union representatives, I will be able to identify any potential issues or unintended consequences to the new policy.  
I also believe it is important to involve Nexxobyte employees and managers in the development of the policy.  NVCO (2022) highlight that policies created in partnership with organisation employees are more likely to be accepted.  I will gain insight to how L&D applications were previously processed, and how this can be improved.   This will allow working examples to be included within the policy.  
I must also consider the design and feel of the policy itself, not just its content.  Consideration will be given to the diverse cognitive processing, sensory needs and communication styles of the workforce.  By making the L&D policy in an accessible format, I will be including people with disabilities, while providing better user experience and higher engagement (Mannion, 2023; Maskell, 2025). 
After three months, the inclusivity of the L&D policy will be evaluated through analysis of the L&D applications received. This review will assess whether the number of applications has increased or decreased following the implementation of the policy.
In addition, a focus group comprising of managers and staff (including those who are neurodiverse) will be established to explore in greater depth the reasons why L&D opportunities were, or were not, accessed through the new policy. This qualitative insight will help me to determine whether the policy is inclusive in practice (Maskell, 2025).
Upon implementation of the L&D policy, I will introduced an action plan to measure the policy effectiveness against the intended outcomes. Data collected will be used to assess the accessibility of the application process and the time taken for applications to be approved or declined. Findings from this evaluation will inform any necessary adjustments to ensure continuous improvement of the policy (Acas, 2026).
Stacy Williams (CIPD Membership 91972386) 
CIPD Level 5 Professional Behaviours and Valuing People - Cohort 12A

AC 2.3 
In  order to reflect on my own behaviour against the standards for working inclusively, I sought feedback from a number of colleagues within my organisation, Table 1.  
Table 2 suggests colleagues within POD, who have a better understanding of the CIPD Professional Map, have confirmed that I need to have more exposure to situations where I can use and build on my “working inclusively” behaviours.  This aligns with my self-reflection that my theoretical understanding around inclusivity, diversity and knowledge sharing needs to be strengthened by more practical experience in the workplace. 
Key conclusions from Table 2 support my own reflections, Table 3; I am meeting the majority of criteria at Associate Level, however, I am still displaying a lack of confidence in my ability to ask for support and sharing concerns.  

Table 1: Participants of Working Inclusively Questionnaire for Stacy Williams
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Table 2: Feedback received from participants against Working Inclusively Standards for Stacy Williams 
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Table 3: Results of Working Inclusively questions completed by Stacy Williams - February 2026 
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AC 3.1
The role of the people practitioner is constantly evolving.  
Employee wellbeing is now at the forefront of many organisations, and has become a strategic priority, and no longer considered a “fluffy” topic.  Employees are more likely to leave their role if the organisation doesn’t support their wellbeing and organisations are being driven by younger employees to rethink mental health support for workers (Smith, 2023; Harrington, 2024).  CIPD (2025b), supports this identifying that organisations now support employee health and wellbeing through activities designed to engage with several aspects of wellbeing, with public sector organisations such NHS Wales being proactive in this area. 
With my position within NHS Wales, there will be implications for my role moving forward. There will be a requirement for me to have increased awareness of Mental Health issues within the workforce, and becoming a Mental Health first aider, would strengthen my role, (Mind.org, 2026). To gain these skills I will need to access accredited training courses. I will the knowledge to understand and recognise appropriate literature that could be used to support the workforce, and also to recognise my own limitations, and signpost to those who are able to support further. 
I will also need to increase skills, to support the facilitation and development of Health & Wellbeing Group and Networks.  I will require the ability to develop strategic wellbeing leaders within my organisation, this will entail completion of courses around dealing with change, work-related stress and how to communicate with compassion (SuperWellness, 2026). 
Learning & Development (L&D) is also an area of increased focus. With the influence of technologies and aligning people with business strategies, L&D is now at the forefront to ensure that business needs at met (MacNamara, 2025).   Howlett (2022) indicates that nearly two-thirds of UK workers would consider leaving their role within 12 months if L&D was insufficient. 
This influences my professional development, as I will need to increase my understanding on how my organisation can invest in L&D.  What are the cost implications against the return in investment?  With increased use of digital platforms for learning, I will need to improve my skills at creating digital content for E-Learning packages and platforms  (Ciphr, 2026)
I will also need to address my skills at delivering L&D across my organisation.  Improving my skills at public speaking and delivering course content will be vital.  This may entail attending courses, but will also need to be supported by experience. I will need to ensure that I have the confidence of everyone that I am addressing (Learning Guild, 2024).  

AC 3.2
Table 4 : A summary of the strengths and weaknesses summarised from Table 2 & Table 3. [image: ]
Building Relationships : This is an area that I have developed throughout my career, communicating with staff and stakeholders across NHS Wales. 
Inclusivity of others: This strength has been developed through my career as an Executive Assistant and working with members of the public.  I feel strongly that all voices are equal. 
Asking for Help:  This is an area for development.  I lack confidence in my decision making and often overthink how I am perceived by colleagues should I make mistakes.  This has often meant that I haven’t asked for help, for fear of judgement and looking foolish.  I need to develop here to build my confidence and believe in my own abilities. 
Sharing Concerns:  I am new to my role with little experience in managing others, and reporting concerns around workplace issues. I worry that I am not presenting the information correctly, being influenced by bias and emotion, making me hesitant to share with my line manager or peers.  This is an area I must develop, discussing further with my line manager.   

AC 3.3
Over the next 6 months I will undertake:
A series of on-line workshops being facilitated by Health Education Improvement Wales around managing others.  The series includes workshops discussing imposter syndrome.  My aim is to build my self-confidence around asking for help and not feeling judged.  
I will also undertake a CIPD course on Professional courage and influence.  This is an introductory course, that will support with owning mistakes and communicating with impact.  This course is available to complete within my own time, and each module is only 30-45 minutes, ideal with young family. Practical activities will embed my learning, as outlined within Table 2. 
I will also commence mentoring.  My mentor has experience managing staff and developing her own career.  My hope is to mirror her techniques and behaviours, increasing my own abilities and confidence. 
 
AC 3.4 
My CPD Records Log
User Details
Name
Stacy Williams
Record Dates:
N/A (All records selected).
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Overall Progress Summary
My CPD Records Progress
50 %
2/4 Records
________________________________________________________________________________
Record Name : Change Ambassador Certificate - Masters Level UWTSD
Date: 24/07/2024
Profession Map Area: Change
Type of Learning Experience:  Attended/completed a course
Supporting material:  Change Ambassador Certificate.jpg
If you have a web page you'd like to reference, add the URL below (to open the link, right click and choose open in a new tab).
1. What is the learning experience you're reflecting on? (eg, researching a topic, work you've recently done, an event you attended, a podcast you've listened to)
Undertaken and completed a Masters Level Certificate - Change Ambassador. Modules included the Change Curve, Compassionate & Motivation during change, Influence, leading change, organisational cultures and functional leadership. 
This was completed through a series of facilitated lessons, with self-directed additional reading and submission of a reflective essay.  I chose to reflect on factors affecting acceptance to change, such as age, communication and leadership. 
2. What did you learn from this experience? (suggest 180-220 words)
The course provided several opportunities to reflect on my own behaviours and practices, as well as those of others. By exploring theories of change, including those of Kotter, Kantor and Covey, I have developed a clearer understanding of how change can be perceived and, at times, misinterpreted. I also reflected on my own experiences of change and learned techniques to help support acceptance of change.
I found Who Moved My Cheese by Spencer Johnson particularly insightful. As part of the additional reading list, this book resonated with me because it highlights how individuals respond to change in different ways and underscores the importance of supporting colleagues who may be resistant. It also enabled me to reflect on previous periods of change and consider how my colleagues and I responded at the time.
I have also realised that I am more resilient than I initially thought. Having experienced several organisational changes, this course highlighted my tendency to remain positive and to focus on the benefits of a situation, rather than the drawbacks or what could be improved. I have learnt both theory and practical examples that will support me and my colleagues in the future.
This course included a presentation to the facilitators and other students. I found presenting difficult, and this would be an area for future development.
3. How does this change the way you'll work in the future? (Suggest 180-220 words)
Attending this course will influence my ways of working by:
Considering the impact of organisational changes and developments on the workforce.  I will shortly be undertaking changes to my organisations target operating model.  As part of a team, we will be changing both the language and appearance of the model, followed by a presentation to the executive board and wider workforce. 
I now understand that we will need consider the effects of organisational changes and developments on the workforce. I now recognise that a universal approach may not be effective for all teams; therefore, I will strive to deliver clear messaging and facilitate opportunities for questions within a supportive environment.  We will undertake a number of workshops with the workforce to build trust and understanding between us, this will support a more effective outcome. 
I have now built the confidence to support colleagues during periods of transition, and feel that I am able to signpost them to resources that may help.  I have also gained the confidence to challenge senior team members when I believe change management practices require improvement.
I will become more attentive to my responses regarding news of organisational or personal changes. Moving forward, I will thoughtfully reflect before reacting, ensuring that I have full information before forming any judgements, and advise others to do the same.
4. What else have you done - or what will you do - for this learning experience to have a wider positive impact (eg, on others, your organisation, the profession, society)? (Suggest 100-150 words)
To ensure that this learning will have a positive impact on not only myself but my organisation, I will adopt the theory of change management into my everyday practice. 
I will encourage open communication both at home and within the workplace, which will support cultural change.  It is important to remember that you don’t have to be a leader to lead.  Leading by example will improve my immediate team culture, and ultimately my organisation. 
Personally, I will continue with wider reading around effective change management and decision making to support my development as I progress in my role and to ensure I make informed decisions moving forward. 

________________________________________________________________________________ 
Record Name: Manager Interview/Recruitment Training
Date: 16/03/2026
Profession Map Area:  People practice
Type of Learning Experience:  Reflection from a course activity
Supporting material: Manager Interview Training 2.1_ 2025 6.pptx
If you have a web page you'd like to reference, add the URL below (to open the link, right click and choose open in a new tab).
1. What is the learning experience you're reflecting on? (eg, researching a topic, work you've recently done, an event you attended, a podcast you've listened to)
I am reflecting on internal training completed.  This training was facilitated by a colleague within People & Organisation Development following Audit Wales feedback received.   This course provided a deep dive into the best practice methods and procedures required throughout both the recruitment process and onboarding of the new employee.  
2. What did you learn from this experience? (suggest 180-220 words)
With limited experience interviewing for senior positions within my organisation, I found this course to be an excellent foundation for ensuring adherence to proper procedures. Following the process through each stage has highlighted areas where my previous approach could be enhanced, particularly in terms of promoting equity and clarity.
I am now aware of a “question bank” designed to guide the development of interview questions that accurately reflect the requirements of each vacancy. Previously, I was unaware of this resource and would have lacked confidence in constructing suitable questions. With this knowledge, I feel better equipped to proceed effectively.
I have gained insight into the potential impact of unconscious bias, both in my capacity as recruiting manager and among members of my interview panel. My understanding of neurodivergence has also deepened, reinforcing the need to carefully consider the experiences of neurodivergent candidates throughout the recruitment process, rather than only after employment begins. Adjusting the phrasing of questions and the information provided will help create a more inclusive environment.
Finally, I now recognise that the recruitment process extends beyond the interview itself. Maintaining communication after the initial offer and throughout onboarding is essential for a positive candidate experience, and will enhance the reputation of my organisation. 
3. How does this change the way you'll work in the future? (Suggest 180-220 words)
I am planning to implement several enhancements to my recruitment and onboarding practices.
Firstly, it is essential to select interview panel members who can effectively support the process. To promote fairness and equity, the panel should comprise individuals from diverse backgrounds who possess relevant expertise. Ensuring a balanced representation of genders on the panel will bring varied perspectives. Including a member from another department and someone with direct experience in the role will foster relatability from the interviewee’s point of view.
I will also review and optimise interview questions. Utilising the DHCW Question Bank will assist in developing suitable questions; however, careful consideration must be given to their structure. For example, complex questions may present difficulties for neurodivergent candidates. It may be preferable to limit questions to one main aspect, with supplementary queries added as necessary. Preparing these in advance ensures all panel members are informed.
I also intend to enhance onboarding within my directorate by introducing an onboarding pack. This resource will enable new staff to reference key information and facilitate ongoing communication.  Arranging continual touch points with new starters will encourage opportunities to ask questions and clarify any concerns as they arise.
4. What else have you done - or what will you do - for this learning experience to have a wider positive impact (eg, on others, your organisation, the profession, society)? (Suggest 100-150 words)
I will encourage all staff involved in the recruitment process to attend this training.  For those that are unable to attend, I plan on utilising the slide pack provided to create a summary of the key points and areas of best practice, to ensure there is continuity within my directorate. 
I will also link in with my peers across DHCW to discuss the onboarding process and directorate induction pack, so again there is consistency in the messaging displayed.  
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