AC1.1
Sometimes described as the ‘conscience of employers’ (Marchington et al., 2025), being a people professional involves applying professional judgement, ethical practice and evidence-based approaches to support both the organisation and employees. At Nexxobyte, rapid growth has led to informal and inconsistent people management; the role of the People Adviser (PA) is crucial in transitioning to fair, consistent and professional practices. 
At Nexxobyte, Aisha has identified several challenges that I would address as her PA. For example, team managers have little to no management training. Therefore, I would provide management training and coaching to build their confidence and capability in areas such as performance management and communicating effectively with their teams. This demonstrates how people professionals add value by developing managers rather than managing people on their behalf. This supports the view that people professionals support and provide managers with the guidance to perform well, and that their professionalism is expressed through transparency and collaboration. While their influence can be invisible when absorbed into managers’ actions, maintaining visibility is key to demonstrating professional impact (Syrigou and Williams, 2023). 
Another challenge to address is Nexxobyte’s lack of organisational structure, growing rapidly without structured people management. I would align recruitment, L&D and organisational structures with Nexxobyte’s growth objectives, ensuring people practices support productivity rather than evolving informally. Reflecting a strategic approach to people management, this supports the view that people professionals can be viewed as strategic partners who contribute to organisational performance. This view is supported by Dave Ulrich’s HR model, which identifies people professionals as having multiple roles, including strategic partners, change agents and administrative experts (Peters, 2024). At Nexxobyte, this would involve workforce planning and integrating people practices with business strategy to manage growth proactively and create consistency across teams. 
Another view is that people professionals ensure compliance, fairness and ethical practice, putting people at the centre of all approaches (CIPD, 2025a). This perspective emphasises the responsibility of balancing organisational needs with employee rights, suggesting their value lies in protecting both the organisation and its employees, reducing legal and ethical risks, and promoting consistent practices. At Nexxobyte, I would replace informal practices with transparent processes by implementing clear policies, standardised procedures, and consistent approaches to recruitment, flexible working and L&D. Ethical and fair standards would address Aisha’s concerns about inconsistent management, employee complaints and staff turnover. 
Being a people professional means applying ethical practice, professional judgement and strategic insight to support both the organisation and employees. By standardising policies and procedures, developing managers and aligning practices with Nexxobyte’s objectives, the HR function can foster a fair, consistent and transparent organisational culture. This approach not only addresses the current challenges but also positions Nexxobyte for sustainable growth and long-term success.
AC1.2
Two ethical values that will help me in my role are utilitarianism and deontological ethics. Utilitarianism focuses on decisions that benefit the largest number of stakeholders. At Nexxobyte, inconsistent team management has caused unfair working arrangements and L&D practices. Applying utilitarian principles, I would introduce standard policies for working hours, leave and L&D access. This ensures fairness, clarifies practices and can reduce complaints and turnover. This aligns with the CIPD’s view of ethical practice, which involves applying principles and values consistently (Russell and Weeks, 2024). While this improves organisational consistency and employee satisfaction, managers may feel restricted through a loss of authority, highlighting a limitation of utilitarianism as actions taken to benefit the majority can unintentionally disadvantage a minority, potentially leading to feelings of injustice and dissatisfaction. To minimise this, I would involve managers in policy development and explain the rationale.  I would also address Aisha’s concerns regarding management capability by implementing structured L&D for all managers, strengthening guidance, confidence and retention. Although this requires time, financial investment and may temporarily affect productivity or cause resistance from managers, the long-term benefits to Nexxobyte’s performance and employee well-being would outweigh these short-term challenges.
A deontological perspective judges actions as right or wrong based on the action itself, rather than outcomes (Jin and Peng, 2021). Nexxobyte’s current recruitment practices vary between teams, creating potential bias. Applying a deontological approach, I would standardise recruitment with consistent selection criteria and structured interview questions for all candidates. This reduces legal risks by preventing discrimination and bias, regardless of manager preferences. By framing practices on ethical duty rather than outcomes (Frischhut, 2019), I would ensure equal opportunity for all candidates, reinforcing fairness and stability in the organisation as it continues to grow. Secondly, I would apply this perspective to ensure legal compliance in working arrangements, such as working hours and flexible working requests. For example, if an employee was working 9-hour shifts without appropriate rest breaks, I would intervene to ensure working time regulations were followed, and the situation was corrected (The Working Time Regulations 1998). Employment law must be followed because it is morally and legally right, even if it reduces team flexibility or disregards manager preferences. 
Applying utilitarianism and deontological ethics will ensure that my people practice at Nexxobyte is both principled and fair. These approaches balance outcomes that benefit the majority with adherence to moral and legal duties, promoting consistency and fostering a trustworthy culture while reducing risks and inequalities.
AC1.3
Employee communication is a key part of HR, essential for engagement and promoting performance, retention and wellbeing (Paramaguru, 2025). Being a firm voice for people practice is important for Nexxobyte’s growth, transitioning from an informal structure to a scaling business requiring governance, fairness and leadership capability. As Nexxobyte’s HR/L&D Adviser, communicating in an informed, clear and confident way establishes professional credibility and influences decision-making. Strategic communication enhances HR’s reputation as a value-adding function enables constructive challenge of inconsistent management practices while maintaining professional relationships with directors and team managers. It also fosters a trusting and psychologically safe environment, encouraging openness and ensuring employee concerns are taken seriously.
Being informed ensures recommendations are evidence-based, legally compliant and aligned with Nexxobyte’s strategy. Clarity reduces ambiguity, which currently contributes to confusion around working arrangements and access to L&D. Confident communication signals authority, particularly when challenging informal practices introduced by Kit, but overly forceful communication may generate defensiveness, particularly from managers who may feel their competence is being questioned. Therefore, effective communication requires a balance of assertiveness and collaboration to influence sustainable change, with people professionals listening as much as they advise (Friedberg, 2024). Building rapport and strong relationships encourages openness rather than resistance, strengthening trust and increasing the likelihood that new practices are adopted. 
If communication is ineffective, my professional credibility may be undermined. HR may be perceived as lacking expertise, limiting influence over recruitment, performance management and leadership development. This may lead to frustration, reduced job satisfaction and reputational risk for Nexxobyte, weakening both my role and the effectiveness of HR initiatives.  
For Nexxobyte, failure to advocate for people practice clearly and confidently may prevent change. Inconsistent management practices could continue, causing ongoing perceptions of unfairness, employee dissatisfaction and higher turnover. This would increase recruitment costs, reduce productivity and morale, and fragment organisational culture.  Conversely, overly rigid or imposed communication without consultation may provoke resistance and further erode trust. Therefore, the quality of communication directly influences whether change is accepted and embedded effectively. 
As Nexxobyte is experiencing growth, informed, clear and confident communication is essential to establish credibility and embed consistent people practices. Without effective communication, I risk reduced credibility and respect shown towards me, while Nexxobyte risks continued inconsistency, disengagement and potential reputational damage. Therefore, being a ‘firm voice for people practice’ is crucial to enabling structured, fair and sustainable growth at Nexxobyte.
AC1.4
If I became aware that a manager was favouring certain staff when approving training opportunities at Nexxobyte, I’d take an evidence-based approach to determine whether unfair practice occurred. This would involve a thorough investigation reviewing L&D approval patterns to identify any consistent bias and documenting objective findings. Maintaining impartiality is essential, as fairness and equal opportunity underpin professional HR principles, which the CIPD highlights as central to fair decision-making (Lucy et al., 2023). Firstly, I’d raise the matter with the manager to understand the rationale, as factors such as business needs or performance requirements may explain discrepancies.  I’d also speak with those who raised concerns to understand how and if reasons for rejection were communicated, assessing potential cultural impacts and risks. If favouritism concerns were substantiated, I’d escalate the situation to Aisha and Kit with a factual summary and clear assessment of organisational risk, including impacts on morale, engagement, retention and potential equality concerns. Depending on severity, this may warrant formal disciplinary action in line with Nexxobyte’s policies. To prevent recurrence, I’d recommend standardising Nexxobyte’s L&D approval process with clear criteria covering skill development, role relevance, cost and strategic alignment. Although a transparent process may increase budget pressures and managers may feel reduced autonomy, equal access to L&D would promote fairness, engagement and capability at Nexxobyte. I’d also update the L&D policy to reflect these changes and clarify how concerns about unfair practice can be raised in line with CIPD guidance (CIPD, 2025?). 
If I became aware that an ex-employee used Nexxobyte’s time and equipment to operate a separate business, I’d act promptly, following Nexxobyte’s policies and legal requirements.  I’d begin with a thorough investigation, reviewing relevant records, such as work logs, system data and speaking confidentially to the administration staff to establish facts. I’d liaise with IT to examine system activity in line with GDPR and company procedures. I would also establish whether any current employees were involved, as this could indicate collusion or negligence. If so, I would follow Nexxobyte’s formal disciplinary procedure, as breaches of employer rules may warrant disciplinary action (Bratton and Gold, 2022). Depending on the severity of the involvement and considering mitigating circumstances, outcomes could range from warnings to dismissal. Once initial facts are established, I’d inform Kit and Aisha so they’re aware of the issue. For serious illegal activity, I’d escalate the matter to the authorities to protect Nexxobyte and ensure legal compliance. To prevent further misuse, I’d recommend strengthening company policies on acceptable use of company resources, clarifying rules, responsibilities of reporting misconduct and consequences of misuse. 
To conclude, I’d address unethical and illegal behaviour at Nexxobyte through impartial, evidence-based investigations, following policies and legal requirements. I’d escalate issues, update procedures and promote transparency, ensuring fairness, protecting Nexxobyte’s reputation and reinforcing ethical standards. As an HR Advisor, I must uphold due process and a culture of accountability.
AC2.1
It is understandable to focus on financial outcomes when judging the success of Nexxobyte. However, performance is closely linked to how employees are treated and feel at work. High-quality roles and effective management not only improve satisfaction but also drive engagement and productivity (CIPD, 2025). In contrast, inconsistent management practices at Nexxobyte, such as unequal access to L&D and flexible working arrangements, risk dissatisfaction, disengagement and increased turnover, which undermines both employee wellbeing and Nexxobyte’s growth. 
Employee well-being is strongly influenced by perceptions of inclusion and fairness. Maslow’s Hierarchy of Needs 1954 suggests that once physiological and safety needs are met, social belonging and self-esteem become critical motivators (Maslow, 1954). When employees feel included, recognised and treated fairly, they are more likely to experience purpose, higher engagement and increased job satisfaction. For Nexxobyte, addressing these inconsistencies aligns with the Organisational Justice Theory, which demonstrates that fairness in outcomes, processes and treatment strongly effects employees’ commitment and engagement to their work (Greenberg, Colquitt and Lind, 2005). Failing to address perceptions of unfairness will erode trust, reduce engagements and increase turnover. By implementing consistent and transparent practices, Nexxobyte would benefit from improved productivity, lower absenteeism and stronger retention.
Engagement and motivation are also linked to recognition and fairness at work. McClelland’s Acquired Needs Theory 1987 proposes three primary needs which shape motivation and behaviour at work: achievement, affiliation and power (McClelland, 1987). Employees whose efforts are recognised and valued demonstrate higher motivation and commitment. At Nexxobyte, rapid growth and the absence of standard procedures have created inconsistencies, resulting in dissatisfaction and staff turnover. Rock’s SCARF model 2011 further highlights five social domains that influence behaviour: status, certainty, autonomy, relatedness and fairness (Rock, 2011). For example, standardising procedures through policies enhances relatedness by helping employees feel connected and supported, while a transparent L&D criterion would strengthen status, certainty and fairness. These support psychological safety, directly linking to improved team performance. 
The CIPD Good Work Index 2020 found that employees are less likely to leave roles where they experience strong relationships, opportunities for voice and work-life balance, highlighting the business impact of fairness and inclusion (Gifford, 2020). Retaining skilled staff is critical for Nexxobyte to avoid recruitment and training costs and maintain operational continuity. However, it should be noted that fairness and inclusion must be supported by clear management processes and aligned with organisational strategy, as on their own they are not sufficient to achieve sustainable outcomes.  
In summary, research and theory demonstrate that when employees feel included, valued and treated fairly, both business and human outcomes improve. For Nexxobyte, embedding consistent and fair policies and procedures will not only enhance motivation and engagement but is essential to support sustainable performance, strengthen organisational culture and long-term success.
AC2.2
At Nexxobyte, inconsistent management practices and informal decision-making have resulted in unequal access to L&D, employee complaints and staff turnover. Designing a fair and inclusive L&D policy is therefore essential to restore trust, consistency and transparency in response to Aisha’s concerns. 
Firstly, I would establish clear design principles with Kit and Aisha, aligned to organisational values and equality legislation such as the Equality Act 2010 (Equality Act 2010). These principles would emphasise consistency, transparency and accessibility for all employees, considering personal circumstances, learning preferences and working patterns. Embedding these principles reflects an inclusive workplace culture (Ali, 2026), ensuring fair and equal opportunities to L&D.
A key consideration is differentiating between equality and equity. Offering the same paid development time to all employees may be unfair if roles or working patterns vary. An equitable approach would tailor opportunities to individual needs, supporting engagement, retention and performance at Nexxobyte (Tambay, 2024).
To minimise senior management bias, I would consult a cross-section of employees through anonymous surveys to gather data on current access to L&D, perceived barriers and confidence in requesting development. Anonymity encourages honesty, increases engagement and reduces fear of repercussions. However, surveys can lack responses and in-depth insights. For example, 47% of employees report being too busy to engage in learning, which may reduce survey participation (Howlett, 2023). To mitigate this, I would clearly communicate the purpose and allocate dedicated time for employees to complete surveys and L&D activities. 
Further insights would come from structured focus groups, facilitating qualitative feedback and clarifying survey findings. To reduce power imbalance, team managers would not attend, and facilitators would prevent dominant voices from overshadowing others, minimising conformity bias. Triangulating survey and focus group data provides an accurate, less biased view of employee experiences around L&D. 
Three months after implementation, I’d evaluate inclusivity using both quantitative and qualitative data. I’d review training uptake, budget allocation and access across departments, those with protected characteristics too. 
Additionally, I’d distribute follow-up surveys to assess employees’ awareness, understanding and perceived fairness of L&D decisions, measuring psychological inclusion. I’d also audit a sample of L&D approvals to ensure consistent application. If inconsistencies arise, I will provide training to strengthen manager awareness and capability.  Finally, feedback would be shared with employees, outlining what is working well and the changes we have made to address their concerns. Closing this loop reinforces transparency and trust.
Designing and implementing an inclusive L&D policy at Nexxobyte requires a transparent, evidence-based approach which listens to employee needs and addresses disparities in access to L&D. Designing an inclusive L&D policy requires consultation, a transparent criteria and mitigation of unconscious bias and access. Ongoing evaluation is crucial to ensuring the policy delivers consistent development opportunities, strengthening engagement and performance at Nexxobyte.
AC2.3
I asked my manager for feedback as part of reflecting on my behaviour against the Associate-Level Working Inclusively standards. I chose my manager because I report directly to them, they are supporting me through a development plan, and they are invested in helping me progress. This makes their feedback both informed and development focused. Table 1 shows the feedback provided by my manager alongside my own reflections. 
	Associate-level standard 
	Feedback from my Manager
	Self-reflection

	Inclusivity 
	Sam takes time to understand circumstances, and approaches conversations in a calm and respectful way, particularly during difficult conversations such as low-level grievances and disciplinaries. 
	In my role, I regularly deal with sensitive employee relations situations where individuals may feel anxious or concerned. For example, when supporting an employee through a grievance process, I ensured they felt comfortable raising their concerns and made sure they felt listened to and acknowledged. I believe creating a respectful and supportive environment helps individuals feel included and promotes trust within the HR team. 

	Valuing diversity 
	Sam remains neutral and takes time to listen to and consider multiple viewpoints before drawing conclusions. 
	I recognise that workplace situations often involve different perspectives. I ensure all are given the opportunity to explain their views before any decisions are made. Reflecting on my manager’s feedback helped reinforce the importance of remaining neutral and ensuring outcomes are fair.  This approach demonstrates respect for all viewpoints.   

	Building relationships 
	Sam maintains positive relationships with employees, managers and recruitment agencies. Managers feel comfortable approaching her for guidance and support. 
	I aim to maintain clear communication and respond quickly to all queries so that employees and managers feel comfortable approaching me. Building these positive relationships encourages trust and open communication which helps managers feel confident when seeking advice with employee issues. 

	Sharing knowledge 
	Sam regularly liaises with management to share information on HR processes and recruitment updates and understands the importance of communication within the company.
	I aim to ensure managers feel confident when following HR procedures by sharing guidance and explaining processes clearly. For example, I recently supported a manager conducting their first disciplinary meeting by explaining the process and relevant company policies. This ensures the process was followed correctly and helped the manager’s confidence and understanding of our company's policies and procedures. 

	Conflict resolution 
	Sam remains calm and professional when dealing with challenging situations, particularly when managers challenge HR processes. She understands how to adapt her approach depending on the situation. 
	When challenging a situation or managing conflict, I focus on remaining calm, neutral and professional. I aim to support both parties involved and focus on resolving the issue rather than assigning blame. Reflecting on this feedback helped me recognise that adapting my approach of communication depending on the situation is important when working inclusively. Currently, I mainly support lower-level disciplinaries such as absence and lateness. These have helped me develop confidence in handling potentially difficult conversations while maintaining a fair and professional approach. 

	Psychological Safety 
	Sam encourages managers to ask questions if they are unsure about procedures and reassures them that seeking support is part of good management. 
	I aim to create an environment where managers and employees feel comfortable asking questions and seeking support. By encouraging open communication and providing reassurance when managers are unsure about a process, I am helping to create a supportive environment where individuals feel confident asking for guidance.


Table 1: Feedback from my manager and self-reflection against the 6 Working Inclusively standards.
Reflecting on the feedback from my manager and my own experiences has helped me consider. The examples provided in Table 1 show that in my role, I actively build positive relationships, listen to different perspectives and support managers and employees in a fair and respectful manner. The feedback also highlights my calm and approachable manner, which encourages individuals to seek support from HR. Moving forward, I will continue to develop these behaviours by ensuring I actively encourage contributions from all individuals and continue to support complex situations. Strengthening these behaviours supports my professional development and progression towards my goal of becoming an HR Advisor.   
AC3.1
The people practitioner role continues to evolve due to two key developments: the increasing use of Artificial Intelligence (AI) and digital technology, and the growing emphasis on employee mental health and wellbeing.
Firstly, organisations now use AI and digital tools to enhance HR processes, supporting recruitment, workforce data analysis and operational efficiency. For example, AI reduces time spent on repetitive administrative tasks by automating CV screening, compliance reporting and basic employee queries (People Management, 2026). Also, communication technologies, such as video conferencing, enable collaboration across multiple locations, which is valuable in my role when liaising with depots across the UK. As organisations undergo digital transformation, people practitioners must support system implementation and manage its impact on employees, highlighting the increasing need for HR professionals to develop digital capability alongside traditional people skills. 
This development has implications for my professional development as I need to strengthen my digital capability and data literacy to utilise HR systems, people analytics and AI effectively. However, interpersonal skills, such as communication, relationship building and ethical judgement remain essential to ensure processes are fair and transparent. 
Secondly, there is growing focus on employee mental health and wellbeing, as organisations increasingly recognise its impact on engagement, productivity and retention. Research shows that half of employees with poorly performing managers' report that work negatively affects their mental health, highlighting the need for effective management and the role of people practitioners in providing training and support to create a positive workplace culture (Machell, 2023). This reflects a shift from the traditional, transactional people practitioner role focused mainly on policies and compliance (Paramaguru, 2025). 
Personally, as an introvert, I recognise the importance of developing confidence when addressing sensitive situations such as mental health concerns. I plan to deepen my understanding of workplace wellbeing through professional reading and targeted training, such as courses provided by ACAS, to enhance my emotional intelligence and communication skills. This will enable me to build stronger relationships with employees and managers and contribute to an inclusive and supportive workplace environment.
AC3.2
Reflecting on the feedback from my manager in Q7 and professional developments identified in my research in Q8, Table 2 summarises my current strengths, weaknesses and areas for development in relation to people practice.  
	Strengths 
	Weaknesses
	Areas for development 

	Ability to work inclusively and build positive relationships with employees and managers. My manager highlighted that individuals feel comfortable approaching me for guidance and support, reflecting on my approachable manner. In my day-to-day role, I communicate regularly with managers regarding employee relations issues and recruitment updates. I aim to respond clearly and promptly to queries as I recognise the importance of effective communication helping build trust in both me and the HR function.
	Limited experience managing complex employee relations cases. I currently mainly support lower-level disciplinary matters such as absence and lateness.

	Gain exposure to more complex employee relations cases to strengthen my confidence, decision-making skills and understanding of employment legislation.


	Ability to manage sensitive situations in a calm and professional manner. My manager recognises my calm approach during challenging conversations such as disciplinary discussions. I ensure the employee feels listened to and respected whilst maintaining fairness and ensuring outcomes remain consistent.

	· Limited experience in supporting wellbeing initiatives within the workplace.
· As an introvert, I sometimes lack confidence when addressing highly sensitive wellbeing-related conversations.


	· Develop my emotional intelligence when supporting wellbeing-related conversations through training and practical experience. For example, by assisting the HR Advisor with conducting investigations and note taking in potential dismissal level disciplinaries. 

·  Build my knowledge of workplace wellbeing and mental health through professional reading and training to better support managers and employees.

	Ability to share confidently share HR knowledge with managers, helping them understand processes and policies and encouraging them to seek guidance when needed.

	Limited experience influencing managers when they challenge HR policies or procedures. 
	Develop my influence and confidence skills so I can effectively guide managers and ensure HR policies are applied consistently across the organisation. 


Table 2: Summary of strengths, weaknesses and development areas in people practice. 
Overall, the question has helped me identify several strengths in my people practice, particularly in building positive relationships and managing situations in a professional manner. However, this reflection has also highlighted areas where I can continue to develop, including gaining experience with more complex employee relations cases, strengthening my digital capability and building my confidence when supporting wellbeing related conversations. Focusing on these areas through training, practical experience and professional learning will help me progress towards my goal of becoming an HR Advisor.

AC3.3
I have identified two key development activities that I will undertake in the next six months. These activities, highlighted in Table 3, are designed to address areas of development identified in my reflections and support my progression towards an HR Advisor. 
	Development Activity 
	Brief Explanation 
	Reason for Choosing 

	Supporting complex employee relations cases
	Assist the HR Advisor with higher-level disciplinaries and grievance cases. I will observe and support meetings, take notes and provide guidance under supervision. I will also review relevant HR policies before each case and discuss the approach taken with the HR Advisor. I will reflect and make personal notes on the processes followed and how policies were applied to support my ongoing learning and development. 
	My self-reflection identified limited experience with complex employee relations cases. This activity will build my confidence, improve decision-making skills and deepen my understanding of HR policies and employment legislation. It will also help me understand the importance of following fair and consistent processes, gathering appropriate documentation and ensuring evidence-based decisions. 


	Enhancing wellbeing knowledge and emotional intelligence 
	Undertake targeted training in workplace wellbeing and metal health and gain practical experience supporting wellbeing-related conversations with managers and employees under guidance.

I will complete the adult eMHFA Wales course delivered by Mental Health First Aid Wales (MHFA) to develop my understanding of mental health and how to support employees experiencing wellbeing concerns.
	I sometimes lack confidence when addressing sensitive wellbeing issues. Developing my knowledge of wellbeing and emotional intelligence will enable me to contribute to a more supportive workplace. 

Undertaking the MHFA course will help develop my knowledge of wellbeing and emotional intelligence, which will enable me to contribute to a more supportive workplace.



Table 3: Planned development activities and rationale
AC3.4
The below presents my reflections on two development activities I have undertaken within the last two years, which I consider having had the greatest impact on my behaviour and performance. These activities have been recorded in the CIPD ‘My CPD Reflections’ tool.
Record Name
Attending Community Jobs Fair
Date:
19/11/2025
Profession Map Area:
Resourcing
Type of Learning Experience:
Attended an event
Supporting material:
N/A
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 my experience of attending and helping run my company's recruitment stall at three jobs fairs organised by the local council, aimed at supporting individuals back into employment. My role included setting up the stall, promoting our company, engaging with potential candidates and answering questions about available roles. As a result of these events, we successfully recruited three candidates out of the four vacancies we had open at the time. I am confident that our presence at these events strengthened our company's employer brand and visibility within the local community. This experience significantly contributed to my personal development by improving my communication skills, confidence when engaging with members of the public and my ability to represent our company in a professional manner.  
2. What did you learn from this experience? (suggest 180-220 words)
Attending these jobs fairs highlighted the effectiveness of targeted recruitment initiatives in connecting with motivated candidates seeking to return to work. I learnt that being open to different recruitment approaches can help me identify strong talent that I may otherwise miss. 
I have learnt that a CV does not always reflect a candidate's true potential, particularly when they have had gaps in employment or limited formal experience. Candidates may lack experience on paper, but in a manufacturing environment, qualities such as reliability, work ethic and willingness to learn are often more important and can be better identified through direct engagement rather than a CV alone.  
I have also learnt to adapt my approach when interacting with candidates depending on the individual, offering more guidance to those who need it. This reinforced the importance of active listening and empathy. I also became more aware of the barriers some individuals face when entering employment, such as a lack of confidence or uncertainty, which helped me understand the importance of creating a supportive and approachable recruitment experience.  
Overall, this activity has taught me the importance of adopting a flexible and inclusive approach to recruitment and recognising potential beyond a CV.  
3. How does this change the way you'll work in the future? (Suggest 180-220 words)
This activity has changed the way I approach recruitment by highlighting the importance of accessibility and inclusivity. In the future, I will ensure recruitment processes are designed to meet the needs of a diverse range of candidates. For example, I will provide both digital and non-digital methods to apply and ensure that information is clear, accessible and easy to understand. I will also take a more proactive approach to improving recruitment activities by suggesting practical ideas, such as using QR codes to give candidates easy access to job vacancies.  
I will also be more mindful of the barriers some individuals face during the recruitment process, particularly those returning to work or lacking confidence with technology. I will adapt my communication style to provide encouragement and support, helping to create a positive and inclusive experience for all candidates.  
When reviewing CVs, I will see gaps in employment as an opportunity to understand a candidate's journey and potential, rather than as a limitation. I will focus on transferable skills, motivation and suitability of the role rather than just focusing on a formal experience.  
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 have shared positive feedback from these jobs fairs with my manager and highlighted the value of attending similar community-based recruitment events in the future. I will continue to encourage my company to take part in local initiatives that support people back into employment, as they provide access to motivated candidates who may otherwise be overlooked through traditional recruitment methods. 
By taking part in these activities, we have helped support our local community by engaging with individuals who may face barriers to employment and providing them with access to suitable opportunities. We have also helped raise awareness of our company by promoting our name in the local area and strengthening our employer brand.
Record Name
ACAS Changing Terms and Conditions Course
Date:
26/11/2025
Profession Map Area:
Employee relations
Type of Learning Experience:
Reflection from a course activity
Supporting material:
N/A
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).
Changing terms & conditions of employment - Book Training - Acas
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)
The learning experience I am reflecting on is the ACAS Changing Terms and Conditions course I completed in November, 2025. The course included practical scenarios demonstrating how to approach situations while reducing risks, making informed decisions and protecting morale within an organisation. It focused on the process to follow when implementing change, emphasising the importance of consultation and clear communication. 
2. What did you learn from this experience? (suggest 180-220 words)
This course gave me a clear understanding of the correct procedure to follow and the legal requirements when implementing changes to employee contracts and working practices. I learned that consultation is critical when making any change, with transparency, communication and negotiation all playing an important role in achieving a fair and effective outcome. 
The course also gave me a stronger understanding of contractual terms, including express, implied, incorporated and imposed terms, as well as legal frameworks such as the Employment Rights Bill. This understanding has taught me how to ensure HR practices are both legally compliant and fair. It has also taught me the importance of documenting any change, ensuring that all agreements are documented to avoid misunderstanding or legal challenges.
 The scenarios presented by the lecturer highlighted the risks of imposing changes without agreement such as legal challenges. It taught me the importance of consultation and following a clear, legal process when making contractual changes. This has changed my perspective from viewing change as an operational demand to recognising the sensitivity of the process. The training also strengthened my ability to make balanced decisions that consider both organisational needs and employee rights. 
3. How does this change the way you'll work in the future? (Suggest 180-220 words)
This course has changed the way I approach changes in the workplace by making me more aware of the implications of changes to employee contracts or working practices. I now understand even a small adjustment can have legal, operational and personal effects and that acting on a change without consultation or planning leads to challenges. I now consider the consequences for both the organisation and employee.
Previously, I would have focused primarily on implementing change effectively. However, I now ensure employees are informed of the change and given a period of negotiation before implementation. This approach reduces risks and builds trust in the company and the HR function. I have also used this knowledge to inform managers that any changes to a contract or a job role must come through HR and be properly consulted before implementation. I stress the importance of this process to managers, reinforcing compliance and fairness. 
Overall, I am now more proactive and aware of the wider implications before making any adjustments which will help me manage change responsibly, effectively and legally. 
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 this learning has a wider positive impact, I have shared key insights from the course with managers around the importance of compliance when implementing change. I have reinforced that all contractual changes should be reviewed through HR to minimise risk and ensure fairness. This benefits employees as it promotes consistency and ensures changes are implemented fairly. 
I plan to create templates to support managers in handling changes consistently and confidently. This will help standardise processes across the organisation and reduce the risk of any misunderstandings or disputes.
