AC 1.1
The role of the People Professional relates to “the management of an organisations relationship with the people who work for it” (Taylor & Woodhams, 2022a). 
A people professional balances the needs of Nexxobyte with those of its people, ensuring that everyone can thrive at work. The value of this function includes proficiency in many areas of the employee lifecycle and the fair treatment of staff during each phase. People Professionals have a good understanding of employment law and will “contribute to raising the standards of practice” (Rayner & Christy, 2013) across the organisation, including diversity inclusion and wellbeing. 
The People Profession is “more than an occupation” (Smith & Mitchell, 2022). To be a professional according to the Australian Standards Council, cited by Smith and Mitchell (2022) is “to be a member of a profession”. The Chartered Institute of Personnel and Development (CIPD) is the governing body for People Professionals in the UK. Membership to the profession includes an understanding that individuals will uphold the standards outlined in its code of professional conduct, a “mechanism to preserve the integrity of the profession” (Smith & Mitchell, 2022).
Maintaining adequate knowledge to best perform in a People Professional role is supported by the CIPD’s Profession Map. This details the “knowledge and skills needed at each level” (Smith & Mitchell, 2022). It acts as a measure to ensure each member continues to enhance their learning and meet the expectations to maintain their membership.
The following are some of the ways I can support Nexxobyte and its managers (Taylor & Woodhams 2022).
Considering the employee lifecycle, I can offer support in relation to workforce planning, the recruitment and retention of staff. Leading into employee engagement compiling staff surveys and gathering employee feedback data to better understand team morale and areas for improvement. This data will help support the learning and development teams, producing or procuring suitable training for all staff.
Additionally supporting managers when dealing with performance management. Keeping the senior management up to date on employment law changes and guiding managers through grievance and disciplinary processes.
Lastly, I can steer a wellbeing agenda. Reviewing existing practices and developing policies to be diverse equitable and inclusive as well as imbedding policies managers and staff can benefit from.


AC 1.2
Accountability
Defined as, “the acceptance of responsibility for honest and ethical conduct toward others” (Kenton, 2025). 
As an intermediary when issues arise, my strongest value, accountability has a fundamental place when trying to resolve conflict. Creating trust and confidence, staff can rely on my ability to listen support and advocate all key elements of accountability. Kenton (2025) describes accountability as the fair treatment of others loyalty and invoking confidence. My reputation will be firmly rooted in trust and confidence. When presented with complex issues I will build a track record where those who ask for help are certain they will receive it. Although not all help will produce the outcome they hope for, they will receive honesty from me to ensure ethically, the resolution or plan to proceed is in the best interests of those involved.  
Fairness
Fairness is the principle of treating people equitably, regardless of their background or circumstances (S, 2023). Fairness will be essential in my role. I will be able to guide impartial treatment and objective decision-making. Applying fairness ensures all staff are treated equitably, building trust and respect. In practice, this means acting transparently, considering different views, and enforcing policies consistently. Promoting fairness resolves conflicts objectively and strengthens team morale, helping Nexxobyte foster an inclusive, positive workplace where everyone can succeed.

Practicing both accountability and fairness will be essential when informing my people practice work in Nexxobyte. Aisha has plans to create more standardised practices. My values will be useful to inform on these practices and gain buy in and support from the existing staff and managers. Accountability and fairness will show the staff that there is a team work ethic and that the changes will act as improvements for all. The definition of fairness and by being accountable I will be the champion to lead on changes which they can depend on for my honesty and fair treatment to all.


AC 1.3
Communication, particularly in an informed, clear, and confident manner is identified as “key behaviour’s” (CIPD), required in the People Professional role.  The CIPD Profession Map sets the standards expected for a People Professional at the various levels of qualification. In regard to communication, Foundation and Associate Levels need to demonstrate an ability to provide accurate information in a timely manner and be able to communicate clearly to influence others (CIPD, Successful communication can build a shared sense of purpose, drive two-way dialogue and support the needs of the employee as well as the organisational strategy. (Paramaguru, 2024).
Informed communication includes preparation, presenting evidence-based information and responding to questions with factual detail. The benefit of this approach includes strengthening your credibility and supports sound decision-making. Clear and effective communication minimises misunderstandings, demonstrates respect for other perspectives, and “maintains employee engagement and commitment”, (Woodhams & Perkins, 2022). Confident communication shows assurance in your message, encouraging others to take your views seriously and “adds to your credibility” (Smith & Mitchell, 2022). Altogether, these qualities enable you to influence and persuade others effectively, resolve issues, and “build a shared sense of purpose aligned to organisational strategy” (Paramaguru, 2024).

Personal Consequence
“As People Professionals, words are our tools” (Smith & Mitchell, 2022). Getting communication wrong can cause staff, senior managers and stakeholders to lose trust confidence and credibility in you. Credibility is “the fact that someone ... can be believed or trusted” (Cambridge University Press). Being credible determines whether people believe what you are telling them or not. (De Castro). 
Lacking credibility will directly impact the role of the People Professional. Being newly appointed there is a need to create and maintain a positive impression. Failure to do this will undermine any new approaches that Aisha plans to implement. Staff won’t buy in to you as an individual and lack the trust or faith that what you say is important to them and the new strategies being brought forward.

Consequence for Nexxobyte
Effective communication for compliance is essential when creating an environment that integrates compliance into its culture. Graf (2024) shares that should compliance related communication be poorly communicated via messaging or changes in processes, will lead the business to be at a higher risk of failures in governance. External relationships with regulators can be impacted including the trust in the organisation's ability to prevent and manage risk. 
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Unethical behaviour
Favouritism is the giving of preferential treatment to a person or group over others (Ovation incentives, 2024). Different from protected characteristics, which protect against discrimination. A legal protection for nine different characteristics, including age, disability, and gender (Ali, 2024a). In this case, the incident appears to be unethical favouritism rather than illegal.
Had I been in post, I would be keen to act. Employees need to feel heard; it is important to take these allegations seriously (CIPD, 2025). There are many points to consider, and the information gathered will determine what action needs to be taken. However, it would be prudent to be aware of embellishment and not assume what is presented is the whole story.
Firstly, I would want to know more about the occasions of favouritism witnessed. To build a clear picture I would want to know the events relevance to the organisation the criteria for selecting a representative and explore any reasons why other team members may not have been selected.
Next, I would have been keen to speak to the decision maker to explore their rationale for the choices they made and query if any perception of favouritism was known to them.
The aim of the investigation would be to identify if the allegations should have been upheld as well as utilising the case as a learning opportunity for the manager. Feedback from this investigation can inform actions to be taken to prevent this behaviour from continuing. It could have also educated the managers within the organisation on how to avoid these types of situations and reduce the presumption by staff that this is condoned.

Illegal behaviour 
If I had been at Nexxobyte and the reports of an employee using company time and equipment to operate their own business had been made, I would have taken the allegation seriously and conducted an in-depth investigation. 
I would want to protect both the integrity of Nexxobyte and the trust of its employees, so completing the investigation “fairly and reasonably” (Suff, 2024) would be key. Using the CIPD factsheet ‘Discipline and grievance at work’ for guidance plus the ACAS code of conduct (Suff, 2024) as well as Nexxobytes own procedures, I would have gathered information and evidence regarding the alleged misuse, including timesheets, IT logs, and any reports raised by colleagues. Advocating for a fair process would also include interviewing the individual who raised concerns to gain a better understanding of their account of the allegation.
Given that using work time and equipment for personal business is both a breach of company policy and potentially a legal issue, I would ensure that the matter is dealt with in accordance with employment law and Nexxobyte’s code of conduct. If the allegations were upheld, I would have taken the appropriate disciplinary action and, if necessary, reported the incident to external authorities.
Finally, to set the standards for all staff, I would look to use this case to illustrate and reinforce the company's code of conduct reminding all staff of their obligation to meet these standards which form part of their employment contract. Maintaining confidentiality is important but the lesson is something worth sharing as a ‘real life’ example to all staff.



AC 2.1 
Richard Branson famously said, “Employees come first” (Inc. 2016). The sentiment is that if you take care of your staff, they will take care of the clients. Branson shows a successful business can only sustainably perform if staff wellbeing is considered a priority through development and flexible working practices. 
Abraham Maslow created a hierarchy of needs, which identifies levels of human need from the basic, food and water to the highest, self-actualisation or being the best version of yourself. Levels two, safety and three, esteem can be directly affected by a person's employment (Waite, Beevers, Small, Tomlinson, and Hussain, 2021).  Maslow breaks down the areas that ‘care’ applies to.
As managers your role is fundamental to the ongoing success of the business by actively supporting staff to feel secure in their job role, respect them and acknowledge their input. If these aren't met, then it is feasible that employees could chose to look for ‘safer’ opportunities elsewhere. 
Studies indicate that encouraging a workplace where individuals feel included, valued, and treated fairly delivers individual and business advantages that underpin sustainable long-term success. For example, research from the CIPD shows that organisations with inclusive cultures report higher employee engagement, lower absenteeism, and improved retention rates (Green & Young, 2019). These findings show that prioritising inclusion and fairness is not only ethically responsible but also a wise strategy for the longevity of the organisation and continued financial success.
There are risks associated with focusing solely financial metrics. The covid-19 pandemic radically changed how people view their wellbeing especially at work. The CIPD Health and Wellbeing at Work report (Sinclair and Suff, 2025) shows an increase in organisations implementing a wellbeing strategy, 44% in 2020 compared to 57% in 2025. As a remote worker in my current role, I am targeted on output rather than hours spent ‘logged in’. Trust is implied, my manager knows I complete my duties maintaining excellent standards. On days where I have childcare responsibilities, I am afforded the flexibility to adjust my working pattern. As wellbeing polices are more commonplace these adjustments aren’t seen as perks, staff understand the offering laid out in the policy and can discuss personalised adjustments to give them a work life balance. If a wellbeing policy is not in place these adjustments could be seen as favouritism causing grievances which can cause a ripple effect on staff retention and recruitment. Word of mouth is a strong asset for recruitment, a robust wellbeing policy backed up with staff who embrace it can be the one thing future employees seek that’s more important than a salary. 
Embedding practices that ensure all staff feel valued and fairly treated is not merely a matter of positive workplace culture but constitutes a sound business strategy supporting the long-term sustainability and success of the organisation.
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To design a fair and inclusive policy, I would take the following steps:
Firstly, I would consult staff to understand their views, needs, and concerns about learning and development opportunities. This could involve surveys, focus groups, or one-to-one interviews to capture feedback from all levels and departments, ensuring that no group is overlooked. I would also establish what existing policies are in place and review their suitability against the requirements for a fair and inclusive policy (CIPD, 2025b).
Next, I would look to engage with other organisations particularly those similar in size and sector, to compare existing policies and gather ideas. The aim, to review policies already in use and learn from proven approaches.
Effective communication of the policy at every stage is crucial for its successful implementation. It’s essential that managers fully grasp the policy, including its purpose, main features, and the escalation process for addressing concerns. Drawing upon the work of Kubler-Ross (Waite, Beevers, Small, Tomlinson, and Hussain, 2021), it is vital to equip front-line managers with the necessary information highlighting the fairness and inclusiveness of the policy, as this will help reduce negativity and encourage positive acceptance.
Establishing an ongoing review process is essential to ensure the policy remains effective and relevant (CIPD, 2025b). The initial three-month review will provide an opportunity to conduct a thorough assessment of both the policy and its implementation. At this juncture, I will collect feedback using previously utilised methods, with a particular emphasis on evaluating staff perceptions regarding fairness and determining whether there have been any shifts in training participation associated with the introduction and communication of the policy.
Finally, it is important to implement necessary changes and set future review intervals. Developing a comprehensive continuous improvement plan—including regular evaluations and updates as appropriate—will help maintain the integrity and effectiveness of this policy (Roberts, 2024).
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[image: ]Along with feedback from my line manager, I have produced the above table to illustrate my reflections and their comments. 
Manager feedback is valuable as they regularly assess my performance and understand my role’s requirements, enabling them to provide constructive input. Their insights have helped me critically evaluate myself against the CIPD Profession Map, highlighting my tendency to be self-critical—sometimes to my detriment—but also boosting my confidence.
The ‘Working Inclusively’ standards are central to my position as Partnership Coordinator, where I facilitate collaboration between organisations and handle cross-organisation issues. Building effective relationships is a core strength, both within and outside my organisation. Although I sometimes pre-judge outcomes, my decisions are always centred on those affected.
I am confident addressing serious or high-conflict situations and do not avoid challenges. Nevertheless, I recognise the need to improve my knowledge, manage self-doubt, and ensure open communication with all relevant parties.


AC 3.1
Considering the generalist role within the People Profession the following are identified as currently evolving. 
Data Analytics
People practitioners are now expected to use data and evidence rather than instinct, analysing various sources to measure HR initiatives and support organisational strategies. As the CIPD notes, People Analytics involves “analysing data to solve business problems” (CIPD, 2025a). Strong analytical and communication skills are essential for presenting findings to stakeholders (Bosley, 2023).
Improving my data analysis and communication is crucial for my professional growth; without these skills, my input may lack impact and reduce my role in strategic decisions (Briner, 2023).
To build expertise, I will keep up with new technologies, study analytics formally, and learn from colleagues. Neglecting these areas could hinder my effectiveness and career progression.
Equality Diversity and Inclusion (EDI)
According to CIPD, equity, diversity, and inclusion (EDI) are key to effective people management (Ali, 2024). Workplaces should be safe and empowering for all. While EDI is gaining focus, high-level scrutiny in the US is leading to changes that may restrict these initiatives (CIPD, 2025c), potentially influencing other regions. People professionals must actively remove barriers, update policies, and stay informed on EDI trends and laws to support diverse teams.
Continuing to expand my expertise helps create inclusive workplaces and increases professional effectiveness. Neglecting this could harm trust, reduce influence with senior management, and negatively affect business reputation and competitiveness.
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Strengths
After honestly reviewing my own abilities and gathering my managers feedback, I identify my ability to cultivate strong relationships and collaborate effectively with both internal colleagues and external partners as a strength. This is consistently demonstrated in my current role as Partnership Coordinator, where I have built and maintaining meaningful professional connections across internal and external partners. I am confident when dealing with challenging situations, including those that involve conflict. I do not shy away from difficult conversations and am comfortable addressing complex issues directly.
Weaknesses
Despite these strengths, I acknowledge that occasions of self-doubt are a weakness. Particularly regarding the depth of my knowledge and my ability to engage all relevant stakeholders comprehensively. This self-doubt can sometimes restrict my effectiveness, especially in complex situations.
Development areas
Recent research shows how important data and Diversity, Equity, and Inclusion have become in the profession. I need to develop my skills in data analytics to be able to share findings in a way that supports change and educates others. I want to learn more about what makes a workplace truly inclusive and get a better understanding of different cultures to improve my input. 
I want to improve my self-belief and learning ways to reduce the fear of expressing opinions to my colleagues at all levels. A key skill within my current role and future positions within the people profession, this needs development. 
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Data Analysis learning
My employer Serco has an extensive e-learning suite. From this, I have chosen an introductory course, titled, “Understanding Data: The Best approach to Data Analytics”. 
This pre-recorded webinar is best suited, as it can be watched at my discretion. An informal development activity, I am not restricted by trainer availability or time scale for completion. It can watch at my leisure, processing and reflecting on the information at my pace. 
Non-accredited training can be restrictive, focusing only on organisational aims. This webinar is produced by the Harvard Business review, a notable credible resource. 
As an introduction to Data Analytics as someone who hasn't undertaken any professional qualifications in the subject, this will be a good starting point. I am hoping to better understand the remit of Data Analytics and the potential applications. After finishing, I look forward to gaining more confidence and proactively gathering data to better inform my decision-making. The knowledge gained will have a real-life impact for my current and future job roles.

Self-confidence
Although viewed by my line manager as confident. I have raised an area of development as my self-belief. Therefore, a refresher in self-confidence would be useful. I have chosen the CIPD course titled "Professional Courage and Influence”.
This formal development activity breaks down the self-directed, e-learning programme, into key learnings. The five learning areas align to the Profession Map and support a detailed and honest review of my self-confidence, allowing me to pinpoint areas to develop. Outcomes are directly linked to the CIPD Profession Map, providing evidence of my progress and establishing next steps in my continuing professional development. 
The aim is to keep progressing and use this to inform my development. I believe using the CIPD resource will directly support my CPD, hone essential skills to continue to perform within my current role and support my preparation to move more formally into the People Professional sector. 
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	Date
	Type
	Activity
	Impact

	Nov-23
	Informal
	Safeguarding procedures after an incident 

(where I am the communication point across multiple teams/organisations)
	Informed of a case where a member of staff was subjected to inappropriate behaviour by a participant resulting in an arrest by the police. First time supporting a member of staff in this regard. My role was to link various departments into the situation and maintain effective communication throughout the emerging issue and update as the incident unfolded. 

I sought advice and guidance and informal upskilling from various mangers and safeguarding leads who trained me on the process and coached me through. 

My performance has directly improved because of the lessons I have taken in this case. When a similar incident was raised in November 2025, I was confident in my abilities and able to take the lead on communication and asking for appropriate action from all relevant parties.

	Sep-23
	Formal
	Institute of Employability Professionals -
Level 2 qualification


	This qualification strengthened my existing industry experience, providing a valuable refresher to formalise my learning and refresh the essential skills required in the sector. It is accredited learning that enhances my CPD and CV with a recognised sector qualification. 

Directly relating to behaviour and performance, this has developed stronger skills in relation to considering my actions when interacting with people from a variety of backgrounds. Additionally, skills quantified within the qualification have bolstered my confidence when discussing this subject.
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