
Victoria OwenAssignment 3 
Q1. (AC 1.1)
A people professional plays a key role in supporting organisational performance througheffective people management, ethical practice and evidence-based decision making. Therole involves advising leaders, supporting managers, ensuring fair and consistent peoplepractices and improving the overall employee experience. At Nexxobyte, this role isparticularly important due to the organisation’s rapid growth, lack of standard procedures,inconsistent management approaches and the loss of valuable staff.
One of the core aspects of being a people professional is establishing consistent and fairpeople practices. In the Nexxobyte case study, team managers have been managing theirteams differently, resulting in inconsistent working arrangements and unequal access to paidlearning and development. As a people professional, I would contribute by developing clearpolicies and guidelines for areas such as flexible working, learning and development, andrecruitment. This would ensure employees are treated fairly across all teams and reduceemployee complaints.
Another key element of being a people professional is developing management capability.The case study highlights that none of the three team leaders had prior management trainingbefore being allocated their roles. This has contributed to inconsistent decision-making andmanagement approaches. I would support Nexxobyte by designing and deliveringmanagement development training, providing coaching and creating guidance materials formanagers. This would help build leadership capability and improve confidence in managingpeople effectively.
People professionals also play an important role in improving employee engagement andretention. Nexxobyte has experienced the loss of valuable staff, which suggests issues withemployee experience and development opportunities. I would introduce structureddevelopment planning, ensure equal access to learning opportunities and encourage regularone-to-one meetings between managers and employees. These actions would supportemployee growth and help retain key talent.
Additionally, people professionals act as strategic advisors to leadership teams. Aisha hasidentified concerns about the lack of structure and management capability within theorganisation. In this role, I would work closely with Aisha and Kit to align people practiceswith business growth, support workforce planning and implement scalable processessuitable for a growing software company. This would help Nexxobyte move from informalpractices to a more structured and professional approach.
Finally, being a people professional involves promoting ethical and inclusive practice. Theinconsistent access to learning and different working arrangements across teams couldcreate perceptions of unfairness. I would ensure decisions are transparent, consistent andbased on organisational needs, while also supporting employee wellbeing and inclusion.In addition, people professionals support organisational performance by using people data toinform decision-making. At Nexxobyte, analysing information such as employee turnover,



engagement feedback and training participation would help identify areas of risk andimprovement. Using this data, I would provide evidence-based recommendations toleadership, ensuring people practices support both employee experience and businessgrowth. This would further strengthen consistency, transparency and strategic workforceplanning.

In summary, as a people professional at Nexxobyte I would contribute by introducingconsistent procedures, developing management capability, improving employee engagementand supporting strategic growth. These actions would address the current challengesidentified in the case study and help create a more structured, fair and effective peoplemanagement approach.
Question 2 (AC 1.2)Two personal or ethical values and how they inform people practice at Nexxobyte
Two key personal and ethical values that will guide my work as HR/L&D Adviser atNexxobyte are integrity and fairness. Consistently applying these values will supporttransparent decision-making, build trust, and help create consistent people practices acrossthe organisation.
Integrity is essential in establishing credibility as a people professional. Acting with integritymeans being honest, evidence-based, and consistent when advising managers andemployees. At Nexxobyte, where teams currently operate differently and there are concernsabout inconsistent practices, integrity will inform my approach to developing fair policies,communicating clearly about decisions, and challenging poor practice where necessary. Forexample, I would ensure that decisions about recruitment, learning and developmentopportunities, and performance management are based on objective criteria rather thanpersonal preference. This supports ethical practice, strengthens employee trust, and alignswith the CIPD professional principle of acting with professionalism and accountability.
Fairness is also critical in promoting equality and inclusion across the organisation. Applyingfairness means ensuring all employees have equal access to opportunities, consistenttreatment, and clear expectations regardless of team or manager. At Nexxobyte, this wouldinvolve introducing consistent procedures for training access, working arrangements, andperformance management. By doing so, employees are more likely to feel valued andrespected, which can improve engagement, reduce complaints, and support retention. Fairpractice also helps reduce risk for the organisation by ensuring decisions are transparentand defensible.
Together, integrity and fairness will enable me to deliver consistent, ethical, and inclusivepeople practices at Nexxobyte, supporting both employee wellbeing and organisationalperformance.
Question 3(AC1.3)



Being a firm voice for people practice means communicating confidently, clearly, and usingevidence to influence decision-makers to adopt fair and effective people managementapproaches. At Nexxobyte, this is particularly important because the organisation currentlylacks consistent procedures, management capability, and equitable access to learning anddevelopment. Communicating in an informed and assertive way helps ensure people risksare identified, good practice is implemented, and decisions consider both employeewellbeing and business performance.
It is important to communicate in this way because people professionals have aresponsibility to challenge poor or inconsistent practices and provide expert advice. Bypresenting data, employee feedback, and examples of best practice, I can help managersunderstand the benefits of change and reduce resistance. For example, highlighting howinconsistent training opportunities have led to complaints and staff turnover would supportthe case for a fair L&D approach. Acting as a firm voice also helps build credibility, showingthat people practice contributes strategically rather than only providing administrativesupport.
If I were unable to communicate in this way, there could be consequences for both myselfand Nexxobyte. For me, failing to speak confidently and challenge poor practice couldreduce my professional credibility and influence. Managers may not view the people functionas a trusted advisor, and important issues such as inconsistent management approachesmay continue unaddressed. This could also conflict with professional expectations to act withintegrity and courage.
For Nexxobyte, the consequence could be the continuation of inconsistent practices acrossteams, leading to employee dissatisfaction, complaints, and possible loss of valuable staff.Without a strong people voice, decisions may prioritise short-term operational needs overfair and sustainable people management. This could negatively affect engagement,productivity, and the organisation’s reputation, ultimately impacting business performance.
Question 4(AC 1.4) 
As a people professional, it is important to act promptly, objectively, and confidentially whenconcerns about unethical or illegal behaviour arise. The CIPD professional principlesemphasise acting with integrity, challenging inappropriate behaviour, and promoting fairness.In both situations at Nexxobyte, I would follow organisational procedures where available,gather facts, and escalate appropriately while maintaining professionalism andconfidentiality.
Situation 1: Manager approving training only for ‘favourite’ team membersThis situation suggests unfair and potentially discriminatory practice. I would first gatherinformation to understand the scope of the issue. This may include reviewing trainingrecords, speaking confidentially with the administration staff, and identifying whether there isa pattern of unequal access. I would ensure that my approach is evidence-based rather thanrelying on assumptions.
Once I had sufficient information, I would raise the concern with the manager in a



professional and non-accusatory way. I would explain the importance of fair and consistentaccess to development opportunities and outline the risks of perceived favouritism, such asreduced morale, disengagement, and potential grievances. I would encourage the managerto adopt transparent criteria for allocating training and offer support in implementing aconsistent learning and development approach.
If the behaviour continued or appeared intentional, I would escalate the matter to seniorleadership (Aisha or Kit) and recommend introducing clear guidance or a policy for fairallocation of training. This would help prevent future inconsistencies and ensure equitableopportunities for all employees.
Situation 2: Former employee using company time and equipment for their own businessThis situation involves potential misconduct and possibly illegal activity, so it would require amore formal approach. I would first gather factual information, such as what occurred, whenit happened, and whether there is any documentation or witness accounts. It would beimportant to maintain confidentiality and avoid making assumptions until facts are confirmed.
I would then raise the issue with senior management, as this type of behaviour representsmisuse of company resources and may require formal investigation. If the employee werestill employed at the time, I would recommend following a formal disciplinary process in linewith ACAS guidance, ensuring fairness and consistency. This would include investigating theallegations, allowing the employee to respond, and documenting decisions.
In addition, I would review whether the organisation had clear policies relating to use ofcompany time, conflicts of interest, and standards of conduct. If these were missing orunclear, I would recommend implementing them to prevent similar issues in future. Thiswould support transparency, protect the organisation, and set clear expectations foremployees.
By addressing both situations in a professional, evidence-based, and confidential manner, Iwould promote ethical practice, fairness, and accountability at Nexxobyte.
Question 5(AC 2.1)
While Nexxobyte is currently performing well financially, relying on informal practices ratherthan fair and inclusive people policies can create significant long-term risks. Researchconsistently shows that when employees feel included, valued, and fairly treated,organisations benefit from higher engagement, improved performance, and strongerretention. As a people professional, it is important to communicate that policies and fairprocesses are not barriers to performance, but enablers of sustainable success.
From a human perspective, fairness and inclusion contribute to employee wellbeing,motivation, and job satisfaction. According to Abraham Maslow’s Hierarchy of Needs,individuals are motivated when their psychological needs such as belonging, esteem, andrecognition are met. Fair treatment and inclusive practices help employees feel respectedand valued, which increases motivation and commitment. Similarly, Frederick Herzberg’sTwo-Factor Theory suggests that factors such as recognition, achievement, and growth



opportunities improve satisfaction. When employees perceive unfair access to opportunitiesor inconsistent treatment, dissatisfaction increases, leading to disengagement andcomplaints.
In addition, John Stacey Adams’ Equity Theory highlights that employees compare theirtreatment with others. If they believe they are treated unfairly, they may reduce effort,withdraw, or seek employment elsewhere. At Nexxobyte, inconsistent training access andworking arrangements could create perceptions of inequity, which may explain thecomplaints and loss of valuable staff. Ensuring fairness and inclusion therefore supportsmorale and encourages employees to contribute fully.
There are also clear business benefits. When employees feel valued and included,engagement increases, which is linked to improved productivity and performance. Inclusiveworkplaces also benefit from greater collaboration, knowledge sharing, and innovation. For agrowing software development company like Nexxobyte, retaining skilled engineers iscritical; fair and transparent people practices can reduce turnover and associatedrecruitment costs. Furthermore, consistent policies help managers make better decisions,reduce conflict, and minimise legal or reputational risks arising from perceived unfairness.
Clear people policies also do not need to be restrictive. Instead, they provide guidance whilestill allowing flexibility. For example, a fair learning and development framework ensuresequal access while enabling managers to prioritise business needs. This balance supportsboth operational performance and employee satisfaction.
In summary, research and theory show that employees who feel included, valued, and fairlytreated are more motivated, engaged, and productive. Implementing consistent peoplepractices at Nexxobyte will therefore support employee wellbeing while strengtheningorganisational performance, helping the company sustain its current success rather thanrelying on informal and potentially inconsistent approaches.
Question 6(AC 2.2)
Evidence-based practice involves using reliable data, research, professional expertise, andstakeholder feedback to inform decisions rather than relying on assumptions or personalopinion. For people professionals at Nexxobyte, this approach would help ensure thatdecisions about learning and development, employee experience, and managementpractices are fair, effective, and aligned with organisational goals.
One way evidence-based practice can be used is through people data and metrics. Forexample, Nexxobyte has experienced complaints about inconsistent access to developmentopportunities and the loss of valuable staff. By analysing turnover data, training participationrates, employee feedback, and performance outcomes, I could identify patterns anddetermine whether certain teams are receiving fewer opportunities. This would allow me topresent objective evidence to senior leaders and recommend targeted improvements, suchas introducing a fair L&D framework.
Another important source of evidence is employee voice. Gathering feedback through



surveys, one-to-ones, or exit interviews would help understand employee perceptions aboutfairness, inclusion, and management practices. For example, if exit interviews show thatemployees are leaving due to lack of development opportunities, this would support the casefor implementing consistent learning and development policies. Using employee voiceensures decisions reflect real experiences rather than assumptions.
Evidence-based practice also includes using external research and best practice guidance.Professional resources such as CIPD guidance can inform decisions about engagement,inclusion, and performance management. For example, research shows that employees whofeel valued and treated fairly are more engaged and productive. Applying this evidencewould support recommendations for consistent policies and transparent processes acrossNexxobyte.
Finally, professional expertise and judgement are also part of evidence-based practice. Asan HR/L&D Adviser, I would combine organisational data, employee feedback, and researchwith my own professional knowledge to recommend appropriate solutions. This balancedapproach helps ensure decisions are practical, ethical, and aligned with business needs.
Using evidence-based practice at Nexxobyte would lead to better decision-making, improvedconsistency, and increased trust in the people function. It would also help demonstrate thevalue of people practice in supporting organisational performance and employee wellbeing.

Question 7(AC 2.3)
To review my behaviour against the CIPD associate-level standard for working inclusively, Ireflected on my own practice and gathered feedback from a colleague I work closely with ina team environment. This individual was chosen because they regularly observe mycommunication style, teamwork, and approach to supporting others. Their feedback helpedme compare my self-perception with how my behaviour is experienced by others.
Through my self-reflection, I identified that I demonstrate inclusive behaviour by treatingcolleagues with respect and valuing different perspectives. I actively listen duringdiscussions and encourage quieter team members to share their ideas. I also try to adapt mycommunication style depending on the individual, ensuring instructions and information areclear. My colleague confirmed that I am approachable and supportive, and that I create acomfortable environment where others feel able to ask questions or raise concerns.
However, the feedback also highlighted an area for improvement. While I am supportive andrespectful, I sometimes avoid challenging others when I disagree with decisions, particularlywhen more senior colleagues are involved. This can limit my contribution to inclusivedecision-making, as working inclusively also involves constructively challenging ideas toensure all perspectives are considered. I recognised that being more confident in expressingalternative viewpoints would strengthen my inclusive behaviour.
Overall, the review showed that my strengths lie in respectful communication, collaboration,and openness to different perspectives. My development area is building confidence to



challenge constructively and contribute more actively to inclusive decision-making.To further develop my inclusive working practice, I will actively seek opportunities tocontribute more confidently in discussions and challenge ideas respectfully. This may involvepreparing points in advance of meetings, using evidence to support my views, and ensuringthat alternative perspectives are considered. I will also request feedback from colleagues onmy communication style to monitor progress. By taking these steps, I can strengthen myability to work inclusively while ensuring that decision-making benefits from a wider range ofperspectives.
Question 8 (AC 3.1)
One way the people profession is evolving is the increased use of people analytics andevidence-based decision-making. Organisations now expect people professionals to useworkforce data to inform decisions about engagement, retention, and performance. This shiftmeans that HR practitioners must be comfortable interpreting data and using insights toinfluence managers. The implication for my professional development is that I need tostrengthen my analytical skills, including understanding HR metrics, interpreting trends, andpresenting data clearly. Developing this capability will help me provide more strategic andevidence-based recommendations.
A second way the people profession is evolving is the growing focus on employeeexperience and wellbeing. Organisations are increasingly recognising the link betweenemployee wellbeing, engagement, and organisational performance. This means peopleprofessionals are expected to support inclusive cultures, flexible working, and positiveemployee experiences. The implication for my development is that I need to build myknowledge of engagement strategies, wellbeing initiatives, and inclusive practice. This willenable me to support employees effectively and contribute to creating a positive workingenvironment.
A third way the people profession is evolving is the increasing use of HR technology andartificial intelligence. People professionals are now expected to use digital systems forrecruitment, performance management, and workforce planning. This means developing mydigital skills and understanding how technology can improve efficiency while maintaining apositive employee experienceA third way the people profession is evolving is the increasing use of HR technology andartificial intelligence. People professionals are now expected to use digital systems forrecruitment, performance management, and workforce planning. This means developing mydigital skills and understanding how technology can improve efficiency while maintaining apositive employee experience
These developments highlight that the people profession is becoming more strategic, data-driven, and employee-focused. To remain effective, I need to continue developing bothanalytical skills and knowledge of inclusive people practices.
These changes also mean that people professionals must continuously update theirknowledge and skills to remain effective. For example, understanding digital tools, datadashboards, and HR systems will become increasingly important for supporting



organisational decision-making. In addition, the growing emphasis on employee wellbeingrequires people professionals to understand mental health awareness, flexible workingpractices, and inclusive leadership approaches. Developing these capabilities will help mecontribute more strategically and support both employee experience and organisationalperformance.
Question 9(AC 3.2)
Based on my reflections in Q7 and the developments identified in Q8, I have identifiedseveral strengths, weaknesses, and development areas relevant to people practice.
One of my key strengths is communication and relationship-building. I am approachable,supportive, and able to build trust with colleagues. This is important in people practice,where employees must feel comfortable sharing concerns and seeking guidance. My abilityto listen actively and consider different viewpoints supports inclusive working andcollaboration.
Another strength is my fair and respectful approach. I aim to treat everyone consistently andconsider the impact of decisions on others. This aligns with ethical people practice and helpspromote a positive working environment.
However, one weakness I identified is confidence in challenging others, particularly moresenior colleagues. In people practice, it is important to provide constructive challenge andact as a voice for fair and consistent practice. Avoiding difficult conversations may reduce myeffectiveness in influencing decisions.
Another development area is data and analytics capability. As the profession becomes moreevidence-based, I need to improve my ability to interpret people data and use it to supportrecommendations. This will strengthen my credibility and enable me to make more informeddecisions.
To improve in these areas, I will focus on developing confidence in influencing skills andimproving my understanding of people analytics. These development areas will support mygrowth as an effective people professional.
To build on these areas, I will actively seek opportunities to practise influencing skills, suchas contributing ideas during meetings and supporting recommendations with evidence. I willalso improve my data literacy by reviewing basic people metrics and learning how theseinform decisions. Strengthening these capabilities will enhance my confidence, improve myprofessional credibility, and support my development as an effective people professional.

Question 10 (AC 3.3)
One development activity I will undertake is completing a people analytics or HR metricsonline course. This will help me understand how to interpret workforce data, identify trends,



and support evidence-based decision-making. Improving my analytical skills will enable meto contribute more effectively to organisational decisions and strengthen my professionalcredibility. I plan to complete this within the next six months and apply the learning byanalysing basic workforce data such as absence or turnover trends.
The second development activity is seeking opportunities to practise influencing andchallenging skills, such as participating more actively in team meetings or leadingdiscussions. I will focus on constructively sharing my perspective and supporting my viewswith evidence. This will help me build confidence in providing professional challenge andcontributing to decision-making. I will also seek feedback from colleagues and managers toevaluate my progress.
These activities were chosen because they directly address my development areas ofconfidence in challenging others and improving analytical capability. Completing them willsupport my effectiveness as a people professional.

I will monitor progress by setting clear goals and reviewing my development regularly. Thismay include reflecting after meetings where I have contributed more actively and seekingfeedback from colleagues. I will also apply learning from the analytics course by reviewingavailable data and identifying trends. These actions will help ensure that my developmentactivities lead to measurable improvements in my behaviour and performance.

Question 11(AC 3.4)
What I did:Completed modules relating to people practice, ethics, and inclusive working.
What I learned:I developed knowledge of the CIPD Profession Map, inclusive behaviours, and theimportance of ethical decision-making. This helped me understand the responsibilities ofpeople professionals and the importance of fairness and consistency.
Impact on behaviour:I became more aware of treating individuals fairly, listening to different perspectives, andconsidering the impact of decisions on others.
Impact on performance:This improved my confidence in applying people practice principles and supporting inclusiveworking.

Activity 2: On-the-job teamwork experience
What I did:



Worked collaboratively within a team environment and supported colleagues with tasks andcommunication.
What I learned:I improved my communication skills, learned to adapt my approach for different individuals,and recognised the importance of encouraging participation from all team members.
Impact on behaviour:I became more approachable and supportive, encouraging others to share ideas andcontribute.
Impact on performance:Team collaboration improved and I became more confident in supporting inclusive workingpractices.
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