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Professional behaviours and valuing people
AC 1.1) According to CIPD (2025a) the role of a people professional involves following the code of conduct and ethics. It important to understand that the choice for people professionals to choose ethical decisions is vital as it will help improve the business. It can help improve the business by making it known about what is right and wrong and what is ethical and morally right. It will allow Nexxobyte to be a business with integrity and allow the staff to have shared values (Taylor and Woodhams, 2022, p.152). The purpose of being a people professional is that it helps the business gain structure through people management practices. It can ensure that the business has the right structure and culture to help it be successful. They are valued by employees and the business as they help build strong performance to make the business thrive. Without having people professionals, it can introduce risk to Nexxobyte as they help the business to become legally stable and ensures they follow the guidelines. People practitioners promote a strong organisational culture, which introduces employees to share the same values and norms as each other (Su, Baird and Munir, 2021). By having a good organisational culture employees will feel respected. They also help to identify performance issues and offer development opportunities to help give employees the best opportunities available. By improving employee performance, it will also increase employee engagement, which will benefit the business (Macleod, NODATE). 
In my role, I work closely with Kit, Aisha and the team leaders to strengthen the people practices areas to ensure that the Nexxobyte thrives. I can contribute by improving the communication between managers, as I am aware that the team leaders have limited management capabilities. By introducing wellbeing incentives for employees, it can help to manage the lack of management skills by rewarding their staff once good work has been achieved. If any issues arise and the managers are unable to handle certain situations, I can offer them a solution and help where I can. Additionally, I can offer help and guidance on recruitment, especially as this has been an issue with Nexxobyte recently, where the onboarding system has been different for each department. With my help, the processes can be streamlined and accurate for all departments to avoid any potential for bias and to ensure employees are treated fairly. This will also increase the employee engagement as a result. 
Overall, having a people professional in your team is a good idea as I have stated above, they can help improve the business and ensure that it stays compliant. My contributions will help Nexxobyte grow and will support the management team on issues that will arise. 

AC 1.2) One of my ethical values is having integrity as I believe people should be honest, ethical and they should make fair decisions. Having integrity can aid in fair decision-making processes and it ensures that policies are followed correctly. Integrity focuses on a deonlogical approach as it is based on doing the right thing for making fair and equal decisions (Waite et al, 2021, p.70). It can help Nexxobyte build on the organisational culture as the employees will feel respected and valued if the employer has integrity. By treating employees with respect and fairness it will increase their productivity and employee performance as a result (CIPD, 2025b). Acting with integrity will improve communication within Nexxobyte and it can help avoid miscommunication within teams and leaders. I believe integrity will help me in my role by contributing to Nexxobyte through honesty and fairness to come to a well informed and fair decision. It will allow me to apply fair processes to Nexxobyte and ensure that they are ethically sound. On the other hand, having integrity can lead to issues of only processing information in a black and white setting with no flexibility. This can lead to conflict in Nexxobyte as they could potentially judge others from not sharing the same values. For example, sometimes making fair decisions based on integrity might not be the right thing to do, this can lead to colleagues raising conflict as the difference in viewpoints. 
In addition to this, another ethical value is having empathy. Empathy is the ability to understand how a person feels emotionally. If a manager has empathy, it will strengthen their relationship with their team. In my role having empathy is important as it allows HR to understand what employees are feeling, before going into difficult conversations (Butt, 2024). Nexxobyte could show empathy in supporting employee wellbeing, by listening to employees and understanding how they feel. This could help them feel comfortable and respected and will have job satisfaction promoting them to stay in the business. Furthermore, if Nexxobyte understand how the employees feel emotionally they can offer better and more fairer solutions to their work issues. It also helps the people practice team to strengthen their internal relationships as they will understand how to help better. However, a downside of having empathy can allow a potential for bias amongst employees and managers. For example, an employee could receive empathy from one manager and not another, which could cause unintentional bias decision making from certain managers. This can lead employees to lose trust in Nexxobyte as they are not being fair and will lead to increased employee turnover and a decrease in employee engagement. 

AC 1.3) In my role, it is important to communicate in an informed, clear and confident way as it can help us influence the decision-making process by building trust and increasing our credibility (Ahuja, 2024). It can promote credibility for people practice professionals as they can use evidence-based practice to back up their case, which they can present in a confident well-informed manner. In addition to this, when a person speaks confidently it can help build a sense of trust and it can help reassure the team leaders that we are fair. This is vital as it can help people professionals be taken seriously and shows they are competent. My role as a people professional is to support and potentially challenge the management team to ensure they are compliant and that they are making fair and ethical decisions. In addition to this, a consequence of not being able to communicate in this way for my role will result in reduced credibility with the management team and the wider organisation. This means if I have a lack of clarity and evidence, my arguments will be less reliable and will look poor to the management team. Using creditable sources as a people professional is vital (CIPD, 2025c).  Especially, when presenting evidence to the management team and building business cases as a lack of reliable sources can breed inaccurate data. 
Moreover, a potential consequence of Nexxobyte not being able to communicate with a firm voice is that it can lead to reduced employee performance. This will happen if the employees are not kept in the loop with changes to the business and if their training needs are not met. It could lead to reduced employee engagement as a result. If people professionals are not allowed to speak to employees in a clear, informed and confident way then Nexxobyte will continue to perform their weak standard processes, which will harm the business in the long run.  

AC 1.4) In a people professional role, I have been taught to have integrity, support and potentially challenge my superiors if I believe their actions are unethical and wrong. If I was working at Nexxobyte whilst these issues were happening, I would have carried out an investigation as to why and provide evidenced based research to support my sources and solutions (Elder and Nikodem, 2023).
For example, the first situation where a manager is favouring certain employees to give them the best training resources is unethical, unfair and biased. I would first gather evidence by looking at all employee training records to see if there is a pattern or trend that I could identify. Next, I would check Nexxobyte’s policies to see if it covers equal treatment and development, before any disciplinary action is taken. The CIPD states that we need to gather evidence and data from reliable sources before making sound decisions (CIPD, 2025c). After all research has been undertaken, I would arrange for a confidential meeting with said manager to discuss their thought process and why they think what they had done is right or wrong (ACAS, NODATE). Also, they would need reminding of the policies and as a manager and an employee it is their duty to follow said policies and procedures. I would also highlight the risks of their mistakes and what it could be mean for their role and whether they will be facing any formal disciplinary action. If after having the meeting with the manager, they could not address an appropriate reason I would escalate this further to Aisha, and she could have a more formal meeting with the manager. 
In addition to this, the second situation is where an employee used work’s time and equipment to profit from their own separate business. This is an example of gross misconduct, and I would approach this by again using evidence-based practice to gather reliable sources of information to investigate the misconduct. I would then conduct a thorough investigation into the employee’s workload to see how they had time to work for two companies at the same time. I would also check our policies on 

AC 2.1) A manager at Nexxobyte has suggested that nothing needs to change as the business is doing financially well and that employees work harder when there are no policies enforcing a feel-good attitude. There are both human and business benefits when employees feel included and valued. A human benefit is that the employees will feel job satisfaction and increased motivation to perform to the best if their ability. CIPD (2019) describes the steps to take action to build an inclusive workplace. Inclusion is about creating a positive working environment for employees and sharing their knowledge and values respected. In addition to this, a benefit will be that the employees have better mental health as treating employees fairly will help reduce their stress and will promote positive wellbeing. People tend to perform better when they are motivated and engaged, and this is demonstrated through Herberg’s motivation model. This model identifies employees with strong work ethic and rewards good work with good rewards, and it’s based on a fair process. When employees feel valued their motivation and productivity boosts as a result. 
Additionally, a business benefit of treating employees fairly and to make they feel valued especially at Nexxobyte can be increased retention. This is because employees will feel valued and will respect policies and procedures that promote inclusivity. If Nexxobyte improve their policies so that it includes diversity and is inclusive of all employees, it will increase retention and it could even solve workplace disputes between the managers and the employees. 
Overall, policies are key to better the employee experience and also improve the business to remain competitive with retaining their staff. 

AC 2.2) When devising a fair Staff Learning and development policy, I would gather feedback from the employees regarding their training needs through conducting one to one meetings and team discussions. This will help me to devise a suitable design that applies to all staff and their training needs. I would also investigate their training records to see if there have been any potential barriers as to why staff could not access the training. This will also help to identify if all staff had received the training to ensure we are being fair. Once the feedback has been obtained, I will involve a small group of people such as Aisha, Kit, an employee and manager. Using this selection of people will help the policy be more diverse and will avoid bias. Next, I would identify and remove any barriers to ensure this policy is accessible to all staff. Ensuring that the policy covers all staff is vital to protect inclusivity and diversity (ACAS, NODATE). Additionally, the managers would need to be trained on this policy, so that they fully understand and communicate this change with the employees. Due to the unfair process with staff about their learning and development needs, the policy can address employees with disabilities to ensure it has been accessible for all staff and to ensure no one is excluded (Waite et al, 2021, p.224).  I will be as clear as possible when addressing training budgets as I feel the employees deserve transparency, especially in a policy. 
After three months of implementation, I will check inclusivity by running reports to see who has accessed the training and it will tell me certain departments and employees who still have not accessed it. I could also circulate a short staff survey to ask if the employees felt they have received the correct amount of training. Additionally, I will check to see if staff have reached their allowable paid time for development activities as this will aid in budgeting effectively. I will also gather feedback from employees through one-to-one sessions to see how they feel the policy has been received and if they have any concerns about it. By also having regular meetings with the managers, we can see if they have been applying the policy fairly. 

AC 2.3) I asked my colleague Emma to provide feedback on how my behaviour is against the six Associate level standards for working inclusively. Their feedback informed my review by helping me gain a better understanding about myself and how I am working. I now know where the development is needed. Table one describes the feedback from my manager and my self-reflections against the six standards. 
Table One: 
	Six Associate Standards
	Feedback from Colleague 
	Self-feedback 

	Inclusivity 
	They see me as a respectful and fair person, with an approachable demeaner. However, they said I need to take my own initiative when identifying if someone needs help. 
	I believe I aim to treat my colleagues with respect and fairness. I always try and include everyone in general work events. I also ensure that no one is stuck and needing help. 

	Valuing Diversity
	They see me as not being afraid to challenge inappropriate behaviour, especially if someone is being treated unfairly. However, they have noticed that despite me valuing diversity it’s a natural response to interact with the people you are most familiar with. 
	I would say I am open minded and I always try to make everyone feel included.  I sometimes forget to ask if employees need additional needs, which results in them having to speak up to make requests.  

	Building Relationships 
	My colleague has described me as being a reliable coworker, who she can rely on to handle any task. 
	I feel that I engage with my team members in a positive way and across different departments. 

	Collaborative working 
	They have said they have agreed with my statement, and I work collaboratively amongst the team. 
	Working as part of a team comes naturally to me as I am always willing to share and help people. 

	Sharing knowledge
	My colleague has mentioned that I am always willing to share my knowledge about HR to those who find it different to understand. For example, explaining certain policies to managers who do not understand them fully. 
	I believe that I share knowledge about our HR systems well, especially to new starters who have never used the systems before. 

	Conflict Resolution
	My colleague has seen me remain calm under pressure and has seen me keep my confidentiality in stressful or difficult situations. 
	I feel like I stay calm in difficult situations, however I tend to lead more with my heart than my mind. 

	Psychological Safety 
	My colleague has mentioned that I invite people to speak openly. They said I have built trusting relationships with employees, which will make them feel safe and heard.  
	I believe I provide our staff with psychological safety as I am approachable and am non-judgemental. 



Overall, after reviewing my behaviours against my colleague and the CIPD Associate level standards, it has given me an understanding on where I need to improve whilst also identifying my strengths. This process will help me with my CPD and will aid in my development. 

AC 3.1) There are two ways the people practitioner role whether it is generalist or any specialist is evolving. Two changes are the use of AI and technology and the increasing remit of people professionals. With the use of AI and technology it is transforming the HR role as it is automating tasks and decision making where it can. AI is restructuring recruitment and it is used almost daily by people professionals. HR professionals must ensure that there is still the human element in decision making and some automated tasks. This is important as AI cannot replace HR duties (Waite et al, 2021, p.25).  They must also keep up to date on the AI risks and how it impacts the employees and their teams. The development of AI adaption and technological advancement is affecting my ongoing professional development by limiting my daily HR function tasks as they are becoming automated. Technology is reshaping HR by supplementing their roles to allow them to be more efficient. CIPD (2025d) discusses how technology is informing the way we work and how people professionals need to be aware of it and use it responsibly. However, the use of AI and technology will also strengthen my knowledge about the risks, which will allow people professionals to be compliant as a result. 
In addition to this, a development that is evolving is the increasing remit of people professionals, where they are transforming onto a more strategic level. The purpose of HR has changed as they were process based, but are now transformative and judgement based (CIPD, 2025e). This means that the remit is broader, which means more judgement decisions need to be made over the process driven ones. It will affect my ongoing personal development by strengthen my strategic management skills to make the organisation thrive. It will affect my ongoing professional development by making decisions become more judgement based meaning I will need to gain confidence in my communication and reflection skills as a result. It will also help HR to understand the impact that employee wellbeing and inclusivity has to all staff and how strategy can help to achieve success. It is important as it shows how the role of HR is evolving, and what it means for the future of HR. 

AC 3.2) I have identified my strengths and weaknesses and have mentioned my areas for improvement, after reviewing my feedback from Q7 and Q8. They are demonstrated in the table below. 
	Strength 1: 
	One of my strengths is my willingness to try and learn new things like the new technological advancements and the use of AI. The HR field is changing and evolving as mentioned above, so I will be eager to learn about how it will affect the daily use of HR. I am a quick learner and can handle a variety of different tasks. 

	Strength 2:

	My reflections in Q7 mentioned that I am a friendly and approachable person who is respectful. I feel it is a valuable strength to have as I can make everyone feel comfortable. I also have empathy which allows me to understand how employees feel on a deeper level. 

	Weakness 1: 
	One of my weaknesses is that I am still learning HR and understanding what the policies and procedures are. It sometimes affects my confidence when I need to be more independent and lead more with my head than my heart. As a naturally empathic person I find this difficult. 

	Development areas:
	Based on the research from Q8 I need to gain more experience working with AI and technology to fully be prepared for when AI gets more involved in the HR daily function. By strengthen my technical skills, it will allow me to become a better employee, and it will be useful to the business. 




AC 3.3) Following on from my self-assessments I have identified two development activities that I would like to undertake in the next six months. In the next six months I plan to shadow a HR professional to gain more confidence learning about the policies and procedures. I would like to know the correct procedures to follow to ensure I comply with legislation, and it will further my knowledge as a result. I have chosen to shadow a HR professional as my self-assessments have mentioned that I need to increase my confidence with some HR tasks and training. I feel it will be beneficial to learn from my superiors, rather than from a textbook. In addition to this, I would like to undertake a non-work-related course such as a networking event. This will help me to gain more experience and confidence when speaking to new people. I have chosen this development activity as it has been mentioned previously that I tend to stick to the people I know in work. To break this cycle, I want to take part in something that will give me the chance to interact with people, to step out of my comfort zone and boost my confidence. It will transform me into a better employee. 

AC 3.4) I have reflected on two development activities that I have undertaken in the last two years which I feel has had the greatest impact on my behaviour and performance. The CIPD reflections are illustrated below.  
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CIPD Level 3 Foundation Certificate in People Practice
22/03/2026

People practice

Attended/completed a course

N/A

| have recently undertaken the CIPD Level 3 Foundation Certificate in People practice to further my knowledge about HR.

| have learnt that people practitioners are important when ensuring the success of a business. | have learnt to have excellent time management skills, as i
have had to be highly organised to ensure i met the deadlines of the assignments.

| will be able to work in a more informed and confident manner. This course has helped build on my knowledge of HR legislation, especially about
organisational culture and people practice so i will ensure i put what i have learnt into practice. Additionally, i will seek out new opportunities to further
progress in my career. | will be confident when asked a question and will aim to remain approachable throughout.

For this learning experience to have a wider positive impact i will be able to support new members of staff and provide an effective Induction. | will also be
able to promote strong organisational culture to ensure of employees are well engaged.
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Additional Responsil
22/03/2026
Business acumen
Something I'm doing/I've done at work

N/A

| have taken on additional responsil
my CPD.

s in my role, such as dealing with recruitment and processing payroll. This informal hands on training has been vital to

| have learnt practical skills such as processing payroll and i know that it is important to achieve accuracy. Dealing with recruitment has allowed me to build
relationships with staff and to build my confidence. In addition to this, working in HR has taught me to have resilience and confidence. Also, i have learnt the
importance of having empathy with employees as it will help HR professionals be more understanding.

I will aim to be as accurate as possible when doing any task. | will also ensure | maintain excellent communication skills to improve my confidence. | will try to
be more empathic with employees to ensure they feel comfortable to approach me.

Overall, | feel this experience of having additional responsiblities will allow me to become a better employee as | will be a more rounded individual. It also
helped me grow my professional knowledge and gave me a chance to learn more about HR.




