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Q1. As part of her actions to improve systems and procedures at Nexxobyte, Aisha has established monthly on-site Management Team meetings to be attended by her, Kit, you and the three Team Leaders. She would like you to make a short presentation at the first meeting ‘appraising what it means to be a people professional, and some of the ways you can contribute at Nexxobyte.’  

Provide a written response covering the points you would include in this presentation. 
(AC 1.1) 


The CIPD recognises the role of people professionals as central to both organisational performance and individual career development. Armstrong and Taylor (2020) highlight that Human Resource Management improves organisational effectiveness through people, ensuring employees are treated fairly, with trust, openness, and have opportunities for personal fulfilment.

The CIPD Profession Map (2025) provides a framework for understanding the role and value of people professionals. It identifies three core areas of practice: Human Resources (HR), Organisational Design and Development (OD), and Learning & Development (L&D) (CIPD, 2023). HR encompasses the employee lifecycle, including recruitment, onboarding, performance management, and exit processes. OD focuses on improving performance and achieving strategic outcomes, while L&D promotes continuous growth and development of skills, knowledge, and leadership capability. Core behaviours, including ethical practice, insight-driven decision-making, valuing people, and working inclusively, guide professional conduct and decision-making.

People professionals add value to both the organisation and individual employees by creating fair, inclusive, and effective work environments. They support managers and teams through coaching, development, and access to resources, using insights from people analytics and behavioural science to inform strategic decisions (CIPD, 2025). By fostering positive culture, supporting compliance, and enabling effective performance, people professionals contribute directly to organisational success.

At Nexxobyte, I will focus on practical actions to enhance performance and employee experience. Firstly, I will standardise policies and procedures across teams to ensure consistency in recruitment, working arrangements, and access to learning and development. Clear, transparent processes would provide fair opportunities, reduce inconsistencies, and improve retention. 

Secondly, I will develop team leaders and managers through targeted training to strengthen their skills in performance management, conflict resolution, and employee engagement. This will create more consistent and effective management, supporting both team performance and employee satisfaction.

Finally, I will enhance learning and development opportunities for all staff, creating structured pathways for skill development, career progression, and leadership growth, aligned with both individual aspirations and business objectives. This will increase employee motivation and capabilities, particularly promoting internal progression, which in turn will help Nexxobyte retain homegrown talent.

By supporting recruitment and implementing these plans, my role will also help to strengthen Nexxobyte’s organisational culture, encourage engagement and improve retention.

In conclusion, people professionals balance organisational and employee needs to create fair, engaging, and high-performing workplaces. By standardising processes, developing managers, promoting a positive culture, and enabling growth, people professionals ensure employees thrive while helping organisations like Nexxobyte achieve strategic objectives. Using the CIPD Profession Map as a framework ensures HR practice is consistent, ethical, and evidence-based, supporting sustainable success, employee satisfaction, and organisational performance.


Q2. You are excited by your new role and whilst you can see that there is a lot to do, you feel ready for the challenge. 

[bookmark: _Hlk210720374]Discuss two of your personal or ethical values that you believe will help you in your new role, and how consistently applying these will inform your people practice work at Nexxobyte. (AC 1.2)  


Ethical values provide a moral compass for decision-making, guiding actions beyond simple compliance with rules (CIPD, 2024). For people professionals, these values are essential in defining ethical behaviours, identifying misconduct, and embedding consistent, fair practices across an organisation. As an HR/L&D Adviser at Nexxobyte, my ethical values, alongside organisational goals, will guide decision-making, policy development, and interactions with managers and employees, ensuring a consistent and positive culture. Understanding my own values of respect and fairness enables me to remain self-aware and consistent in my behaviour, particularly in challenging situations.

One value I consider essential is respect, defined as “the act of showing appreciation for someone’s traits or qualities or treating people with dignity and gratitude” (Deer, 2025). Respect underpins positive employment relationships, supports employee voice, and fosters a healthy organisational culture. Leaders demonstrate respect through behaviours such as active listening and valuing diverse perspectives (Rogers, 2018). It also involves recognising and including diverse backgrounds, experiences, and viewpoints, enhancing collaboration, innovation, and problem-solving, particularly in a software development environment like Nexxobyte.

In practice, I would support managers through training, mentoring, and guidance to develop respectful behaviours, ensuring employees feel heard and valued. By embedding respect in performance management, policy consultations, and organisational change processes, I can help create an environment where employees contribute ideas confidently, engage in discussions constructively, and collaborate effectively. This is critical at Nexxobyte, where inconsistent management practices have caused dissatisfaction and turnover.

Fairness is another key value that will guide my people practice. Fairness is described as “the glue that holds employer and employee together” (Eib, Bernhard-Oettel & Leineweber, 2016), promoting predictability and equality in decision-making. Applying fairness ensures that decisions about pay, promotion, and development are merit-based. I would introduce clear policies to ensure consistency, including standardised L&D access, performance reviews, and transparent pay structures. I would demonstrate professional courage by constructively challenging decisions or behaviours that do not align with these ethical standards.

Fair treatment signals to employees that they are valued, increasing trust, commitment, engagement, and retention (Eib, Bernhard-Oettel & Leineweber, 2016). Embedding fairness in recruitment, promotion, and management practices reduces bias, encourages collaboration, and supports a stable, motivated workforce.

By consistently applying respect and fairness and promoting an environment where employees feel confident to challenge inappropriate behaviour, I can strengthen relationships, build trust, and support a positive, inclusive, high-performing culture at Nexxobyte.


Q3. Aisha has emphasised that she wants you to be a ‘a firm voice for people practice at Nexxobyte’. This means communicating with the management team in an informed, clear and confident way to convince them of the need for change and new ways of working. 

Consider why it is important to communicate in this way and two potential consequences (one for you and one for Nexxobyte) if you are unable to do so.  (AC 1.3)


Aisha has emphasised two main concerns at Nexxobyte: the lack of standard procedures and limited management capability. As a people practitioner, my role is to communicate effectively with the management team, convincing them of the need for change and introducing new ways of working. Addressing these concerns will promote consistent management practices, standardised procedures, and ultimately improve employee retention.

Effective communication is critical in Human Resources Management, as it ensures that employees, managers, and stakeholders are informed, engaged, and aligned with organisational goals and values (Harper, 2023). Furthermore, without the ability to influence, people practitioners cannot ensure that HR initiatives are implemented effectively, risking inconsistent application of policies. Influence is therefore critical for embedding ethical practices, improving employee experience, and achieving organisational change. CIPD (2025) emphasises the importance of employee communication from HR because it promotes better performance, employee retention and wellbeing. 

To communicate effectively, I need to be informed. Understanding the reasons for change allows me to be convinced of the need myself, ensuring my arguments are confident and credible. Being informed also allows me to back up recommendations with evidence and best practice, strengthening my influence and helping managers understand the rationale behind proposed changes. Evidence-based decision-making improves the quality and credibility of professional judgements (CIPD, 2025).

Clear communication is equally important. Using simple language and concise messages ensures clarity, reduces misunderstandings, and increases the likelihood that key points are remembered. Clear communication ensures that all managers understand the benefits of implementing standardised procedures and improving management capability. Without clarity, existing issues may persist, resulting in inconsistent practices, employee dissatisfaction, and potentially higher turnover. The CIPD (2025) highlights that effective communication should start with the intended outcome, ensuring messages are designed to influence what the audience thinks, feels, and does.

Confidence enables me to convey authority and demonstrate the tangible benefits of change, as well as the potential consequences if ignored. It reassures managers that HR advice is reliable, professional, and aligned with the company’s interests. This is particularly important when managers may resist change, as confidence helps overcome hesitation and encourage support. CIPD (n.d.) emphasises that professional courage and confidence are essential when addressing resistance to change.

Being a “firm voice” is integral to my role. Failing to communicate effectively risks losing credibility and influence, undermining authority, and limiting the implementation of people strategies. For Nexxobyte, ineffective communication could allow inconsistent management practices to persist, contributing to high turnover, low engagement, and slowed organisational growth. Resistance to change would continue among managers, limiting leadership development, productivity, and the company’s long-term success.


Q4 . During a conversation with the two administration staff, you learn more about some of the problems there have been at Nexxobyte. Some of these involved unethical behaviour (one manager regularly approving attendance at expensive training events and conferences for his ‘favourite’ team members, whilst consistently refusing similar requests from others) and even some illegal activity (a former employee using Nexxobyte work time and equipment to operate his own separate business).

Explain how, if you had been at Nexxobyte and aware of these two situations when they existed, you would have approached and raised them (AC 1.4)


The first situation is clearly unfair and unethical. According to the CIPD’s Code of Conduct and Ethics (2023), ethical practice is a core behaviour for people professionals, emphasising integrity, fairness, and personal responsibility. Preferential treatment undermines fairness and trust, leaving employees denied the same opportunities feeling undervalued. This can harm morale, engagement, and productivity, and may contribute to higher turnover, which negatively affects organisational performance. 

To address the situation, my first step would be to gather evidence, including reviewing training requests, noting approvals and denials, and identifying explanations provided by the manager. Confidential interviews with managers and staff would help corroborate the evidence and provide context. This aligns with evidence-based HR practice, where decisions are informed by verifiable information rather than opinion (Taylor and Woodhams, 2022).

Next, I would assess the evidence against existing policies and legal obligations, such as the Equality Act 2010, which requires fair and non-discriminatory treatment. This determines whether the manager’s actions were not only unethical but potentially unlawful. If merit-based criteria were ignored, I would raise concerns with leadership, presenting evidence clearly and objectively, without personal criticism. This approach reflects CIPD guidance on presenting senior management with credible, evidence-backed communication to then decide on appropriate disciplinary measures (CIPD, 2024). 

Finally, I would propose preventative measures to avoid recurrence. This could involve reviewing and updating policies to close gaps, providing training for managers on fair decision-making, and implementing transparent, monitored approval system for training requests. This structured approach supports a fairer organisational culture, protecting trust and engagement while reducing future risks.

The second situation constitutes illegal activity. The ACAS Code of Practice of Disciplinary and Grievance Procedure (2015) emphasise the right to a fair and thorough investigation and provides guidance on identifying and handling instances of gross misconduct. I would follow a similar evidence-gathering approach, as in the previous example, reviewing IT usage, emails, and work records to verify any misconduct. I would then review company policies and relevant legislation, such as employment law and data protection requirements, to determine the legal implications. Following ACAS (2025) guidance, if suspected criminal activity is identified, it may be necessary to notify the police, who would then decide whether to pursue criminal proceedings. Additionally, I would escalate the matter to the directors immediately, highlighting the legal severity and potential risks for the organisation, including reputational damage, financial loss, and regulatory penalties. 

In both cases, confidentiality, objectivity, and documentation are critical. Acting promptly and transparently demonstrates the role of a people professional in upholding ethical and legal standards, protecting employees and the organisation. By combining evidence-based assessment, professional communication, and preventative recommendations, I would help Nexxobyte maintain integrity, fairness, and compliance, strengthening organisational culture and reducing future risks.

Q5. You are pleased that your presentation at the manager’s meeting (see Q1) was well received. However, one manager has since commented in the Manager Chat group, “We don’t really need to change anything - the company is doing well financially and anyway people work much harder when they are not protected by a load of feel-good policies and procedures.” You want to respond to this comment in a professional and informative way which may help to change these views. 

With reference to research or theory, argue the human and business benefits of people feeling included, valued, and fairly treated at work. (AC 2.1) 



Whilst the business is currently financially successful, its long-term sustainability depends on consistent and fair management practices. A manager, Aisha, has identified lack of standard procedures and differing management approaches across teams, resulting in employee complaints and loss of valuable staff, highlighting a need for change. 

If senior managers do not align on the need for change, inconsistency will continue to be reinforced from the top down. CIPD (2016) emphasises that alignment of core values at senior levels is essential for creating a healthy organisational culture. Without this, varying expectations and unequal treatment can emerge, undermining trust, performance, and ultimately profitability. Ultimately, this will affect the profitability of the company and create a toxic work culture. 

Employees need to feel included and valued for psychological safety. Amy Edmondson’s Psychological Safety Theory (1999) suggests that when an individual feels safe in a team, they are more likely to speak up, share ideas, and admit mistakes without fear of negative consequences. Edmondson’s theory suggests management should model openness, encourage dialogue and acknowledge all contributions to build trust and confidence. The culture of open communication enhances team learning, innovation and problem solving. This in turn increases employee engagement, retention and well-being.

At Nexxobyte, inconsistent management may create fear of criticism or unfair treatment, discouraging communication and innovation. This can lead to repeated issues, reduced collaboration, and lower quality outputs, ultimately impacting customer satisfaction and organisational reputation.

Secondly, employees need to feel they are treated fairly, or distrust and disengagement can occur. Equity Theory (Adams, 1965) explains that employees evaluate fairness by comparing their input–output ratio to others. Perceived inequity can lead to disengagement, reduced effort, or turnover. At Nexxobyte, inconsistent practices have already contributed to complaints and staff loss, which is particularly damaging in a small organisation where skilled employees are critical. This can result in increased recruitment costs, loss of organisational knowledge, and reduced morale and productivity.

Herzberg’s Motivation–Hygiene Theory (1968) suggests that recognition, achievement, and development opportunities are key motivators that enhance job satisfaction and performance. Hygiene factors such as salary and working conditions prevent dissatisfaction, but do not drive motivation. Motivators are linked to the nature of the work and personal growth, meaning employees who feel valued and fairly rewarded are more likely to be engaged and exceed expectations.

At Nexxobyte, inconsistent access to development and unclear expectations may reduce motivation and engagement. Ensuring fair opportunities and structured development can improve productivity, quality of work, and organisational commitment.

In conclusion, Nexxobyte’s future success depends on addressing management inconsistency and embedding fair, structured practices. Psychological safety supports innovation, equity builds trust, and motivation drives performance. By aligning leadership, standardising processes, and ensuring fairness, Nexxobyte can strengthen its culture, retain talent, and achieve sustainable growth.

Q6. Following several of the complaints about unfair practice in relation to staff training, Aisha has asked you to devise a fair Staff Learning & Development Policy, which will include all staff members and will set out factors such as: allowable paid time for development activities, individual training budgets, type of learning activities that can be included, etc.   

Discuss the steps you will take
· to make your design of the initiative fair and inclusive 
· to check, after three months of implementation, that the initiative is as inclusive as you have intended. 

NOTE: there is no need to devise a policy here, only to discuss how you will design it to be inclusive and how you will check inclusivity after three months.  


Given the complaints regarding unequal access to training opportunities, it is essential that Nexxobyte implements a fair and inclusive Staff Learning and Development (L&D) policy. The primary cause of inequality appears to be limited managerial experience, inconsistent management styles, and a lack of standardised procedures. A consistent, organisation-wide approach is required to ensure equality of opportunity and address perceptions of unfair treatment.

Inclusivity ensures all employees have access to development opportunities. A clear, organisation-wide policy reduces bias caused by managerial discretion. Social Exchange Theory (Ahmad et al, 2023) suggests that perceived fairness and support increases motivation, loyalty, and discretionary effort. Conversely, perceived unfairness can lead to disengagement, reduced productivity, and higher turnover. Inclusive L&D practices will build workforce capability while reinforcing trust and fairness.

To design the initiative inclusively, it is important to consider the views of all staff groups. Qi, Xu and Liu (2023) found that inclusive leadership encourages employee voice. Different teams will have different development needs, and without consultation there is a risk that certain roles or teams are favoured. 

Employee views can be gathered through staff surveys, focus groups, and one-to-one discussions. These methods help identify barriers such as workload pressures, limited time, inconsistent managerial approval, and unclear training options. Understanding these concerns ensures the policy initiative directly addresses complaints. The CIPD Profession Map highlights the importance of evidence-based decision-making, using people analytics to support a clearer understanding of workforce needs.

Once feedback has been analysed, the initiative should be designed with clear guidelines. This includes defining paid development time, individual training budgets, and eligible learning activities. Clear guidance is particularly important at Nexxobyte due to limited managerial experience, as poorly defined policies can lead to continued inconsistency and perceived unfairness. For example, the initiative may specify a minimum entitlement to development activity per quarter, improving consistency. Managers should also receive guidance to support fair application. Colquitt et al (2001) emphasises the importance of procedural fairness perceptions. They explain that processes need to be controlled and consistent, promoting employee sensitivity and providing an adequate explanation of the process to everyone.

While consistency is essential, flexibility must be built into the initiative to ensure inclusivity. Equality of opportunity does not require identical treatment, as circumstances differ. Allowing flexibility within a clear framework ensures development remains relevant and accessible without undermining fairness. The policy must also be widely communicated so all staff, including new starters, are aware of their entitlements.

After three months, the effectiveness and inclusivity of the initiative should be reviewed. Employee surveys or focus groups can assess perceptions of fairness, access, and managerial support. Quantitative data such as training participation rates, budget usage, and the number of training-related complaints should also be monitored across teams. This aligns with CIPD (2025) guidance, which emphasises that L&D teams should measure the impact, engagement, and outcomes of learning activities using a combination of evaluation methods and linking results to key performance indicators.  Consistent access and uptake would indicate the initiative is a success, while gaps would highlight areas for improvement.

[bookmark: _Hlk188451451]Q7. Using a combination of your own reflections and feedback from at least one other person, review your own behaviour against the six Associate-level standards for ‘Working inclusively’ in the CIPD Profession Map. https://www.cipd.org/uk/the-people-profession/the-profession-map/explore-the-profession-map/core-behaviours/working-inclusively/

Summarise your conclusions from this activity, along with a brief explanation of who you involved and how their feedback informed your review. (AC 2.3) 


Inclusivity – I try to understand colleagues as individuals, recognising that personal circumstances influence work. This supports stronger collaboration. My manager noted my genuine engagement in team meetings but suggested I could build relationships more quickly with new team members.

Valuing diversity – I treat everyone fairly and respectfully, regardless of background or role. My manager confirmed that I consistently create a positive impression with potential recruits. I could further develop my knowledge of inclusive practice to enhance effectiveness.

Building relationships – I have built meaningful connections within my team and with other teams, such as payroll, where close collaboration is essential. My manager noted this strengthens teamwork and shared outcomes.

Sharing knowledge
During the implementation of a new HR system, I shared knowledge with other team members to improve team practice. My manager also noted that I supported the colleague covering my role before maternity leave by allowing them to shadow me and gain experience.

Conflict resolution
I have limited direct experience but recognise the importance of addressing issues early. When colleagues were frustrated by management gaps, I encouraged constructive solutions. My manager noted that I work well with other teams, remaining calm and solution-focused to resolve issues promptly without assigning blame.

Psychological safety
I encourage open communication and support colleagues in addressing mistakes. In recruitment, errors such as DBS checks can have serious consequences, I approach issues sensitively and work collaboratively to resolve them. I also acknowledge my own mistakes and escalate when necessary. My manager noted that I help create an environment where colleagues feel safe to share and learn from errors, enabling prompt, collaborative resolution.

Q8. Research and identify two ways the people practitioner role (generalist or any specialist) is evolving. Summarise these two developments and the implications they have for your ongoing professional development.  (AC 3.1)
The CIPD recognises that the pace of technological change requires new systems and ways of working. Research reported by Forbes (2025) states that one in six UK organisations use at least one AI technology. 

I use AI to support advert writing while ensuring outputs remain accurate and aligned with organisational values. I have developed technical competence by supporting colleagues and contributing to testing updates within a new HR system, highlighting the need for digital confidence and adaptability.

Another development is the increased emphasis on wellbeing following COVID-19. The CIPD Health and Wellbeing at Work Report (2023) identifies mental health as the leading cause of long-term absence. The pandemic increased awareness of mental health challenges and blurred boundaries between home and work life, particularly within hybrid and remote working models. People professionals now design inclusive wellbeing strategies and balance hybrid working with organisational needs, improving retention, reducing absenteeism, and supporting sustainable performance.

I began my role shortly after the pandemic, when home working was still common but senior leaders wanted to increase office attendance. I helped develop strategies to encourage office working by promoting collaboration and team cohesion, including regular in-office team meetings, balancing employee wellbeing with organisational goals. The experience strengthened my communication, empathy and influencing skills.

Overall, the rise of technology and focus on wellbeing show that the people practitioner role is becoming more strategic, requiring both digital competence and strong interpersonal skills to support sustainable organisational performance.

Q9. With reference to your reflections and feedback at Q7, and your research at Q8, assess your current strengths, weaknesses and development areas in relation to people practice. (AC 3.2)

Reflecting on my behaviour in Q7 and feedback from my manager, I have identified several strengths and weaknesses in my current people practice.

One of my key strengths is sharing knowledge. I recognise that sharing expertise strengthens my own understanding. while supporting the wider team. As highlighted in Q8, technological change is increasingly important in people practice. When my organisation introduced a new HR system in 2023, I developed confidence in using it and shared my knowledge with colleagues to support their transition. I also learn from others, which improves team capability, accuracy, and efficiency. This demonstrates collaboration and a commitment to continuous improvement.

Another strength is building relationships. I make an effort to understand colleagues, enabling me to adapt my approach and work effectively with different individuals. However, feedback from Q7 highlighted that I can take time to build rapport with new team members, particularly in hybrid environments. This suggests a need to develop confidence in forming relationships more quickly. My Q8 research highlighted the importance of wellbeing and hybrid working, where initiatives such as team meetings and encouraging office attendance can strengthen relationships.

A further development area is conflict resolution. Although I have observed disciplinary processes, I lack practical experience. Developing confidence in managing difficult conversations will be important to improve my effectiveness as a people professional.

Q10. Following on from your self-assessments, identify two development activities you will undertake (or commence) in the next six months. Provide a brief explanation of the activities you have selected along with your reasons for choosing them. (AC 3.3)

The first development activity is actively engaging and building relationships with colleagues from the outset. My reflection highlighted that although I develop strong relationships, it can take time for me to build confidence when working with new people. Over the next six months, I will focus on initiating conversations earlier, participating more actively in meetings with new colleagues, and arranging opportunities to connect with team members across the organisation. This will help me build meaningful relationships more quickly and gain the benefits of collaboration, knowledge sharing and teamwork earlier in the process. Developing my confidence in this area will support stronger working relationships and enable me to work more effectively with others in my role.

The second development activity is gaining more experience in conflict resolution and employee relations. My reflection and feedback identified that I have had limited direct experience in this area. To develop this skill, I plan to continue shadowing colleagues in different areas of the people practice team, particularly during employee relations cases such as investigations or disciplinaries. This will allow me to observe how experienced practitioners manage conflict, communicate effectively and reach fair outcomes. Developing this skill will help me feel more confident supporting managers and resolving workplace issues in the future.
























Q11.
Record Name: CIPD Level 5
Date:01/04/2025
Profession Map Area: Learning and development
Type of Learning Experience: Attended/completed a course

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 undertaking my CIPD Level 5. As part of this course, I have been researching and completing assignments across a range of people practice topics. This has required me to locate, review and apply relevant information from a variety of sources. The qualification has encouraged me to apply what I learn to workplace scenarios and reflect on how this knowledge can be used within my role and the wider organisation. 

2. What did you learn from this experience? 
Through completing my CIPD Level 5 qualification, I have developed a deeper understanding of people practice and the role it plays within an organisation. One of the key things I have learned is how to effectively locate, review and evaluate different sources of information. This has improved my ability to assess the reliability and relevance of information before applying it to assignments or workplace situations.
Furthermore, the course has also helped me develop stronger research and analytical skills. I have learned how to apply theories and frameworks to real workplace scenarios, which has improved my understanding of how HR practices can influence employee engagement, organisational culture and performance. In particular, the evidence-based practice module has strengthened my ability to make informed decisions in work by considering data, research and professional insight rather than relying purely on assumptions.
Another important learning point is that people practice extends far beyond my current job responsibilities. The qualification covers a wide range of topics, many of which sit outside my current role, but which are important for future career progression within HR. For example, learning about different HR theories and approaches has broadened my knowledge of how organisations can effectively manage people and support both employee wellbeing and organisational objectives.

3. How does this change the way you'll work in the future?(Suggest 180-220 words)
Undertaking my CIPD Level 5 qualification has changed the way I approach learning and decision making in my role. In the future, I will be more likely to use evidence-based thinking when reviewing workplace situations or considering potential solutions. Rather than relying solely on previous experience or assumptions, I will focus on researching relevant information, analysing different perspectives and applying appropriate HR frameworks before reaching conclusions. I believe it will allow me to explore a wider range of solutions.
The course has also encouraged me to think more broadly about people practice and how my work contributes to the wider organisation. I now have a better understanding of how different HR functions connect together and support organisational objectives. This means that I will aim to consider the wider impact of decisions on employees, organisational culture and long-term outcomes.
In my current role, I have already begun applying some of these skills by researching information to support decisions and considering how HR practices can be applied to real workplace scenarios. For example, when reviewing workplace issues or policies, I now try to look at best practice guidance and CIPD resources to inform my thinking.
Moving forward, I will continue to apply the knowledge and skills I gain from the qualification to support my development and improve the way I contribute within my organisation.

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)? 
Completing my CIPD Level 5 qualification will allow me to continue developing my knowledge and skills within people practice so that I can contribute more effectively within my organisation. I work within a local authority, and strengthening my professional capability will enable me to support better HR practices that benefit both employees and the wider organisation, in turn supporting the local community.
By applying the knowledge gained through the course, I hope to contribute to improving workplace practices and supporting a positive working environment. This can help strengthen the reputation of the local council as a good place to work, which may encourage more people to consider working within the organisation and supporting the local community.
Continuing my professional development will also help me progress in my HR career. By broadening my knowledge and experience, I aim to develop further within the profession and contribute positively to my organisation and the communities it serves.


Record Name: Reviewed Organisational Policies
Date: 17/03/2026
Profession Map Area: Organisation development and design
Type of Learning Experience: Something I'm doing/I've done at work

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 reviewing organisational policies and procedures within my role in a local authority. In particular, my team reviewed the safer recruitment policy to assess whether it was still relevant, compliant and being applied consistently across the organisation. This involved identifying gaps between the policy and current practice, especially following changes to recruitment systems, and considering how it compared to expected standards.

2. What did you learn from this experience? 
Through reviewing the safer recruitment policy, I developed a stronger understanding of the importance of keeping policies up to date and aligned with both legislation and organisational practices. I learned that policies can quickly become outdated, particularly when systems or processes change, and that regular review is essential to maintain compliance.
In this case, I identified that the safer recruitment policy was a few years old and was not fully aligned with the organisation’s updated recruitment system. This created a risk of non-compliance, as the documented process did not accurately reflect current practice. I also recognised that, over time, adherence to the policy had become more relaxed across different departments, leading to inconsistencies in how it was applied.
Working collaboratively with colleagues, we reviewed and updated the policy to ensure it was accurate, compliant and clearly communicated. This experience helped me understand the importance of consistency and accountability in applying policies, particularly in areas such as safer recruitment where there are significant legal and safeguarding responsibilities. 
Overall, I developed my ability to critically evaluate policies, identify gaps and contribute to improvements that support both compliance and effective people practice.

3. How does this change the way you'll work in the future?
This experience has changed the way I approach policies and procedures in the workplace. In the future, I will be more proactive in identifying when policies may need reviewing, particularly following changes to systems, processes or legislation. I have learned that even small changes within an organisation can have a significant impact on whether policies remain accurate and effective.
I will also place greater emphasis on ensuring that policies are not only up to date, but also consistently applied across all departments. The experience highlighted how inconsistencies can develop overtime if policies are not regularly reinforced or monitored. Moving forward, I will be more confident in questioning practices and raising concerns where there may be a risk of non-compliance.
Additionally, I will adopt a more evidence-based approach by reviewing policies against current guidance and best practice. For example, I would consider comparing policies with those used in other local authorities to identify improvements and ensure alignment with sector standards.
This experience has increased my confidence in contributing to policy discussions and has encouraged me to take a more active role in supporting continuous improvement within my organisation.

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)? 
Following this experience, I will continue to support the ongoing review and improvement of policies within the organisation to ensure they remain up to date and effective. I will also encourage greater awareness and understanding of policies across departments to help ensure they are applied consistently.
Going forward, I would like to compare safer recruitment practices with other local authorities to identify best practice and further strengthen our approach. Sharing learning and improvements with colleagues will help promote consistency and compliance across the organisation.
By contributing to stronger and more effective policies, I can help support safer recruitment practices, protect the organisation from risk and promote a positive reputation as a responsible employer within the local community.
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