Brogan Ellis 	Professional Behaviours and Valuing People 	
Q1. Aisha has asked you to make a short presentation at the first management meeting explaining, ‘what it means to be a people professional and some of the ways you can contribute at nexxobyte’. 
Within my presentation, I would ensure I have included the below; 
· What is the purpose of a people professional? 
· What does it involve?
· What is the value?
The (CIPD, 2025) highlight that the purpose of a people professional is to “to help shape good work and good working lives within organisations”.
The CIPD also outlines the ‘Profession Map’ is a benchmark used to encourage professionals to make better decisions, act with confidence, and drive change effectively. (CIPD, 2025)
The profession Map, discusses some basic knowledge and understanding, the CIPD say, is needed to practice professionally, topics include; 
· Understanding people practices
· Law and regulation
· And performance management and Wellbeing
As with everything though, the CIPD does not expect professionals to be experts in all of these areas, but rather, provides guidance, as to what information professionals should know, depending on what level they are operating at. 
The Profession Map also consists of eight core behaviours, which the CIPD says, they expect practitioners to able to demonstrate whilst practicing, some of these include; 
· Professional courage
· Working inclusively and 
· A passion for learning
Embodying these behaviours, demonstrates an individual’s ability to act with integrity, apply the core values and build trust within organisations. 
Finally, the profession map outlines the specialist knowledge needed, to create a more inclusive, transparent and engaging workforce. Examples include; 
· Organisational development and design 
· Reward, Restructure and people analytics. 
Finally, the (CIPD, 2025) say there are six key benefits of having people professionals; These are; 
· They bring a people perspective to the decision-making process and align the people practices with the organisation. 
· They focus on the holistic development of employees, engagement and employee satisfaction.
· They can support businesses to manage organisational change, by communicating clearly and assessing readiness. 
· They ensure the workforce has the necessary skills to help individuals in reaching their goals. 
· They foster a culture of trust, wellbeing and development. 
· They champion fairness, integrity and ethical decision making. 

To conclude, I would provide an overview as to what the main challenges are within Nexxobyte, and explain how I can actively overcome these. 
Challenges include;
1. A lack of current standard policies and procedures, meaning decision making is inconsistent. 
2. A lack of current management capability, hindering support received by employees.
3.  Some Managers operating independently, cultivating an environment of unfairness.   
To combat this, I would utilise my current knowledge and understanding of employment law and what is deemed to be ‘good people practice’ in order to develop some robust policies and procedures, promoting consistency throughout the business. Secondly, I would embody the core behaviour,’ a passion for learning’ to develop an in-depth management programme, which will be rolled ensuring managers have the right skills and knowledge they need to manage their teams effectively. Finally, I would ensure I utilise my expert knowledge of ‘reward and performance’ to educate business partners as to what ‘good looks like’, so they can create a behavioural framework, which Managers can instil, ensuring employees are being treated fairly. 
Q2. Discuss two of you’re personal or ethical values that you believe will help you in your new role and how consistently applying these will inform your people practice at Nexxobyte.  
The (CIPD, 2024) state that our ethical principles are the moral compasses we live by. Embodying these, can ensure that all the decisions we make are ethical. 
My values are, 
Integrity. I truly believe this, as I always try to do the right thing. This shows up for me in a number of ways both personally and professionally. For example, whilst at work, I try to avoid having a conflict of interest, as I try to avoid being swayed by other people’s opinions. I also follow policies and procedures rigidly, so that I can demonstrate my decision making has been based off competent framework. I also approach situations consistently, if I have set a standard, then I adhere to this, this is to demonstrate fairness to all.  
Respect. This is fairly similar to integrity; in the fact that I treat others with integrity. In all scenarios, I always try my best to understand where others are coming from. Studying religion in college has taught me to always be respectful of others. No matter their backgrounds, religious beliefs or characteristics. In fact, my previous learning has taught me that collaborating with people from different backgrounds can add great value to business’s. I demonstrate this respect by actively listening, acknowledging others’ opinions and never pre-judging situations. 
Perry (2023) explains that there are eight benefits to upholding ethical values, these are; 
· It contributes to better decision making. 
· It builds a better sense of community. 
· It can bring confidence to the organisation. 
· It ensures the right decisions are being made. 
· It can better ensure work is being completed and the right examples are being set
· It creates trust within organisations
· It sets the right tone, and encourages people to act with moral compass  
· It can increase’s employee retention
· It ensures the business is always acting with purpose and meaning 
My two ethical values will serve me well at Nexxobyte. As upholding integrity, will mean that any policies and procedures I set out to create will be done so, in line with what is best for both employees and employers. In addition, my respect value will ensure that I don’t miss any considerations outlined within the Equality Act, 2010 (ACAS, 2025) or indeed local labour laws, (GOV, 2024). This protects both the business, and its employees. Furthermore, when listening to grievances, as we know there bound to be many within Nexxobyte, my integrity value will allow me to take a back seat approach, consider all viewpoints, and meditate effectively. Upholding my sense of integrity will also board me well, when trying to develop effective working relationships, as ‘doing what you say you will do’, builds trust within organisations and enables businesses to buy into the changes you are trying to make. My respect value will also support this, ensuring that any changes I make, are done so with flexibility, taking into account individual circumstance. 
Q3. Explain why it is important to communicate with the management team in an informed, clear and confident way. And two potential consequences (one for you, and one for nexxobyte) if you are unable to do so. 
The CIPD provides the following factsheet (CIPD, 2024) which clearly outlines why it’s important for business’s to effectively communicate with its employees. I have used it general context and adapted it slightly, to meet the needs of this question.
The factsheet explained, that informed clear and confident communication is an essential part of a professional person’s role, as it enables employees to stay connected with the workplace, understand their organisations’ purpose and strategy, identify with its values, and develop a sense of belonging. 
I feel this is also true, when communicating with the management team. Ultimately, we know changes need to be made within nexxobyte, and therefore this will only happen if the management team are onboard. This happens when facilitators open up a two-way form of communication, an opportunity to clarity misunderstanding, ask appropriate questions, raise concerns, and encourage engagement. 
(Morrison, 2025) says, that when communication fails to land, this creates a rippling effect. Often leaving employees feeling confused, discouraged and distressed. This can, in turn, erode the very culture the company stives to create. This is why it’s important for me, as the ‘firm voice’ of Nexxobyte, to ensure I communicate in an informed, clear and confident way. 
One of the potential consequences of getting this wrong, could be that I decrease the workforce productivity levels. What I mean by that is, if the management team do not fully understand their roles, the tasks they have been given or the business objectives, then they could become confused. This could lead to duplication of work; errors being made and a lot of time wasted.  One of Nexxobyte’s existing challenges is some of the management teams are operating independently, and therefore any unclear communication relayed could exasperate this. 
A potential consequence of this, could be that I lose engagement. If the management team feel uninformed, underheard or undervalued, it may mean they become disengaged and unmotivated. This will make any changes I try and implement, harder to roll out, as they will not have faith in me, the process or what I am trying to achieve. Its therefore really important that I am effective with my communication, by always asking for feedback regularly, in order to improve where possible. 
Q4. Explain how, if you had been at nexxobyte, and aware of these two situations when they existed, you would have approached and raised them. 
In order tackle situation one, my first thoughts would be to speak to the Manager. This would provide them with an opportunity to tell me exactly what’s happened. During this time, I would also try to obtain the facts, their mindset at the time, and whether they thought there has been any wrongdoing. I would also gather the data. How much time had this Manager been approving? Who were they approving this for? Is it always the same people? Are there any conflicts of interests? This will then show me whether the data corresponds to what the Manager is telling me. I would then proceed to have open discussion with the other people involved. Both those who have been declined these opportunities, and those who have been accepted. This will provide me with a holistic view as to what’s happened. 
Once all the information has been gathered. I would then have a conversation with the Company partners, and ask them how they would like me to proceed. Depending on the severity of the scenario, I could be deal with this in two different ways, either by issuing an informal or formal warning letter, or worst-case scenario, we could proceed to disciplinary. Regardless of the outcome, I would always try to ensure I followed ACAS’s guidelines (ACAS, 2025) in relation to how to deal with a disciplinary scenario. This will ensure I am protecting the employee and the business.
To deal with scenario two, I would also need to fact find. The difference however, would be, the legality of the situation. Therefore, the method I choose to deal with this matter would need to be more severe.  
Firstly, I would need to speak to the individual concerned in formal setting, sighting a potential gross misconduct situation. I would also need to try and establish all the facts. How long has this been going on for? How much equipment has been being used? What company hours have been lost? And is the individual aware this is deemed as fraud? 
Once the facts have been established, I can then discuss with the company partners, as to how they wish to proceed. The outcome of this matter however, could be dealt with in a number of ways. For example, disciplinary outcomes are; no sanction, an unlikely outcome here, looking at the situation face value. Final written warning, or dismissal. Again, regardless of the outcome, I would ensure I follow the ACAS guidelines as to how to deal with a gross misconduct situation. (ACAS, 2025) Finally, we may have to reach out to some external bodies following the disciplinary, to notify them of this potential fraud. Examples include the police and/or the national fraud register. 
Q5. With refence to research or theory, argue the human and business benefits of people feeling included, valued, and fairly treated at work. 
Kitterman (2024) Shares his thoughts, on the latest ‘The Great Places to Work Survey’ results and suggests that companies who show fairness in the workplace have a profound impact on both employee wellbeing and business success. He also mentions, that of the 242.000 people who completed the survey, the majority agree that fairness, is one of the top drivers for employees giving extra effort within their roles.  Kitterman goes on to say, the research also explains, that in the absence of fairness, businesses can suffer, as employees who experience fairness in the workplace are more likely to produce better results. 
Butler-Sims (2024) Researches inclusion and outlines “it’s imperative to show your workforce that true inclusion is about a ‘one human being experience’, irrespective of race, gender, ethnicity, and/ or other identifiers”. He outlines, that organisations can expect to see four main successes when inclusion is implemented. These are; 
1. The business is more likely to attract and retain top talent 
2. Employee engagement and satisfaction is improved
3. innovation and creativity are increased 
4. Decision making is enhanced
(Gallup, 2025) however, suggest that creating value within an organisation can only be achieved by implementing the following key processes. 
· A strategic recognition model,
· A system whereby meaningful feedback can be provided,
· And good people practice’s whereby support can be offered, to both employees and the management team, promoting good mental health and wellbeing. 
By doing this, Gallup outline, that employee’s will feel more engaged in the workplace, as focusing on recognition programmes, and providing positive/constructive feedback, will make employees feel their performance is being truly recognised. Also, workplace culture is far better, as employees feel the company is investing time into cultivating inclusivity, collaboration and mutual level of trust. 
Q6. Discuss the steps you would take to make you’re design of this initiative, inclusive and fair. And discuss how you would check, after three months of implementation, the initiative is as inclusive as you have intended. 
In order to ensure my initiative was inclusive and fair, I would start by gathering at much feedback as possible. Discussing business needs with a wide range of stakeholders. This is to ensure all opinions have been taken into account. 
I would also reach out to other professionals, from other businesses areas, ones who have been involved in creating policies such as this in the past. This will allow me to understand, how they ensured, inclusion and fairness was implemented, when creating their own policies. This will provide me with a standardised benchmark to compare my thought processes, ensuring I consider consistency across business. 
Furthermore, I would encourage working groups to be created.  As this will ensure I am consistently able to receive feedback. Groups will be specifically based on ensuring equity, equality, diversity and inclusion. 
Finally, I would conduct an equality impact assessment, as suggested by (GOV, 2024), as this will allow me to understand how any policies I create, may impact the different types of demographics within Nexxobyte. 
Following this implementation, I would construct a survey, specifically aiming to obtain feedback from the intended audience as whether they feel the policy is: A – continuing to meet the agreed objectives. B – continuing embody inclusivity and fairness. And C – whether we could be doing anything better in order to achieve this. This will provide me with a more holistic view, as to what I am doing well, and what i could be doing better. 
I would also hold small face to face feedback sessions. This is to ensure I have captured as much feedback from a verity of people as possible. This is another layer of protection for me, as I know some employees may not want to engage with the survey.  This will act like a secondary form of feedback, allowing people the opportunity to be more relaxed and more genuine with their feedback.
Finally, I would review what the data says. Has engagement with the policy dropped off? Are people unhappy with the process being implemented? This might provide me with a clear indication as to whether I have ensured inclusivity and fairness have been implemented.























Q7. Using a combination of your own reflections and feedback from at least one other person, review your behaviour against the six associate level standards for ‘working inclusively’ in the CIPD Profession Map. 
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Above, I have attached my Head of Operations feedback. I have also made my won comments below. 
Andrew mentions, that my main strength is being able to break down barriers and be inclusive. I have always been good at this, but a skill I have had to develop over time. He also mentions that I listen before I speak. This hasn’t always been the case and I have learned that when you don’t listen, it can impact working relationships and makes people feel unheard. I agree that sticking to what I know is unhelpful, and I could be more resourceful when obtaining feedback. Contradictory to Andrew’s comments, I do struggle to build relationships. This is down to my introverted nature. This is also a reason as to why i struggle to collaborate. I do also agree, with ‘struggling to let go of the rains. I take pride in my work and dislike when others do not. Sharing knowledge is a passion of mine, and find it rewarding when I am able to teach others something new. I don’t like conflict; however, I am good at dampening fires. I know how things can fester and try my best to encourage others s to resolve matters quickly. Finally, I do feel confident in my ability to support others, but I do struggle with this myself, as I feel if I admit my mistakes, this is a poor reflection on my own performance. 
Overall, I feel I do meet a number of behaviours expected, however, I do have a lot of development areas. My plan is to discuss this with my manager and create a development plan, to better my overall performance. 
Q8. Research and identify two ways the people practitioner role is evolving, and what are the implications 
The CIPD outline, that within the 2023 ‘people profession’ survey report (CIPD,2023) 42% of people professionals believe that their role is changing due to technology. 
(HR Executive, 2025) Expands on this and explaining that by integrating technology into the HR role, is better preparing businesses for streamlining policies and boosting productivity. 
The (CIPD, 2020) However, argue that technology is negatively dehumanising processes, creating increased data privacy and security risks and increasing workplace burnout. 
The implications of this changing, doesn’t affect me, as I am confident in my ability to use digital tools. I do however, see how this could negatively impact someone with no IT skills. In addition, I worry. That if artificial intelligence is unable to change its algorithms to think sympathetically, there is a risk this can negatively impact organisational relationships and employee trust.
(Be Pro Development, 2024) Suggest that HR focuses are now changing from promoting better collaboration, to prioritising hybrid working. 
Cope, A and Netherton, H (2020) Says that this causes problems, as it makes it more difficult for HR representatives to communicate effectively. 
I have experienced this first hand, and have since found ways to overcome this. As an example, meeting with people in an environment they are comfortable in, external to both the office and home. I find face to face communication works best, which is why i try to encourage this. 
Q9. With reference to your reflections and feedback at Q7 and research at Q8, assess your current strengths and weaknesses and development areas in relation to people practice. 
Upon reflection, I think it’s fair to say my core strength is my ability to break down barriers and build effective working relationships. This services me well when trying to implement changes effectively, as people tend to trust in the decisions I make.  
I feel conflict resolution is also a strength of mine, as over time, I have learned how to tackle disputes effectively. This benefits me, as I can transfer this skill to other areas, such as to resolve grievances easily and quickly.  
My weaknesses however, are my inability to delegate tasks, and reluctancy to collaborate with others. This has always been a struggle of mine and formed a part of my development plans for as long as I can remember.  Unfortunately, the pride I take in my work can sometimes overrule what I know I should be doing and therefore I know this a core development of mine.  Bettering this will allow me to learn from others and strengthen my overall associate abilities and behaviours. 
This is my I have selected these two areas as the areas to develop. I could achieve this by collaborating with other professionals on projects I am not so familiar with, which will encourage me to reach out in order to obtain their knowledge. I also know, that in order to achieve said projects, I will need collaborate with others. ‘Killing two birds with one stone’. 
Q10. Following on from your self-assessment, identify two development activities you will undertake or commence in the next six months  
The first objective I want to achieve, is to attend a project management course that covers the importance of delegation. (Bitesize Learning, 2025) offers this. This course is appealing, as it covers a range of delegation styles, the value of good delegation, the risks of getting it wrong. I feel obtaining this knowledge, will empower me to overcome my fear of delegation and encourage me to develop this skill. The course is also easily accessible as it’s an online course, therefore allowing me to achieve my objective quickly. 
Secondly, I would like to reach out to the HR department and ask them what objectives their looking to achieve this quarter. Depending on their responses, I can then offer my support. This would ensure I feel duty bound to attend pre-arranged meetings, and override my uncomfortableness to work with others.  I know this is the best way to achieve this objective for me, because responsibility overrides my ability to shy away. This objective also allows me to learn from others, obtain and retain new HR knowledge, and promote peer to peer networking. 
Q11. Shifting you’re focus to development activities you have already undertaken within the last two years, reflect on the two activities, (formal or informal) that you consider had a great impact on you’re behaviour and performance. 
Below are the two reflection activities I have completed using the ‘My CIPD Record’ tool. 
Record Name: Team Leader Development Programme
Date: 13/01/2025
Profession Map Area: Employee relations
Type of Learning Experience: Reflection from a course activity
1. What is the learning experience you're reflecting on? (eg, researching a topic, work you've recently done, an event you attended, a podcast you've listened to)
I completed a Team Leader Development Programme as part of my current role back in January of this year. This was three-part course, whereby I had to attend workshops and working groups in Gloucester with other team leaders in order to share best practice. 
2. What did you learn from this experience? (Suggest 180-220 words)
From this experience, I was provided an opportunity to refresh some of my skills I had previously learned, in relation to utilising HR polices and processes, in addition to reflecting on what good management practice looks like. The main learning, I took from this is that all people professionals carry out their roles in different ways, and there is definitely power in diversity. This course helped me to understand how I could manage situations differently, and allowed me to reflect on my own performance and gage how I could have done better, by obtaining feedback from others. 
3. How does this change the way you'll work in the future? (Suggest 180-220 words)
This has helped me develop my CIPD behaviour, creating psychological safety, as I now think though the potential outcomes of my actions, prior to acting. This has encouraged others to trust in my decisions, and know that any changes made are done via an ethical thought process.  
4. What else have you done - or what will you do - for this learning experience to have a wider positive impact (eg, on others, your organisation, the profession, society)? (Suggest 100-150 words)
I have now become a Team Leader programme representative, which means that I attend all future programmes as an example as to what good looks like. This allows me to share best practice and ensure consistency in behaviour across the business.
Record Name: Applying for National Grid
Date: 01/08/2024
Profession Map Area: Change
Type of Learning Experience: Other
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 activity I am reflecting on here, is my intention to apply for a role that was completely out of my comfort zone. Although it was dressed up as a management role, it was within a sector I had no knowledge about. I therefore pushed to apply, as I knew I wanted to experience working within a different environment, experiencing a different working culture and brush shoulders with people who thought differently.  
2. What did you learn from this experience? (Suggest 180-220 words)
Historically, I have always been used to working within cooperate environments and National Grid is far from cooperate. It has very old-fashioned ways of working, prioritise’ s physical safety, and the general workforce is predominantly male. 
This role has massively changed my management style, as the standard techniques and skills I used to rely on  to performance manage and look after my team, have not worked here. For example, most of my team work out on site and therefore conducting face to face performance reviews and being able to identify when someone has had a bad day is more difficult. As a result, I now make it a priority to get out on site and mingle with my team on a weekly basis to overcome these barriers. This is a different way of working for me, as I have always been used to working from my desk. 
In addition, as I work with predominantly males, the 'fluffy' feedback I used to provide, has gone out the window. The general preference here, is that my team prefer direct feedback which has made me develop this skill quickly. 
3. How does this change the way you'll work in the future? (Suggest 180-220 words)
I feel this role has taught me that my management style and my way of working has to adapt depending to the working environment. Its taught me the importance of knowing your team, asking open questions and getting to know people on an individual level. 
4. What else have you done - or what will you do - for this learning experience to have a wider positive impact (eg, on others, your organisation, the profession, society)? (Suggest 100-150 words)
I aim to obtain feedback from my team within the next couple of weeks, by inviting them to complete a 360 review. This will ensure that the changes I have made have been impactful and will provide me with some development to continue to make a positive impact in the future.
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Associate  Head Of Operations Feedback 

Inclusivity 

Get to know 

people as 

individuals so 

you can work 

together more 

effectively 

One of Brogan's main strengths is breaking down barriers. I have personally witnessed her 

ability to tap into individuals strengths and weaknesses, and build on that in order to build 

effective working relationships. Brogan is also very good at maintaining healthy relationships, 

getting to know her team on an individual level, both personally and professionally. Brogan is 

also very quick to identify how teams can effectively collaborate, she is able to utilise 

skillsets to do this. This in its self cultivates an environment  of inclusivity and collaboration. I 

personally feel there is not much development Brogan needs in this area. 

Valuing diversity 

Actively seek and 

listen to diverse 

views and 

opinions 

Brogan is very keen to understand the thought process of others, she listens intently and then 

decides how she will respond. An effective skill to have. Brogan is also is a keen self 

developer, and is always trying to find ways to understand the view points of others. Her only 

area of development here, could be the way in which she collates her  feedback, generally 

she likes to hold team meetings or small discussion groups, but expanding her methods of 

feedback, such as creating survey's etc, could mean the feedback she receives is more 

effective. 

Building Relationships 

Build purposeful 

working 

relationships 

with and 

collaborate with 

wider colleagues 

As mentioned previously, Brogan is well versed in being able to collaborate with others. An 

improvement area however, could be, utilising her wider network to her advantage. I am yet 

to see Brogan reach out to other employees, outside her mainstream operation, to gain their 

thoughts and opinions. This may be down to her fear of having too many opinions or 

muddying her sense of direction. I do however feel this could benefit her, as building her 

network, will provide her with various forms of feedback,  strengthening her ability to make 

good judgments.  

Collaborative working 

This is Brogan's weakest area, she struggles to delegate and is very much independent when 

its comes to managing her own workload. We have discussed this area of development on 

multiple occasions, and this continues to be one of Brogan's main objectives to achieve 

within her action plan. Brogan needs to let go of the rains slightly, and although i get her 

worry, that working collaboratively working means other people are not able to meet her 

standards, but breaking this barrier will allow her to learn from the strengths from others.  

Sharing Knowledge 

Readily share 

your knowledge 

and experience 

with others to 

solve problems 

Brogan is very good at sharing her knowledge with others. This is derived from her helpful 

nature and her willing to want to do well. Brogan definitely has some specialist skills under 

her belt, and has helped me in some scenarios, especially HR related, to understand what a 

good outcome might look like. Brogan is also a very open and honest. This trait allows her to 

build relationships quickly. She is also keen to understand view points of others and 

therefore problem solving is no feat for her. 

Conflict Resolution 

Support others 

to resolve 

conflict and build 

trust before 

issues escalate 

One trait of Brogan's I do admire is that she has the strength to call out situations quickly, 

which ultimately means they do not fester. She encourages others to manage disputes 

between them and is effectively able to mediate.  I feel Brogan would benefit from attending 

a professional mediation qualification, as this will support her further when trying to develop 

her conflict resolution skills. 

Psychological Safety

Encourage 

others to 

recognise when 

they need help, 

to admit 

mistakes and 

share concerns 

and ideas 

One of Brogan's other main strengths is her ability to encourage others to reach out when 

they need support. She also very quick to offer support if it needed. She is great at building 

development plans, and working with others to achieve their goals. One of Brogans 

downfalls however, is she is very self critical and never feels she is doing a good enough job, i 

have personally seen her be too hard on herself at time, which means she is sometimes 

reluctant to come forward and admit her mistakes. We are working on this together, as i 

know this is something she  can overcome. 


