Q1. (AC 1.1) 

The Importance of a people practitioner is that they support and protect employees' working lives throughout their career lifecycle. (CIPD, 2024). This includes ensuring that the processes are fair for all employees. This is important as it ensures that the process is equal for all current and future employees. 

The value that people practitioners bring to a company by improving productivity and performance of employees, by implementation of Human Resources practices such as training, thorough recruitment practices, can increase non-financial productivity by up to 65%, Kavitha SR (2025). 
This is beneficial for Nexxobyte, as if the employees feel more productive, they will work harder and stay at the company.  
However, while there are benefits to having a people practitioner, there can be Negatives associated with it. These include that there may be reduced communication between staff and managers, as there can be more bureaucracy within a company (Negt and Haunschild, 2024). 

While there is no standardised body that regulates the people practice, such as the education council or the Law society, People practitioners can still be considered “professionals” as there are behaviours and principles that should be followed by People practitioners, these can be viewed in the CIPD’s Profession map CIPD, 2025). 
The CIPD profession map is a set of values that People Practitioners can use as a guide for their practice. 

By using the core Values of “principles-led”, CIPD (2025) means that People practitioners should also use their own moral compass, along with the company’s rules and policies, which can mean doing the right thing even when it can be personally uncomfortable.

 However, different people practitioners will understand what is right and what is wrong and so will have a different understanding of what is the best outcome, and so having guidance from a company is useful for people practitioners to do what is best for the company. 

The second core value is “Evidence-based” CIPD (2025), meaning that People practitioners use high-quality data, such as peer-reviewed journal articles, and data from companies, to support and defend decisions made by practitioners. 

The third value is “outcomes driven” CIPD (2025), ensuring that People practitioners can create meaningful changes for the company and its employees, focusing on the goals of the company, and therefore do meaningful work for stakeholders. 
While these core values are important to people practitioners, as there is no mandatory profession group to belong to, they still have value for practitioners to follow. 


Q2. (AC 1.2) 

The first of two important ethical values is fairness, as this is a core of practice and of life. For a people practitioner, this is key for both decision-making and the perspectives of employees of their People Management teams. 

According to Haines, Patient and Guerrero (2024), having a company that is fair for employees can help with the retention and commitment of staff. 
The Same study also found that Employees felt more satisfied in their work if they felt that they worked for a fair company. 


This suggests that being fair, through rewarding good work, and having effective disciplinary procedures. For Nexxobyte, this would include ensuring that standards and management practices are the same across the company. 

 Fairness is one of the most important values for people, and has roots in our evolution, as it has been seen within hunting packs, where food is distributed equally. (Thiago Junqueira Avelino-Silva, Trujillo e Chinedu Udeh-Momoh, 2023). 

Being a fair person is important as it means that there is personal integrity, as then, it means doing the right thing and knowing it in yourself, thus having a greater self-respect. Fairness can be used in Nexxobyte to ensure that Managers and Kit are promoting employees based on their abilities and not personal relationships. 

A second personal value that is important is Honesty. This is an important value both personally and professionally because it means that people can build stronger and deeper personal relationships, Vivekananda and Meenakshi (2024).  Honesty is also a key component for me, as it can also allow for there to be more understanding and thus can lead to longer and more stable relationships. 

 Honesty is also so important because it is a cornerstone of interpersonal relationships, as I know that I will have a better relationship with honest people, with whom I can be honest, and it feels like I can open and form a more solid friendship. 


Being Honest is also an important value within People Practice, as it has been researched by Jain and Dr Babita Prusty (2025) shows that if there is Honesty and openness within the company and employees’ engagement with the company, they have a better relationship with their managers and the company.  

Within Nexxobyte, introducing Honesty as a key component within People management will allow me, over time have less resistance to any changes that are introduced, though having an open dialogue and allowing for the support of Nexxobyte and the employees.  
 

Q3.(AC 1.3)

Ensuring that the communication style is clear and confident is essential in people practice. Research by Carter (2024) has suggested that having open and clear communication can improve the engagement of employees within their work, as they have a better understanding of what is being asked of them and what the expectations are of them. 

By having these clear expectations, the trust in the organisation increases, as staff are more confidant within their own knowledge and abilities, within the company and trust that the company will have the best interests of their employees. 

A key component of People Practice is effective communication skills. This is due to the nature of supporting managers and being able to support them in leading their teams. (Gomathy, 2018). 

The research by Gomathy also suggests that having clear and confident communication is important for people practitioners as it allows for feedback to be more constructive and supports the development of team members. 
This can be a beneficial motivation employee as it shows them that the company is supporting their developmental needs effectively.  

Gomthy (2018 also suggests that having clear communication is an effective way of resolving conflict amongst staff, as they feel like they are being respected in their views. For Nexxobyte, this would improve the consistency across the different teams, as having clear and consistent communication can resolve some of the problems with the inconsistency between teams. 

If Communication is poor, then according to the research of Dhanush et al. (2025), it can lead to misunderstandings, such as understanding what tasks need to be completed, thus causing a bottleneck in what work is being completed and to what standard. For Nexxobyte, this would mean that their output would decrease, resulting in an overall loss in production. 

The same study also suggested that misunderstandings within a company or specific teams can cause members of staff to become uncomfortable with the communication style of managers and colleagues. 

A second impact of poor or ill-informed communication is that there is a reduced level of transparency between managers and employees (Jerab, 2024). This can then lead to a higher level of anxiety amongst staff and so may cause a higher turnover in staff, which can then incur a large recruitment cost for Nexxobyte.  There would also be a detriment to the reputation of Nexxobytte amongst prospective employees if there is a higher turnover of staff.  


Q4.  (AC 1.4)

Had I been working within Nexxobyte at the time of the incidents, I would have used an evidence-based and ethical approach to understand what happened. This would include reviewing all evidence, such as the types of courses that were authorised, who was accepted or denied and any reasons for denials. 
Analysing patterns within the distribution of courses would show if any favouritism or unfairness had taken place.

 According to the CIPD (Lucy et al., 2023), unfair treatment and favouritism are common complaints from employees, and so the CIPD core values map (CIPD, 2025) highlights fairness as a key component for People practitioners. 
Next, I would check Nexobytte’s policies to understand the expectations of staff regarding equality and fairness.
Green (2017) for the CIPD suggests that inconsistencies in applying fairness can increase stress and dissatisfaction with their managers; thus, clear policy is essential.  

I would speak to all parties involved in the process to understand their perspectives and assess if the manager understands that what they have done is ethically wrong. Using the CIPD employee relations factsheet (CIPD,2024a) to guide through the process. 


After all the information has been collected, I would promote fairness by supporting the manager with policy compliance and creating standardised criteria for course selection, based on factors such as how cost-effective it is and relevance to their role. To ensure fairness across the company, I would introduce a central training tracking system.  

For the second situation, I also gather evidence, based on what was used and how it was used, if the business was being run during working hours and if any intellectual property from the company was used. By gaining evidence, the decision that I could make will reduce bias and protect Necxxobyte from unsubstantiated claims. ( Lucy et al., 2023).  Using policies such as the misconduct and conflict of interest would allow me to see what the official position of Nexxobyte is and use it to strengthen the case. 

Using the data collected would allow me to decide whether the actions were gross misconduct.
 If so, then the investigation would still need to go ahead to protect Nexxobyte. This would be useful as it will allow the company to mitigate any reputation risks to the company. From this, I would update polices, such as improving the IT monitoring services and make others aware to be transparent, without naming any involved, and avoid others making the same mistakes. 



Q5.  (AC 2.1) 

The human benefits of inclusion, value and fair treatment have proved to improve the emotional well-being and job satisfaction (CIPD, 2025a). The same CIPD factsheet also argues that being treated fairly can reduce stress amongst staff, especially those who are sensitive to injustice. This is useful for Nexxobyte, because if staff are content in their work, then their productivity can increase. 

If Nexxobyte makes its employees feel more respected and makes the company inclusive, then staff are more likely to be emotionally invested in the company.  According to the CIPD (2023), fairness is an important indicator of employee motivation and positive experience within the workplace. This will then meet a psychological need for belonging and self-esteem (Imboden,2024).

Having an inclusive and fair environment has also been shown to have a positive benefit, as it allows employees to feel emotionally safe. Feeling safe in the workplace allows employees to contribute positively to Nexxobyte as they make suggestions to their team leaders. (Mor Barak and Daya, 2014). 
The research also shows that they feel safe within a company can allow staff to challenge issues they are uncomfortable with. This is important as it improves the overall performance of the company.

Some of the business benefits of becoming a more inclusive business are increased productivity and staff performance. This is useful for Nexxobyte as being valued and treated fairly can lead to staff working more effectively. The CIPD has proved that if staff are treated fairly, then they are more committed to a company, leading to a boost in overall business performance. (CIPD, 2019). Having an engaged workforce means that employees work better both in teams and individually, and so overall the business will be more effective. 

The CIPD also suggests that employees who feel like they are respected and treated have a higher retention rate compared to companies. (CIPD, 2019).  If a company treats their employees unfairly or does not respect them, it is a major “push” factor for staff to move and find new employment. 

For Nexxobyte, this would incur significant recruitment costs if they could not retain staff and lower the risk of losing talented staff.

By being an inclusive company, Nexxobyte will have a more innovative workforce that works effectively together and a more diverse way of thinking. This can lead to an enhanced way of solving problems and contribute confidently to the company. CIPD (2024a)

 

[bookmark: _Hlk159579697]Q6. (AC 2.2) 

To combat the unfairness of the inconsistencies between managers, a policy would be introduced. The aim of the policy would be to make sure that there would be equal opportunities for professional development for all staff, no matter their position within Nexxobyte.

When designing the policy, it would be best to look at what evidence there is as to what the problems are, though looking at staff complaints, data on training records and participation in courses. 

When completing this, it would also be beneficial to hear staff opinions, through collecting data from surveys, connecting with any unions and focus groups of staff. According to the CIPD, stakeholders must have a voice when creating policy Hayden, 2024). The factsheet also suggests that the policy that is created is clear to all stakeholders. 

To ensure that all employees are protected, it would be necessary to conduct an Equality Impact Assessment.

 According to the CIPD (2024), these are important, as they can support finding any disadvantages to groups and mitigating them before they become an issue. 
Within the policy itself, it is important to set out ethical and legal rules to be followed simply (Taylor and Woodhams, 2022). 

The policy would outline available hours for paid learning and development opportunities and team budgeting guidelines. It would also be used to implement different forms of learning and development opportunities, such as online learning, in-person courses or self-paced learning. Managers will be given training on how to ensure that the policy is inclusive. 

After three months of implementation, it ensures that the policy is fair and effective; it would be beneficial to again gain staff insight through focus groups and anonymous comments. Using anonymous comments can support honesty as staff feel safer in giving feedback without repercussions. (Fleckney, Thompson and Vaz-Serra, 2024). 

To ensure that decisions reached are factual, it would be important to look at the data on participation in training before and after the policy was introduced. This would show if the new policy was successful or where there are areas that need development. 

Other quantitative data to consider would be how the allocated budget had been used and the uptake of opportunities. Using this data would also be useful in seeing which managers have embraced the new policy and those who have not; by doing this, it can be seen what managers may require further training. 

The final step would be to see if there has been a reduction in complaints, and if staff are feeling more supported and included, and what else can be improved, before a six-month review of the policy. 
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Q7. (AC 2.3) 
From the table below, my team’s reflections of my development and my own are somewhat similar; I am harsher on myself with my own reflections, as I wish to be constantly improving. I am somewhat of a perfectionist, and so when I believe I have made a mistake, I am very hard on myself.

  I included feedback from a team member who has been mentoring me in my apprenticeship, as they know me well enough to give constructive examples.

	Standards
	Team Reflections
	My Reflections 

	Inclusivity- Get to know people as individuals so you can work together more effectively
	Takes time to find out about people, shows interest in them and their background/lives.
	As part of my team, I have tried to understand others, so I can understand their boundaries and work around them and support where necessary. However, there is some anxiety as to whether it is appropriate to ask questions regarding personal lives. 

	Valuing diversity- Actively seek and listen to diverse views and opinions
	Asks for others’ points of view and values shows a broad general knowledge of cultures.
	As I am still learning, it is important that I can gain experience through asking questions, from different members of the team, as they have different areas of expertise, and so asking the right person for support is a key skill. 

	Building relationships- Build purposeful working relationships with and collaborate with wider colleagues
	Links with inclusivity, shares knowledge and understanding and works across Teams.
	I don’t have much confidence that I am able to give the best advice to recruiting managers now, but I will give advice if I know what they need; otherwise, I will send managers to team members who are able to answer their queries. 

	Collaborative working- Work effectively as part of a team to achieve project and wider team goals
	Actively contributes and participates in the recruitment processes to hire people and contributes to their improvement.
	I believe I work well in a team as I am happy to support my team members through tasks by offering support where I can, and when working on a data project, I would share any videos I found that could support and help others with their tasks, if possible. 

	Sharing knowledge- Readily share your knowledge and expertise with others to solve problems.
	Always asking questions to gain knowledge and understanding, and readily shares what she has already learned or knowledge from other roles.
	As an apprentice, I do not have much experience with the recruitment process, but where I can help, such as with setting folders up online, I will always answer questions if I can. By supporting others in my team, we can work to move forward with our work.  

	Conflict resolution- Support others to resolve conflicts and build trust before issues escalate
	Always works daily to build trust without the presence of conflict and easily relates to others and their feelings.
	I am not an aggressive person and would feel anxiety if I felt like I had caused a conflict with others, so I try to ensure that I consider others' feelings and try to tailor my responses to take feelings into consideration.

	Psychological safety- Encourage others to recognise when they need help, to admit mistakes, and share concerns and ideas
	Readily owns her actions, provides suggestions and ideas. She is supported as part of the Team, and she supports us in return.
	I feel that I am very hard on myself; I can see when others are struggling. I do try to see if there is a way to support others, even if it is listening to people. I sometimes feel like I do not look after my own psychological safety I do look after others. 







Q8. (AC 3.1)
The people profession is evolving; to meet modern working conditions, some of the ways in which this is happening are the introduction of AI and remote working. 
Artificial Intelligence is changing the way that People practitioners can deal with and consider routine and repetitive duties. Within the recruitment process, this would include screening C. Vs or scheduling interviews. (Dima et al., 2024) By streamlining processes, it can result in a reduction in the time to hire, as this is a key metric for companies, and it is an important development for efficiency.

 For my own continuing development, it would be important to understand if there are biases within the AI system. To have more understanding of the use of AI within people's practice would be key to my development and how to use it ethically. 

A second area that has evolved is remote working. Since the COVID-19 pandemic, the way that companies are working has changed. According to research by Harris (2025), the way that performance is measured has had to evolve, as it should become more personalised and based on specific outcomes, as remote working is different between each team, and so unique performance measurements should be used.

 For my own development, I feel like remote working has been a disadvantage. This is due to working on my own; I am missing out on hearing conversations around the office and thus picking up knowledge informally. 

Q9. (AC 3.2)

By using feedback from my team and my own self-reflection, I believe I have various strengths and weaknesses. I believe that I am personable, inquisitive and hardworking. 
By being personable, I take the time to understand and get to know members of my team and others I work with, such as recruiting managers or team members who need support with the recruitment process. 
Doing this remotely can be difficult, as working with emails and Teams messages, and so I worry that I may come across as rude rather than professional. To combat this, if possible, I will ring them and have a conversation.

  I feel I can speak to others to support them through their queries effectively. As I am in my apprenticeship, being inquisitive is a way to support my personal development, as I feel I learn most effectively when listening to others. 

A weakness and where I believe I have areas of development is my lack of knowledge. Due to being in the profession for six months, I feel that I lack the confidence to answer queries effectively in areas such as reference queries, and I often call other members of the team into calls to help support. 

This is an area that I would like to develop through both informal and formal training, specifically in recruitment, as this is the team I am in now. By gaining knowledge, I believe that my confidence will increase to answer queries from managers and candidates.  

A second weakness is my perfectionism; I get upset with myself if I don’t get things right the first time.  This is something that I have gained support from my team when I have made mistakes. This has helped me realise that I’m not disappointing my team with mistakes, and they want to support me.



Q10. (AC 3.3)


The first development activity I intend to do is to attend an internal training session with the recruitment team, to support the effectiveness of the team, and allow us as a team to support each other. 
While this is an informal training session, I believe that that it will be beneficial. I chose to attend the training, as it is useful for my ability to streamline the working process, as I will have more knowledge on the process.
  
 This training session will be useful for my development as it will support me to get specialist knowledge regarding the process of checking the Education Workforce Council and the recruitment process for Teachers and Teaching Assistants. This training would also be specific to the Authority’s recruitment process. 


A second training session I will be undertaking is a training course for intermediate Microsoft Excel course. I chose to take this course, as I have struggled with Excel. This course will support my development as it will improve my digital literacy skills and allow me to gain confidence when looking at data.  This is beneficial for my development as People practice is becoming more data driven, being able to analyse data I can see trends more clearly, within the evidence. 


Q11. (AC 3.4)

My reports on my development activities are below. I have been in the people practice profession for six months, thus both recent and to show how I am prioritising my continued development, people practice through informal conversations, team training and attending formal training courses offered by my organisation. 
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