Q1-AC 1.1 
A people professional is someone working in roles that focus on managing, supporting and developing people.  One example is supporting employees’ well-being, growth and development, while using evidence and ethics to make fair and informed decisions based on data and professional standards.  This aligns with the CIPD (2025) professional values and purpose, which states people professionals champion better work and working lives, to get the best out of people and help deliver positive, fair and inclusive outcomes at work. 
To achieve this, the CIPD (2025b) Professional Map provides a professional framework that helps professionals build a strong professional identity, grounded in shared values and robust standards.  Everything within the professional map is designed around the principle of championing better work and working lives.  The framework has three professional values, Principle Led, Evidence-based and Outcome Driven. 
The CIPD Professional Map (2023a) outlines core knowledge areas such as culture and behavior and evidence-based practice, which is the foundation of effective people practice.  It also identifies core behaviors including ethical practice and working inclusively, which shape how people professionals approach their work.  These behaviors help individuals assess where they are in their career and identify areas for development to progress.   
The CIPD (2023A) Professional Map highlights several key professional requirements including continuous learning, ethical decision-making and delivering value through expertise, which are essential for people professionals to remain current, adapt to change, providing support to their organisation.  The Professional Map encourages people professionals to regularly reflect on their practice and to take every opportunity to develop both personally and professionally.  Ethical practice is one of the core behaviours in the professional map, which guides people professionals to uphold integrity, fairness and transparency.  This includes making decisions not only based on policies but are principle led, considering what is best for both the organisation and people.  Personal values play an important part in creating a positive and inclusive workplace environment.  As Tylor and Woodhams (2022) (P.101) explain a key stage of ethical decision making is the clarification and working through of the values involved, whether personal or professional. Recognising and reflecting on these values help people professionals make fair balanced decision in different situations.  When a person’s values such as respect, fairness and inclusivity align with their professional actions, they are more likely to trust and contribute to a positive and inclusive workplace.  It also supports a work environment where diversity is respected. 
Q2-AC1.2 
Values matter in people practice because they guide behaviour, influence decision-making, and create a consistent, ethical foundation for how people professionals support others. This is supported by Taylor and Woodhams (2022, p.152) view that people professionals value’s underpin ethical conduct and promote trust and inclusion within the organisations.   
One of my values is integrity, which is being honest and transparent and doing what is right even when it is difficult.  Palanski and Yammarino (2007, p.174) note that integrity is closely related to morality and ethical behaviour, meaning it goes beyond avoiding unethical actions.  Acting with Integrity at Nexxobyte would involve aligning my decisions with both organisational values and standards, ensuring honesty and fairness.  For example at Nexxobyte I would ensure that all recommendation for improvements is supported by data.  I would communicate honestly about any areas of concern, even if this challenges managers and practices, as I would be doing what is right for both the organisation and employees.  I would use integrity to approach reviewing and changing current management practices, one example would be to conduct an honest assessment of existing processes and management gaps, evaluating the three managers’ performance and ensuring any training is aligned with good practice rather than individual preferences.  At Nexxobyte acting with integrity may create tension initially, as managers may feel criticised, however longer term it will build trust and a more professional culture.  A denontological approach would reinforce the need to act with integrity, following what is right, even if it challenges current practices.  The CIPD (2023) Code of Conduct and Ethics, p.8) positions integrity as central to maintaining professional credibility stating that members must “role-model high standards of ethical conduct, honesty, professional and personal integrity”.  Upholding this would mean being honest and objective when assessing leadership and development.
Another key value for me is fairness, which is about treating people consistently and ensuring equal access to opportunities. At Nexxobyte, there is a lack of consistency in management practices, which has resulted in unequal treatment of employees. As noted by the CIPD (2024a), employees respond positively when treated with fairness, integrity, and sensitivity, which can improve commitment and productivity. Unfairness, such as inconsistent policies or unequal rewards, can lead to dissatisfaction, reduced trust, and potentially unethical behaviour as employees prioritise their own interests. Applying fairness in my role would involve developing consistent policies for flexible working and ensuring transparent decision-making, helping to rebuild trust between managers and staff, reduce grievances, and improve retention.
Applying fairness would allow me to develop procedures for flexible working, ensuring that all employees are being treated equally and reducing complaints, which will rebuild staff retention, reduce grievance and improve staff retention.  One of the challenges at Nexxobyte is balancing fairness with flexibility and communication will be vital when implementing fair procedures.  I could use a utilitarian theory when making decisions, as it promotes the greatest good for the greatest number of people. Applying fairness from a utilitarian perspective would ensure that policies benefit the majority by promoting consistent, positive experiences for all staff rather than a few privileged teams.    



Q3-AC 1.3
Communication is important because it is the foundation of how people share information, make decisions and build relationships.  In a management context clear, confident and informed communication is essential.  This is supported by the CIPD (2024b), which states that effective employee communication improves organisational performance, employee retention and well-being.  
It is important that as a people professional, I am informed.  This ensures that I can communicate accurately and based on true knowledge.  When we understand our subject, we can prevent misinformation and build trust.  Being informed also enables me to respond to questions or challenges from managers with confidence.  
Communicating with clarity is essential, as it ensures that all messages are understood by all.  Unclear communication can lead to confusion, mistakes or frustration with managers potentially taking different approaches.  When communicating, it is important to use plain and concise language, ensuring that all managers understand.  I must be prepared to adapt my approach until the message is fully understood by all.  As the CIPD (2024b) notes that “senior managers should set and act as role models for communication, using their own communication style to outline strategy and purpose behind changes” This highlights that effective communication begins with leadership role-modelling, supporting the need for clarity.   
Confidence in communication helps managers to trust me and the message I deliver.  If I sound unsure, managers may begin to doubt my confidence or accuracy of my information.  We can sound confident through our tone, body language and preparation.  However, it is important that I recognise that confidence is not about being forceful, it is about showing credibility and believing what you’re saying, this reinforces ACAS (2021) that confidence comes from being informed, prepared, and clear and not aggressive.  
One consequence for me, as a people professional, for not communicating effectively is the potential loss of credibility and trust from managers.  If I am not fully informed about how changes will improve working practices, managers may question my ideas and reliability.  Over time, this could damage my professional reputation and undermine my effectiveness.  As Brann (2024) notes, when professionals fail to communicate with authenticity and clarity, in my case managers may question me and the message. This emphasises the importance of being well-prepared and transparent when communicating change, to maintain trust and credibility.  
For the organisation, unclear and uninformed communication can lead to operational errors, reduced trust among employees and a decline in performance and morale CIPD (2024b).  For example, when communication from leaders or managers is inconsistent or lacks confidence, employee’s may feel uncertain about their roles or their future with the organisation.  Inconsistencies between managers can also make staff feel undervalued, as they may question why one team are treated differently. As Rechkemmer (2024) states, effective communication matters and unless it is handled properly employees may fell ambiguity or lack of clarity which undermines trust. This could lead to disengagement, reused motivation and higher staff turnover. 


Q4-AC 1.4
Tackling unethical and illegal behaviour quickly is essential, as it protects organisation’s reputation, maintains legal compliance and prevents small issues escalating into long-term cultural issues.  The CIPD (2024c) highlights that ethical behaviour is crucial in maintaining trust and preventing reputational damage. Furthermore, the CIPD (2025c) notes that upholding professional and legal standards supports people professionals in complying with employment law.  Acting quickly on misconduct reinforces an ethical culture and protects credibility.
If I was aware of unethical behaviour at Nexxobyte, I would have acted quickly in line with organisational policies for example Grievance and Disciplinary Policy, which according to ACAS (2015) should be aligned with its Code of Practice, following this guidance would ensure that Nexxobyte is complaint if the case reaches tribunal.  I would begin by discussing my concerns with relevant managers, using formal reporting systems and keeping a record of any evidence.  I would also ensure employees understood how to raise concerns and that they would be supported to do this, supporting a culture of transparency.  Acting in this way aligns with the CIPD code of conduct & Ethics (2023) which emphasises the importance of accountability, maintaining ethical culture and addressing misconduct promptly to protect staff morale and organisatioal reputation.      
If I had been aware of illegal behaviour, for example fraud and discrimination, I would have taken immediate action in line with Whistleblowing Policy and relevant legislation, for example the Equality Act 2010, which according to the GOV. UK guidance (2015) protects people from discrimination in the workplace, this guidance supports employee to understand their rights.  I would encourage staff to report it confidentiality through whistleblowing, the complaint was investigated and if necessary escalated.  According to the CIPD (2024d) “whistleblowing protects workers who expose wrongdoing” this also reinforces organisations having a whistleblowing policy as according to the CIPD (2024d) “it can help create a workplace where employees understand their responsibilities and management can demonstrate their accountability and action”.     
I would ensure that during any investigations I would respect confidentiality, sharing information on a need-to-know basis, by doing this it protects all involved and builds trust.   
Failing to address unethical and illegal behaviour quickly, confidently can lose the trust and morale of staff, it could also lead to tribunal claims.  For people professionals it can ruin credibility.  According to the CIPD (2023) codes or conduct and Ethics acting in this was reinforces ethical culture, promoting a safe, transparent workplace. 


Q5-AC2.1
I believe that when employees feel valued, included and treated fairly, it creates a positive working environment where people are motivated to do their best, improving staff morale, job satisfaction and performance.  This is supported by the CIPD (2024d) that when people are treated in this way it enables them to achieve their full potential and thrive at work.  Research supports this view as according to Roberson and Scott (2024), “the extent to which employees feel part of organizational goals and have an ability to effectively contribute to those goals will ultimately affect their work performance” (p. 880). This demonstrates that fairness and inclusion not only build’s trust and morale but also enhance job satisfaction.      
The CIPD (2019) suggests that using psychological theories such as Marslow’s can enhance workplace inclusion, so that all employees feel supported and valued, this benefits both individuals and the business.  Armstrong and Taylor (2017, p. 193) explain that Maslow’s Hierarchy of Needs, has five categories, from fundamental to physiological needs, leading through a hierarchy of safety, social and self esteem to the highest needs of all which is self-fulfilment.  When employees feel included and treated fairly, their social esteem needs are met, which increases motivation. 
According to the CIPD (2024e) managers also play a crucial role in inclusive workplaces, and organisations should ensure that this is embedded in line manager training and development.  I observed evidence of this in my organisation, when a recent employee questionnaire caried out as part of our “Great Place to Work” accreditation process identified a trend of reduced trust in middle management. Further investigation showed that staff felt that they were receiving inconsistence responses to contractual questions and working practices, this reflected the negative impact that a lack of fairness and inclusion can have on staff morale and engagement.  In response, all managers have been enrolled in management training to improve communication, consistency and fairness, aligning with the CIPD’s (2024e) recommendation to embed inclusion within management development. 
In summary when people feel included and treated fairly, they will be more engaged and productive, resulting in the organisation having lower staff turnover, positive reputation, all supporting long term success of the business.
Q6-AC 2.2 
To ensure that the new staff learning development policy at Nexxobyte is fair and inclusive, I would begin by assessing the learning needs of all the employees through staff surveys, discussions and workshops.  This approach aligns with the CIPD (2024f) recommendation to “listen to employees’ experiences and encourages open dialogue as a key action in fostering inclusion”.  For those staff that may feel less comfortable sharing their views in surveys and workshops, I could set up small focus groups providing staff with a supportive space to give feedback. This would align with the CIPD (2025d) that encourages employees to express themselves and speak out and supports people practitioners to develop policies that embed employee voice. 
I will review policies from other organisations to identify best practices. Benchmarking against external examples will allow Nexxobyte to learn from proven approaches and avoid common mistakes. For example, seeing how other organisations support flexible learning opportunities or accommodate diverse learning needs can help ensure that the new policy promotes equal access for all employees. This is supported by the CIPD (2019b) that “an organatonal learning culture is one which encourages different forms of learning”. 
I will ensure that opportunities for training and development are available to all, including those from diverse backgrounds, departments by providing flexible learning options to meet different learning styles.  This approach will help build trust, reduce bias and encourages engagement by making all employees feel valued at Nexxobyte.  The CIPD (2024f) supports this by suggesting that fostering inclusion requires adapting systems and processes to remove barriers and ensure that everyone can participate.  
After six months of implementing the policy, I would gather both quantitative and qualitative data to evaluate its effectiveness. Feedback from staff would be collected through surveys and training evaluations to assess whether they feel the policy is fair and inclusive. This evaluation process would help identify any concerns and allow for adjustments to the policy or delivery methods where necessary. The CIPD (2024f) highlights that continuous listening and feedback help organisations embed inclusion and ensure policies remain effective.
In addition, I would analyse quantitative data such as participation and completion rates. By setting clear success criteria, for example, the percentage of staff accessing L&D training and the diversity breakdown of participants, I would be able to measure progress and compare results against these benchmarks. In line with the CIPD (2019c) guidance, I would ensure that the data collected and actions are clearly communicated, provide multiple ways for staff to feedback and use the results to guide action.  Results would be summarised using charts and presented with clear recommendations for future action. 
By embedding fairness and inclusivity into the policy, Nexxobyte can promote equal developments opportunities and strengthen its ability to retain and develop a diverse and motivated workforce.  This approach not only supports individual growth but also contributes to a more engaged organisation culture.  

Q7. (AC2.3)
I reflected on my own inclusive behaviors and used feedback from my line manager during my annual performance review as shown in Table 1.  My manager described me as trusted, respected and well-liked, noting that I have built strong relationships with my team, the wider team and senior team.  My manager highlighted my ability to influence situations with efficiency and empathy, and that I actively listen to different staff perspectives to make informed decisions. 
I regularly share knowledge and support colleagues in HR and recruitment processes, ensuring best practice is maintained.  I also manage conflicts fairly and discreetly, maintaining trust and encouraging open communication between staff and senior leadership.  Feedback highlighted that I am approachable and professional, which helps staff to feel that they can raise concerns or ask for guidance.  
My development areas include building confidence to challenge senior leadership when I feel a course of action may not be appropriate and taking greater leadership responsibility in a planned way, since receiving this feedback I have started to share ideas in small groups, and asking for feedback to strengthen my confidence.  I have also taken on leadership opportunities, for example, I have reviewed our absence procedure and proposed updates to make it more efficient and user-friendly.  This has given me the opportunity to practice influencing decisions and build confidence in contributing to leadership discussions. 

	Table 1: Review of my behaviour against the Six Associates Standards – Working Inclusively

	CIPD Associate Standards
	Manager Feedback
	My Reflection

	Inclusivity:  Get to know people as individuals so you can work together more effectively. 
	You are trusted, respected and well-liked across teams. You have been able to build positive relationships.   
	I take time to get to know colleagues and build rapport, respect and trust. 

	Valuing Diversity:  Actively seek and listen to diverse views and opinions.
	You listen to others’ viewpoints and make balanced informed decisions.
	I make every effort to listen and include different perspectives, departments before making decisions.  

	Conflict Resolution:  Support others to resolve conflict and build trust before issues escalate.
	You manage conflict fairly and maintain confidentiality.
	I ensure all voices are heard during discussions and resolve issues confidential and respectfully.  

	Building Relationships: Build purposeful working relationships with and collaborate with wider colleagues.
	You could build on your relationship and confidence with senior leaders, especially when challenging senior leaders when appropriate.
	I’m recognise the importance of developing the confidence when engaging and challenge decision, made by the senior LT team when they may not align with inclusive practice. 

	Sharing Knowledge:  Readily share your knowledge and expertise with others to solve problems.
	You are generous in sharing your expertise and helping colleagues with HR and recruitment processes.
	I actively share knowledge and encourage collaboration between staff and departments to improve team effectiveness.  

	Psychological Safety: Encourages others to recognise when they need help, to admit mistakes and share concerns and ideas 
	You are reflective and open to feedback.
	I regularly reflect on my performance and seek feedback from my own team and the senior LT to continue developing, showing openness and receptive to feedback.  








Q8. (AC3.1) 
Digital and Technological transformation is one trend impacting on businesses and employees, one trend is (AI) Artificial Intelligence, which is streamlining routine tasks such as screening CVs and application forms.  Allowing practitioners to focus on strategic, people-focused work, for example staff development and wellbeing.  The CIPD (2020) collective view of future trends explores how we can ensure the profession is at the front of digital initiative, and how we can influence and have the capabilities to deliver the transformation in a beneficial way.  To keep up with digital transformation people practitioners will need to embrace it and build reputation, to ensure they stay relevant. However, HR Magazine (2024) emphasises the need for robust governance, ethical guidelines and policies that ensure that AI is human-led, private and secure. To support this practitioners will not only need to develop an understanding of how AI can improve efficiency and fairness in HR processes but create policies to ensure governance.
An increase in hybrid working, combining office based and remote working is changing organisation culture communication and management practices.  The CIPD (2024g) highlights that People Practitioners will increasingly be tasked with developing policies that support both flexibility and inclusiveness across the workforce while maintaining productivity.  People Practitioners will need to develop skills in managing teams across different work areas, while maintaining engagement.  They will need to ensure that systems are in place to track performance and keep informed of staff well-being.  They will need to provide training to managers on how to maintain inclusive leadership in a hybrid setting.  

Q9. (AC3.2) 
Reflecting on the feedback from my manager and my own self-assessment I have identified my main weakness is holding back from challenging senior leadership when I feel a course of action may not be appropriate.  While my manager feels I provide support and guidance to others, I sometimes lack the confidence in asserting my perspective at a senior level, going forward I will have a more senior role at the organisation and will be expected to make decisions around procedures and day to day HR matters, and therefore need to become more confident. 
To develop in these areas, I am taking steps to build my confidence and leadership skills.  I have begun reviewing procedures such as the hybrid working policy and have suggested improvements, as currently it does not fully align with our culture or promote inclusivity.  The revised policy will provide clear guidance to managers on how to manage hybrid teams and set out fair guidelines for hybrid working.  I will present these recommendations to the senior team, giving me valuable experience in influencing decisions.  I have begun the CIPD People Management course, which is strengthening my knowledge and confidence, it is helping me deepen my understanding of key areas such as employee relations and employment law, while developing my ability to analyse data and how technology, including AI can improve efficiencies and fairness within HR processes.  It has also helped me to self-reflect which supports my goal of developing my leadership skills and gain confidence. 
Q10. (AC3.3)
I have identified two development activities to support my professional growth over the next six months.  I will lead the review and implementation of our hybrid working policy.  To achieve this, I will carry out consultations with staff and managers, drafting a revised policy which I will present along with my recommendations to the senior team.  This activity will help to build my confidence in influencing senior management and enhance my leadership skills.  It also aligns with my goal to promote inclusive and flexible working practice which reflects our organisation culture.
Secondly, I will develop my knowledge and understanding in using Artificial Intelligence (AI) and data analytics within HR.  I plan to undertake self-learning by using the CIPD online resources to understand how AI can be used to improve recruitment, absence Management and HR efficiencies.  I have chosen this area for development as it will enable me to stay current with emerging trends as AI is quickly becoming a tool that many organisations are developing and with very little understanding I need to develop this skill to ensure my organisation does not fall behind.   
Both activities will support my development and credibility as a people professional, which will help me to influence strategically and implement inclusive practices. 
















Q11-AC3.4 
	Record Name
	Date
	Professional Map Area
	
	
	
	
	

	Learning from the Working Inclusively Module

	11.11.2025
	Working inclusively

	Reflection from a course activity

	I completed the course on Working Inclusively.  My first course with the CIPD.  Reflecting back, I wish I completed the course before I started my assignment on Professional Behaviours and Valuing People as it was very useful.  It has given me a better understanding of working inclusively and the importance for myself, a people professional and the organisation of doing this. 

	That inclusion not only the right thing to do, but brings many benefits to people and organisations.
I have gained a deeper understanding of how inclusion is about ensuring that everyone feels respected valued and able to contribute.  I learnt how not realising that i am being bias, can affect my decisions and interactions.  I have gained some tools to help me challenge others and myself.
I also reflected on the importance of inclusive communication and making sure that all team members have an equal voice.

	Going forward I plan to apply these learnings by being more mindful of the language i use, encouraging input from quieter team members and reviewing our team practices to ensure they are fair and accessible to all.

	To ensure my learning has a wider positive impact, I plan to embed inclusive practices across all areas of HR. I will also share information from the course with managers, encouraging them to reflect on their own behaviours and language to help build a culture of inclusion. I aim to strengthen our organisational culture and improve employee engagement. In the longer term, I hope to influence HR policies and initiatives that promote belonging and fairness.


	Learning from Managing a Senior Leader Absence case
	14.11.2025
	Working Inclusively
	Something I’m doing/I’ve done at work.
	During a recent employee absence case, I realised the importance of applying HR policies consistently, regardless of their seniority.   A senior leader returned after a long period of absence, that I felt was not fit for work.  While I would normally follow processes e.g. return to work interview, gathering medical information and seeking OT report, in this instance, the process became unclear, because of pressure from CEO and Trustees, and we did not follow the same process.

	Reflecting on this experience, I learnt that fairness and consistency are important to building trust and maintaining credibility in HR.  Going forward I will ensure that all employees, regardless of their role at the organisation are treated at the same level, following procedures that are in place.  This supports a transparent, fair workplace.  I learnt that when you do not follow these procedures, processes become unclear for both the employee and organisation, causing stress to all involved.

	I will ensure that absence management processes are applied fairly and consistently across all employees, regardless of seniority.   Moving into the future when I take on the role as HR Manager, I will ensure processes are followed to build trust and demonstrate professionalism for me as a HR Manager and the organisation.  The experience has given me an opportunity to reflect on my own practices.  On reflecting I should have challenged the CEO and Board about not following processes, although I can see that they had good intentions, undermining policy has caused the organisation to be vulnerable.  Applying HR processes not only protects the organisation but also supports our credibility.  I will now ensure I approach every case with the same level of standards.

	To ensure this learning has a wider positive impact, I plan to share my experience with the other managers, CEO and the Board to reinforce the importance of consistently following processes and policies.  By leading by example, I hope the strengthen confidence in our HR processes, which will support a culture of fairness.&nbsp; I will also include this example in future management training sessions to highlight inclusion.  Consistency are essential for maintaining trust and credibility, regardless of role.
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