AC 1.1
The role of a people professional has shifted in recent years, becoming an influential arm of business strategy by supporting organisational goals and business performance through human capital (Barney, 1991; Ulrich et al, 2012). The purpose, knowledge and behaviours of a people professional have been defined by the Chartered Institute of Personnel and Development (CIPD), setting the standard of what it means to work in all people specialisms and how to broaden and develop our work and impact (CIPD, 2025a). The CIPD’s Profession Map outlines three values that are integral to the role of a people professional; ‘principles-led, evidence-based, and outcomes-driven’ (CIPD, 2025a). By conducting processes and making decisions based on the analysis of data, research and benchmarking, people professionals uphold organisational values and act as an ethical steward on how people should be managed and treated (Armstrong, 2024). 
As a people professional joining Nexxobyte, there are a multitude of ways I can contribute to the organisation’s goals and provide solutions for some of Nexxobyte’s challenges. Firstly, I can conduct an audit of current people practices and begin to implement policies and procedures that standardise people processes across the organisation, administering fair and consistent approaches to recruitment, flexible working, performance and absence management and learning and development that do not disadvantage any employee and ensure our compliance with employment law (Curtice, 2004). 
The role of leadership is vitally important for the success and growth of an organisation and its employees; therefore, I would develop a leadership training programme centred around the competencies and behaviours expected of managers and senior leaders at Nexxobyte (Barends et al, 2023). To address Aisha’s concern of lack of management capabilities, I would implement a leadership development plan to identify current managers’ training needs and set SMART targets whilst also considering key leadership skills required in the modern workplace such as relationship management, digital literacy, adaptability and psychological safety (Hlupic, 2021; CIPD, 2021a; Shults et al, 2022).
Lastly, in my role, I could introduce a learning and development (L&D) framework that is applied fairly and consistently across Nexxobyte. An organisation-wide learning needs analysis linked to workforce planning and Nexxobyte’s wider organisational strategy and goals can provide a clear, evidence-based L&D strategy (CIPD, 2025b; CIPD, 2021b). Transparent eligibility criteria and clear development pathways will ensure that our L&D strategy provides fair and equal access to opportunities for development for all Nexxobyte employees (Khajavi, 2023; Nuraini, 2024). 
AC 1.2
Ethical values are integral to the people profession as we work in the world of managing people and make decisions that impact people’s lives (Russell and Weeks, 2024).  Our role in sensitive processes such as disciplinaries, grievances, pay and reward and recruitment are to ensure people are treated fairly and our organisation is compliant with employment law (CIPD, 2025c). Ethical practice builds trust between employees and the organisation and employee confidence in decision making processes which, in turn, makes employees more committed and productive (Sparrow et al, 2013; Russell and Weeks, 2024).
One of my personal values that guides my practice is courage; the ability to speak up about my views and challenge inconsistent and unfair practices (CIPD, 2025d). Courage in the workplace will enable me to challenge the current managers on their inconsistent practices within their teams and advocate for the employees by raising their concerns and implementing standardised processes for fair, ethical treatment (Parkes, and Davies, 2013). In the face of possible pressure from senior leaders, I would be able to use my courage to confidently push back against the compromising of ethical business practice and ensure that employment law is followed at Nexxobyte (Meisinger, 2005). People professionals are vital to the management of change in an organisation and Nexxobyte will experience rapid change and development in the next few years; it will take courage for me to challenge criticism from those less receptive to change and push forward with new initiatives that will benefit the wider organisation (Roebuck, 2015; Roberts and Tracey, 2024). 
A core ethical value of mine is justice or, more specifically, ‘justice as fairness’; the principle that everyone should be treated fairly, equally and with respect (Rawls, 1999). Organisational justice enables impartial, objective processes which I would implement at Nexxobyte to ensure fair outcomes and treatment of employees which would have a positive effect on their performance and motivation (Adamovic, 2023; Patel, 2025, p. 15). I can train managers to prioritise justice and fairness in their decisions and behaviours, ensuring processes such as performance appraisals, disciplinaries, conflict resolution and recruitment and selection are conducted without bias or prejudice, thus, improving their relationships with their employees and employee trust in organisational processes (Baldwin, 2006). I would communicate regularly with employees regarding organisational change and provide them with opportunities to voice their opinions to enhance employees’ perceptions of fairness within Nexxobyte (Shafiro et al, 2007). 
AC 1.3
Our role as people professionals is to influence or convince others to behave or conduct themselves and organisational processes a certain way, therefore, how we communicate this to managers and employees at large is important (Taylor and Woodhams, 2022). Clear, unambiguous communication with managers is vital as they pass messages onto their teams, which, when communicated correctly, makes employees feel informed, connected and valued (Paramagaru, 2025). The way we communicate standards and procedures such as employment law, health and safety regulations and working time rules is essential to ensuring Nexxobyte is a compliant, ethical organisation (Bohinská, 2018). Competent, high-quality communication from people professionals perceived as credible sources of information increases employee confidence and trust in the organisation and its processes (Klimchak, Ward Bennett and MacKenzie, 2020; Li, 2021).
If my communication with managers and employees at Nexxobyte is not informed, clear and confident, perceptions at Nexxobyte of myself as a credible, trustworthy people professional will be negatively impacted (Graham and Tarbell, 2006). Employees may feel less inclined to report workplace issues such as harassment, discrimination or unfair treatment to me if they do not perceive me as a person of trust that they can confide in (Oglesby, Boudreaux and Manix, 2025). If I am not able to communicate confidently and competently to the three team managers why people processes must be conducted ethically and in compliance with employment law, I will not be able to achieve their ‘buy-in’ and they may continue to make unethical decisions and conduct inconsistent, unfair processes (Trullen and Valverde, 2017). Communication from line managers to employees at Nexxobyte may distort how people processes are conducted or ‘blame’ the HR team for decisions made, therefore, my communication with employees will be vital to combatting negative perceptions of the people profession and ensure transparency and trust in my role (Rowsell, 2024). 
As a people professional at Nexxobyte, I am responsible for interpreting legal requirements and conveying the importance of legal compliance and ethics to the management team (Weaver and Trevino, 2001). My communication with managers in terms of guidance and education on compliance must be clear, informed and confident as noncompliance is a monumental risk financially from employment tribunal claims, penalties and fines and litigation costs (Vanchieri et al, 2022). It is my responsibility to act as a bridge between organisational policies and managerial people practices; if I am not able to communicate clarity and guidance on how to handle issues such as whistleblowing, discrimination and harassment cases, Nexxobyte could be embroiled in a scandal that damages both our reputation and financial performance (Gatzert, 2015). 
AC 1.4
Organisational misconduct of any kind has far-reaching consequences, both for the individual/s involved and the overall organisation, including significant financial and reputational damage and the deterioration of workplace culture into toxicity and distrust (De Cremer and Vandekerckhove, 2017; Ahmad, Zafar and Perveen, 2025). As a growing organisation, it is important for Nexxobyte to foster ethical behaviour to enhance and sustain our organisational success and create a positive work environment that attracts and engages employees (Tziner and Persoff, 2024). 
In the case of unethical favouritism displayed by a manager toward certain team members, I would first establish what policies are in place at Nexxobyte and internal reporting procedures can be utilised to address the behaviour such as codes of conduct, grievances or whistleblowing complaints (Peeples, Stokes and Wingfield, 2009). Employees may feel safe and empowered enough to speak up and utilise these reporting channels to raise the issue and it is important I raise awareness of these channels and support employees through the process (Gifford et al, 2019). If the concern is raised informally at first, it would be best practice for me to attempt to resolve the issue, perhaps through mediation, a team meeting or corrective training for the manager (CIPD, 2024). Throughout the process, I would ensure I conduct myself professionally, ensuring sensitivity and confidentiality in the matter and the employees are treated fairly and consistently (Suff, 2026). 
My approach to alleged illegal activity would slightly differ due to the potential consequences of a criminal act committed by a Nexxobyte employee, therefore, I would conduct an internal investigation alongside seeking legal counsel (Garber, 2009). Due to the serious nature of the illegal activity, employees may only feel comfortable reporting the issue anonymously through whistleblowing procedures, therefore, I would ensure this alternative channel is clearly available and aligned with Nexxobyte’s other internal protocols (Lewis, 2002). If the concern of illegal activity was raised through one of the organisation’s internal reporting procedures, I would ensure a full, impartial and thorough investigation is conducted and any discoveries of an alleged crime are shared with the police (Guerin, 2025). Confidentiality would be paramount, especially in this case, to eliminate the spread of rumours and both my conduct and the findings of my investigation could put Nexxobyte at risk of financial and reputational liability (Woska, 2013). 


AC 2.1
Feeling included, valued and fairly treated at work has manifold benefits for both the people working for the organisation and the organisation itself. Research has shown that inclusive workplaces where employees can be their authentic selves and feel a sense of value and belonging result in a variety of positive outcomes such as increased innovation and creativity, performance, and reduced absenteeism (Green and Young, 2019). Organisations where employees feel unfairly treated and undervalued risk lower levels of engagement and motivation and higher staff turnover rates and recruitment costs (Miller, 2022). 
Inclusive workplace cultures are a vital element of employee wellbeing; the feeling of belonging is a basic human psychological need in organisational psychology that has real physical and mental effects when absent such as increased heart rate and blood pressure and symptoms of depression (Baumeister & Leary, 1995; Imboden, 2024). Self-determination theory proposes that humans are intrinsically motivated by three basic psychological being met: autonomy, competence and relatedness (Deci and Ryan, 1985). Through the fulfilment of being ‘valued’ for their competence and feeling connected through relatedness, employees are more motivated at work (Deci and Ryan, 1985). Inclusive workplaces safeguard against employee burnout and absenteeism by increasing employee satisfaction by 32% and overall wellness by 43% (Global Wellness Institute, 2025). When employees feel included and valued, they are more engaged, satisfied and creative which enables them to perform to their full potential (Green and Young, 2019). Environments where employees feel like they fully belong and their work is valued share more diverse ideas and contribute unique perspectives that contribute toward problem solving and team collaboration (Vedres and Vásárhelyi, 2023).
Organisational outcomes are also linked to employees feeling included, valued and fairly treated at work; inclusive workplaces report higher levels of productivity and overall performance (Mitchell, 2023). Two third of workers consider diversity and inclusion when choosing an employer which is imperative for a strong employer brand and attracting a larger pool of talent when recruiting (Mitchell, 2023; CIPD, 2025e). Social exchange theory argues that if an organisation can provide socio-emotional resources such as fairness, respect and inclusion in its social exchange with its employees, employees will feel a social obligation to ‘repay’ the organisation with loyalty and high performance (Blau, 1964).  Employees who feel they are treated with dignity and respect at work demonstrate affective commitment to their organisation, resulting in high retention and lower turnover rates (Perreira, Berta and Herbert, 2018).  
AC 2.2
An inclusive L&D policy is necessary to ensure our learning experiences are accessible to all, guaranteeing that employees from all cultural backgrounds, disabled and neurodivergent employees are not disadvantaged and are able to and encouraged to participate (Howlett, 2023; Mercier, 2025). Learning is impactful, effective and engaging when it is accessible and inclusive, improving learning outcomes and employee perceptions of fairness and psychological safety (Mohdzaini, 2021; Chattopadhyay, 2026). Historically, Nexxobyte’s L&D provision has not been fairly and consistently applied to all employees and I will redress this through my inclusive L&D design. 
In the design phase of my L&D initiative, I would aim to include both participatory and evidence-based activities that would enable Nexxobyte employees to give their views when shaping the policy. Structured, facilitated group discussions would give employees the opportunity to discuss barriers they have faced when accessing L&D activities and help me identify structural issues that are enabling inequalities (Krueger and Casey, 2015). In case employees do not feel comfortable openly sharing their concerns, I would also provide an anonymous feedback channel for employees to confidentially share their experiences with L&D access (CIPD, 2025f). Conducting an inclusive learning needs assessment would allow me to systematically analyse what Nexxobyte employees across different demographics require from learning opportunities and give me data insights on how to ensure equal access to L&D activities in future (Noe, 2020; Hayden, 2025).
Once the policy is in place, in order to ascertain whether the initiative is truly inclusive, I would continue seeking employee voice through a variety of methods. A formal survey is a common way I can evaluate employees’ experiences and perceptions of the new L&D policy on a large scale and utilise that substantial qualitative data to identify gaps and inform improvements (Kroese and Thalheimer, 2025). Potentially, employees who have previously been treated unfairly may be scared of being seen as ‘difficult’ and instead provide answers they think the organisation wants to hear rather than their actual experience, therefore skewing the results (Edmondson, 1999; Cooper, 2025). To counteract this, I would ensure the option of anonymous feedback is also available (CIPD, 2025f). Lastly, an analysis of participation data of the first three months of L&D activities facilitated under the new policy will demonstrate whether certain demographics or departments are still experiencing structural barriers to L&D access and participation (Jackson, Dean and Eady, 2023). 
AC 2.3
During my one-to-one review with my line manager, we discussed my behaviour in my role as Assistant HR Officer in relation to the six Associate-level standards for ‘Working inclusively’ in the CIPD Profession Map. My manager is happy with how my relationships with colleagues from other departments and, in particular, line managers has progressed in the last year as I have worked to build strong, cross-functional collaborative links across my organisation. He did note that I tend to press on with projects before seeking different perspectives beyond my team which, upon reflection, I have attempted to engage with wider colleagues for more diverse feedback. Often, my interactions with some colleagues are solely task-focused which gives me limited opportunity to get to know them as individuals; therefore, I will take steps in future to understand my colleagues’ personalities and working styles better in order to adapt myself to work together more effectively.  
My manager also noted that staff feel safe sharing concerns and issues with me as I actively listen and create a supportive, reassuring environment. My feedback style can be overcautious at times to avoid conflict, however, there are several managers that can be quite combative and reluctant to engage with people processes. Upon reflection, I will work on finding ways to build trust with these managers to prevent future conflict.  
AC 3.1
The digital capabilities of a people practitioner have swiftly evolved to keep up with the recent advancements of artificial intelligence (AI) and increasing importance of HR analytics (Cockett, 2024). Many manual processes in people management are becoming digitalised, freeing up time for people professionals to work on strategic initiatives and organisational culture (Peters, 2023). The growth of AI use in HR will require me to develop my skills, undertake training on utilising AI and understanding the guidelines around how it can be used (Machell, 2023). People practitioner roles are also becoming increasingly data-driven, shifting from intuitive decision-making to using analytics to making evidence-based decisions based on performance, turnover rates, workforce demographics and productivity (Peters, 2023). Therefore, a key element of my ongoing professional development would be advancing my analytical skills and ability to interpret workforce data (Tasoulis et al, 2023). 
Additionally, EDI strategies are now increasingly becoming strategic drivers in organisations with people professionals taking the role of key leaders in building inclusive workplaces (Peters and Young, 2020). My current role involves elements of EDI and implementing inclusive people processes and strategies; it is vital for me to continue seeking learning opportunities to ensure my knowledge is current and relevant and develop skills such as professional courage and confidence to deliver effective EDI initiatives (Peters and Young, 2020; CIPD, 2025g).
AC 3.2
I believe my ability to build strong relationships with my colleagues across different departments and at various levels of seniority within the organisation is a strength. My relationships with colleagues across my organisation not only benefits me and my work but also the overall objectives of my team in terms of employee relations and engagement. Another strength of mine is my ability to create a supportive and psychologically safe environment; as mentioned by my manager in my review, employees at my organisation find me approachable and can share their concerns and issues with me. This demonstrates my strong interpersonal and communication skills, although, an area of development I can work on is adapting my communication and working styles to work more effectively with my colleagues. 
Although I have built relationships with various colleagues, I could engage with them more in terms of my work to gain more diverse perspectives that could contribute to improving my projects or initiatives. My confidence needs developing in regards to delivering constructive feedback and challenging managers in order to manage difficult conversations and engage managers who may previously have been resistant to people management processes. Following my research on the evolving people profession, I am aware that there are vital skills I will need to develop to perform my role effectively such as data analysis, AI usage and developing and implementing EDI strategies.
AC 3.3
Firstly, I will attend a course on conflict mediation and managing difficult conversations. The CPD-accredited programme will provide me with guidance and tips on effective communication with difficult stakeholders and a framework for handling conflict. I am a kinaesthetic learner and learn best by doing, therefore, the workshops will give me an opportunity to role-play and practice hands-on scenarios of difficult conversations and delivering constructive feedback in the workplace. Furthermore, it will be a good opportunity to get feedback on my performance in these role-play scenarios from the trainer on how I can improve my confidence and delivery when trying to influence different stakeholders.  

The second development activity I aim to undertake is volunteering to take part in a new EDI initiative at my organisation that requires data analysis and AI tools. The basis of the project is EDI strategy development, in particular, strategic work in line with the government’s Anti-Racist Wales Action Plan. I intend to develop my skills by becoming more familiar with the data-gathering tools we use such as our core human resources information system (HRIS), our applicant tracking system (ATS) and our employee feedback platform to support any recommendations I make with relevant, accurate data. Additionally, I will utilise an AI automation tool to see how I can streamline the project by automating certain tasks or using predictive analysis for future workforce trends. This should improve my skills in data analysis and AI, enable me to contribute to my organisation’s strategic goals and boost my credibility with senior management. 
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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 looked into undertaking Mental Health First Aider training to
equip me with the skills and knowledge to identify signs of poor
mental health, support employees and foster a more open
conversation about mental health in my organisation. In
collaboration with my team, | have created resources on employee
wellbeing, mental health and having difficult conversations for our
managers to support their development. | am raising more
awareness of mental health resources by posting on our
organisation’s staff blog to show what is available to employees.
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Mental Health Staff Conference
30/05/2025

Wellbeing

Attended an event

N/A

My organisation hosted a mental health conference in collaboration
with other organisations in our sector where several speakers
discussed best practice in mental health for staff.

I heard about how different organisations in my sector used
different approaches and initiatives to put good practice into action
and address employee wellbeing and mental health. The speakers
highlighted the importance of early intervention strategies, training
for managers, our legal and ethical responsibilities as employers and
prioritising employee voice in any work around wellbeing at work.

It shifted my approach from reactive to proactive and trying to
establish systems and processes that prevent issues from escalating
such as absence or turnover. It has improved my confidence in
handling sensitive situations with employees regarding mental
health and the different ways | can support as a people professional.
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or what will you do - for this
learning experience to have a
wider positive impact (eg, on
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profession, society)? (Suggest
100-150 words)

1 will be attending a part 2 session with Rachel Clarke in April
delving deeper into microaggressions and how to handie racist
incidents both in the workplace and in society. | have followed
Rachel on Linkedin and regularly read her articles and listen to her
podcasts on anti-racist practice and inclusive leadership. | am a part
of my organisation's Equality, Support and Wellbeing working group
and continue to raise awareness of anti-racism initiatives, resources
and training our staff can undertake.
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Rachel Clarke Anti-Racism Session
15/01/2026

Inclusion and diversity
Attended/completed a course

N/A

| attended an anti-racism CPD session in my organisation facilitated
by Rachel Clarke, granddaughter of the first Black headmistress in
Wales and speaker on anti-racist leadership in education.

The session provided me with insights on the different forms of
direct and indirect racism, experiences of racism in the workplace
and what microagressions are. | learnt the difference between being
not-racist and anti-racist and taking an active role in challenging
racist behaviour.

It has sharpened my awareness of recognising bias, conscious or
unconscious, in different stages of the employee lifecycle such as
recruitment, promotion, performance management and overall
workplace culture. | find myself reflecting more on policies and
procedures and whether they are equitable or are enabling barriers
for particular ethnic groups/backgrounds. | am more proactive in
putting EDI at the forefront of everything | do as a people
professional and ensuring my organisation is working towards truly
being anti-racist.




