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Task 1

(AC1.1) As part of her actions to improve systems and procedures at Nexxobyte, Aisha has established monthly on-site Management Team meetings to be attended by her, Kit, you and the three Team Leaders. She would like you to make a short presentation at the first meeting ‘appraising what it means to be a people professional, and some of the ways you can contribute at Nexxobyte.’  
Provide a written response covering the points you would include in this presentation.

Being a people professional is about showing how the values, behaviours and knowledge support positive working relationships, fairness and the success of the organisation. The CIPD (2023a) defines people professionals as individuals who act as role models of ethical behaviour, applying professional judgement and evidence-based practice to create value for the people and the organisation.
At Nexxobyte, this means setting standards of professionalism in how people are managed and developed. The role involves applying the CIPD Profession Map’s core behaviours which are ethical practice, inclusivity, valuing people and working inclusively, whilst also showing professional courage and influence when advising senior leaders (CIPD, 2023b). One main involvement will be introducing consistent HR policies and systems to replace the current ad-hoc approaches. By doing this, Nexxobyte can ensure fairness, reduce risk and build trust amongst employees.
An HR Adviser can also contribute by promoting a culture of continuous learning and development. By ensuring managers are supported through skills training and coaching, it will help them build confidence in people management. This reflects the principle of “stewardship of people” - ensuring employees’ wellbeing and capability development (Ulrich et al., 2021). Encouraging managers to use performance discussions, objective setting and recognition practices should create greater engagement and retention.
Another important aspect of being a people professional is using evidence-based practice to inform decisions. This means collecting and analysing data, such as turnover rates, engagement levels or feedback from exit interviews - to identify trends and propose effective interventions (CIPD, 2023a). For example, reviewing complaints data at Nexxobyte could help pick out where inconsistent management practices are causing dissatisfaction.
Finally, people professionals add value through ethical leadership and acting as a “critical friend” to management (CIPD, 2021). At Nexxobyte, this is where they need to challenge inappropriate practices respectfully and model the behaviours expected of others - transparency, fairness and respect. In summary, being a people professional means combining technical HR expertise with integrity, emotional intelligence and a commitment to continuous improvement.
(AC 1.2) You are excited by your new role and whilst you can see that there is a lot to do, you feel ready for the challenge. 
Discuss two of your personal or ethical values that you believe will help you in your new role, and how consistently applying these will inform your people practice work at Nexxobyte. 
Two personal and ethical values that would have a big impact in my role as an HR/L&D Adviser at Nexxobyte are integrity and fairness. These values are central to professional behaviour and align with the CIPD Profession Map (CIPD, 2023), where it highlights that ethical practice and valuing people are core behaviours of people professionals.

Integrity is about how we can be as clear, consistent and honest as we can be in our actions and decision making. As a HR advisor this would involve giving advice based on facts rather than individual opinions, whilst also being honest about risks or compliance issues and ensuring confidentiality throughout processes. Integrity helps to build trust and credibility with both managers and employees (Hosmer, 1995). In practice at Nexxobyte, a HR advisor would apply integrity by making sure the performance, recruitment and development processes are based on objective criteria rather than favouritism. For example, if a manager attempted to approve training for certain employees without reasoning, this should be respectfully challenged by using data and following policies to ensure fair access for all. By holding integrity throughout, it would show that HR decisions are reliable as well as ethical, which would then in turn encourage trust amongst employees throughout the organisation.

Fairness is about how we support inclusion in an organisation and having respect for others. According to ACAS (2024), fairness in people management promotes equality of opportunity and contributes to a positive organisational culture. At Nexxobyte, fairness means making sure that all staff, regardless of their manager or team, have equal access to opportunities such as learning and development, flexible working and feedback. By consistently continuing to apply fairness, it will help reduce the perceptions of bias and the inconsistency that currently exist there.

Putting these values into practice will also support ethical decision-making. Ferrell et al. (2021) suggests that when professionals base decisions on clear personal and organisational values, they are more likely to act in the long-term interest of both people and business outcomes. By using integrity and fairness as a baseline at Nexxobyt, HR could make sure that decisions made respect both individual rights and organisational objectives.

Overall, being consistent in applying integrity and fairness in work at Nexxobyte will help establish a professional HR function that employees can trust, management value and that it aligns with the organisation’s growth ambitions.

(AC 1.3) Aisha has emphasised that she wants you to be a ‘a firm voice for people practice at Nexxobyte’. This means communicating with the management team in an informed, clear and confident way to convince them of the need for change and new ways of working. 

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

Effective communication is the main and most important skill for all people professionals as it allows HR professionals to influence, inform and build trust across all levels of an organisation. The CIPD (2023) highlights that communicating in a clear, credible and confident manner is core to the Professional Courage and Influence behaviour in the Profession Map. This will be essential at Nexxobyte to encourage the management team to implement fair and consistent people practices.

Clear communication is when information is expressed in an accessible way, and a way that is structured and relevant to the audience. Confident communication is being assertive but not aggressive and having the courage to share professional opinions even when they may be unpopular (Adair, 2009). As the new HR Adviser, the individual would need evidence-based recommendations that show how important it is to have structured HR policies and inclusive practices in place. For example, when discussing the need for fairer Learning and Development processes, they would use employee feedback and turnover data to explain why consistency supports both staff performance and retention.

Theirs two main reasons why this type of communication is very important. Firstly, clear and confident communication helps make sure that HR has a positive influence within the business. This enables managers to see HR not just as an administrative purpose but as a strategic partner contributing to business success (Ulrich et al., 2021). This will support a positive culture, where both collaboration and respect are included.

Secondly, effective communication avoids confusion and makes changes easier for everyone to understand. If messages about new processes or expectations are unclear, managers may feel threatened or confused which could lead to poor compliance or disengagement (Clampitt, 2016). By explaining things in a simpler, evidence-based way that is supported by real examples and data, people are more likely will help to trust the decisions made and be more open to supporting the changes.

If communication is not clear and confident, there could be significant consequences. For the HR advisor it could damage their credibility and limit their ability to influence decisions that management make. For Nexxobyte, unclear communication could result in an increase in employee dissatisfaction, higher staff turnover and inconsistent practices. 

To summarise, confident and well-informed communication allows people professionals to build influence, ensure understanding and promote positive change, which is all essential for Nexxobyte’s success.



         (AC 1.4) During a conversation with the two administration staff, you learn more about some of the problems there have been at Nexxobyte. Some of these involved unethical behaviour (one manager regularly approving attendance at expensive training events and conferences for his ‘favourite’ team members, whilst consistently refusing similar requests from others) and even some illegal activity (a former employee using Nexxobyte work time and equipment to operate his own separate business).

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

As a people professional one of the main responsibilities is to act with integrity and to make sure that ethical and legal standards are maintained across the board. The CIPD (2023) identifies ethical practice as a core behaviour within the Profession Map, which requires HR practitioners to act as role models and challenge behaviours that conflict with professional standards.

If the HR advisor had been employed at Nexxobyte during the time where a manager was showing favouritism in training opportunities and an employee was using company time and resources for personal business, they would ensure both issues were raised and approached in an evidence-based and confidential way.

For the first issue (unethical favouritism), the HR advisor would begin by gathering clear evidence, which would include records of training approvals or emails showing inconsistent decision-making. They would ensure to approach the issue in a calm and factual manner and go on to informally raise the issue with the manager involved in hope the manager would reflect and improve. According to ACAS (2023), addressing issues informally often resolves matters quickly whilst maintaining working relationships. If the manager continued the behaviour, the HR advisor would escalate the matter formally to senior management (Aisha or Kit) or through a disciplinary or grievance process whilst making sure documentation was accurate and thorough.

A potential illegal misuse of company resources would be treated as a serious misconduct matter. It would involve gathering evidence, maintaining confidentiality and following the disciplinary or whistleblowing procedures that Nexxobyte have in place. The Public Interest Disclosure Act (1998) protects employees who report wrongdoing in good faith. The HR advisor would make sure that the issue was reported through the correct channels and that a fair and consistent investigation was carried out. 

Going forward steps would be taken to make sure an ethical culture is promoted at the company. Policies would need revising, ethics training would need to be provided, and clear expectations would need to be communicated to all staff. Ethical awareness can be reinforced through leadership example, clear decision-making and open dialogue (Ferrell et al., 2021).

Addressing unethical and illegal behaviour quickly and professionally by ensuring fairness and compliance are at the core for strengthening workplace practices Nexxobytes reputation would be protected and their employees also.  


     (AC 2.1) You are pleased that your presentation at the manager’s meeting (see Q1) was well received. However, one manager has since commented in the Manager Chat group, “We don’t really need to change anything - the company is doing well financially and anyway people work much harder when they are not protected by a load of feel-good policies and procedures.” You want to respond to this comment in a professional and informative way which may help to change these views. 

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

Creating a work environment where people are treated fairly, feel valued and included is essential for both individual wellbeing and organisational performance. The CIPD (2023) puts emphasis on inclusion and fairness being core to effective people practice, as they build trust, engagement and commitment amongst employees.

Employees who feel valued and respected are likely to be more motivated, experience higher job satisfaction and show loyalty to their employer. Maslow’s hierarchy of needs (1943) shows that belonging and esteem are fundamental human motivators. When these are met, employees are more likely to have higher levels of performance and creativity at the workplace. Similarly, Herzberg’s two-factor theory (1959) suggests that fair treatment, recognition and personal growth opportunities act as key motivators, while unfairness or exclusion can lead to lack of motivation and high turnover.

Feeling included at the workplace also supports mental wellbeing. According to ACAS (2024), inclusive workplaces reduce stress, conflict and sickness by promoting a sense of belonging and emotional safety. When workplaces encourage and environment where people can be themselves and are confident what they contribute is valued, they are more likely to be willing to share ideas and support others. This is particularly important at Nexxobyte, where unreliable management practices have created perceptions of unfairness. By promoting inclusion, the company can rebuild trust and reduce employee complaints.

From a business perspective, inclusion and fairness drives productivity, innovation and reputation. Research by Deloitte (2020) found that organisations with inclusive cultures are twice as likely to meet or exceed financial targets and six times more likely to be innovative. Fair and transparent policies also reduce the risk of grievances, legal claims and turnover costs (CIPD, 2022). In Nexxobyte’s case, applying consistent and inclusive policies will support retention and make sure all staff have fair access to development which will enable all teams to perform at their best.

Inclusivity also improves the employer brand. A reputation for fairness and equality draws in diverse talent, increases customer perception and aligns with ethical and social responsibility standards (CIPD, 2023). This will be vital for Nexxobyte’s continued growth and competitiveness in their sector.

In summary, inclusion and fairness benefits people through improved wellbeing, motivation and trust which benefits the business through stronger performance, innovation and reduced risk. Both outcomes support each other, making inclusion a strategic necessity rather than a “feel-good” initiative.


(AC 2.2) Following several of the complaints about unfair practice in relation to staff training, Aisha has asked you to devise a fair Staff Learning & Development Policy, which will include all staff members and will set out factors such as: allowable paid time for development activities, individual training budgets, type of learning activities that can be included, etc.   

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

Planning a fair and inclusive Learning & Development (L&D) initiative at Nexxobyte involves careful planning to make sure all employees have equal access to opportunities, regardless of team, role or personal circumstances. The CIPD (2023) highlights that inclusive HR practices enable people to develop their skills and contribute fully to the organisation, which supports both engagement and organisational performance.

Steps to design a fair and inclusive initiative:

· Needs analysis and consultation: Collect input from employees, managers and directors to identify learning needs, preferences and potential barriers. This can be done through surveys, focus groups or one-to-one discussions. Consultation ensures that the policy is guided around real needs rather than assumptions, fostering a sense of ownership and fairness (Armstrong & Taylor, 2020).

· Clear, transparent policy framework: Define eligibility, types of development activities and available budgets. For example, specify the number of paid hours for training, allowable courses and procedures for approval. By making these rules transparent, it reduces the perception of favouritism and supports fair access.

· Inclusivity considerations: Make sure that the initiative accommodates diverse learning needs. For example, provide a mix of in-person and virtual options, allow flexible timing and consider employees with disabilities or caring responsibilities. Embedding inclusivity supports the legal and ethical standards, such as the Equality Act 2010 (Gov.uk, 2010).

· Objective criteria for allocation: Develop a consistent process for approving training requests based on relevance to role, personal development plans and organisational priorities. Objective criteria reduce the risk of bias and ensure fair opportunities for all staff (CIPD, 2022).

· Manager training and support: Provide managers with guidance on applying the policy fairly. This ensures consistency across teams, reduces misunderstandings, and reinforces a culture of inclusion.


Steps to check inclusivity after three months:
· Monitoring and data collection: Track participation rates across teams, roles, gender and other relevant diversity metrics to identify any underrepresented groups.

· Feedback surveys and focus groups: Collect feedback from staff on accessibility, fairness and effectiveness of the initiatives. Include questions on whether employees feel valued and included.

· Review against objectives: Compare participation and feedback against the intended outcomes. Identify any barriers or unintended exclusions and adjust the policy accordingly.

· Reporting and action: Share findings with the management team, highlighting successes and areas for improvement. Transparent reporting highlights trust and demonstrates commitment to fairness (ACAS, 2024).

By following these steps, Nexxobyte can create an L&D initiative that is fair, inclusive and aligned with organisational strategy, whilst ensuring ongoing improvement through evaluation and feedback.


Task 2

(AC 2.3) Using a combination of your own reflections and feedback from at least one other person, review your own behaviour against the six Associate-level standards for ‘Working inclusively’ in the CIPD Profession Map. https://www.cipd.org/uk/the-people-profession/the-profession-map/explore-the-profession-map/core-behaviours/working-inclusively/

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

To complete this review, I compared my own behaviour with the six Associate-level standards for Working Inclusively in the CIPD Profession Map. I also asked Khawaja Fariduddin, my boss and the principal dentist at my workplace to give feedback on how I work with others. His feedback helped me understand how my behaviour is viewed by someone with more experience.

Overall, the review showed I am naturally supportive, approachable and I try to make sure everyone feels comfortable working with me. Khawaja mentioned that I am good at listening to others and that colleagues feel they can ask me for help without judgement. This reflects the CIPD standard of treating people fairly and with kindness. I also recognised that I am consistent in how I communicate with team members, which helps build trust.

Another strength identified was my willingness to recognise and respect individual differences. For example, I try to adapt my communication style depending on who I am working with. Khawaja agreed with this and explained that this helps create a more inclusive atmosphere in the practice.

However, the review also helped me see areas where I need to develop. One of these is being more confident in challenging non-inclusive behaviours. Sometimes I notice issues, but I do not always speak up because I worry about causing tension. I also recognised that I could do more to encourage others to share their ideas, especially quieter team members. Khawaja suggested that building confidence in this area would help me contribute more to an inclusive culture.

In summary, the reflection and feedback showed that I have a good foundation in inclusive behaviour, especially in listening, fairness and respect. My development areas mainly relate to confidence and taking a more proactive role when promoting inclusion.


(AC 3.1) Research and identify two ways the people practitioner role (generalist or any specialist) is evolving. Summarise these two developments and the implications they have for your ongoing professional development. 

1. Increased Use of Data and Evidence-Based Practice
One significant development is the growing expectation for people practitioners to use data in decision-making. The CIPD (2023) notes that modern HR is increasingly relying on analytics to identify trends, predict workforce needs and evaluate the impact of HR initiatives. This shift means practitioners must develop analytical skills and be confident interpreting information such as turnover rates, engagement data and workforce metrics. For their own development, this means strengthening data literacy and gaining more understanding of how evidence supports effective people practice.

2. The Expanding Role in Employee Wellbeing and Experience
Another main development is the focus on wellbeing, employee experience and creating positive, inclusive cultures. Ulrich et al. (2021) highlight that HR is shifting from a mainly administrative function towards becoming a steward of people, wellbeing and organisational culture. This means people practitioners now play a key role in shaping supportive work environments, promoting inclusion and understanding employee needs. The implication for ongoing development is the need to build skills in communication, coaching and relationship management, as well as staying updated on wellbeing practices and psychological safety.

These developments show that the role is becoming more strategic, data-driven and people-focused. To meet these expectations, continued professional growth, confidence-building and ongoing training will be essential.




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

Using what I learned from the reflections and feedback in Q7, combined with the developments identified in Q8, I assessed my current strengths and weaknesses as a people practitioner.

One of my strengths is my ability to build positive relationships with colleagues. I communicate clearly, listen well and show empathy when people share concerns. These skills help me support others and create a welcoming environment. I also work well in a team and try to treat everyone fairly, which links closely to inclusive practice. Another strength is my willingness to learn and adapt. I am open to feedback, and I genuinely want to improve, which is important as the people profession is constantly changing.

A weakness I identified is my confidence in challenging poor or non-inclusive behaviour. I sometimes avoid speaking up even when I know something should be addressed. I know this is an important area to work on, especially if I want to contribute more effectively to a positive culture. I also recognised that I need to develop stronger skills in using HR and organisational data. Although I understand the basics, I do not yet feel confident analysing data or drawing conclusions from it. Considering that the people profession is becoming more data-focused, this is an important development need.

Overall, my main development areas are improving my confidence in speaking up, building stronger analytical skills, and developing a deeper understanding of wellbeing and inclusive practices.


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

Based on my self-assessment, I have identified two development activities I plan to complete in the next six months.

1. Completing a short course on HR data and analytics
I chose this activity because the profession is becoming more evidence-based, and I want to build confidence in understanding and using data. A short online course will help me learn how to interpret basic HR metrics and use them to support decisions. This will help me contribute more confidently to discussions about performance, engagement and improvement.

2. Attending training or workshops on inclusive communication and challenging behaviours
This activity will help me build confidence in addressing situations that may be unfair or non-inclusive. I chose it because my reflection and feedback showed that I sometimes hesitate to speak up. Training will give me practical strategies for respectfully challenging issues and professionally. It will also support my development in creating a more inclusive workplace environment.

(AC 3.4) Shifting your 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 the greatest impact on your behaviour and performance. 

Provide your reflections, attached to your assessment, as either:

•	your own format CPD record, edited to include just the two selected activities, or
•	a report (or reports) from the CIPD ‘My CPD Reflections’ tool. 


	CPD Activity
	Type of Activity
	Date Completed
	Description of Activity
	What Was Learned
	Impact on Behaviour and Performance

	Professional Growth Strategies
	Informal learning / self-directed development
	Within the last two years
	Explored strategies for professional growth, including goal setting, reflection and planning ongoing development. This involved reviewing guidance, attending webinars, and applying key principles to daily work.
	Learned how structured planning supports career development, improves decision-making and identifies personal strengths and areas for improvement, such as organisation and confidence.
	Became more proactive in managing development, setting clearer objectives and reviewing progress regularly. Increased confidence, improved task focus and enhanced interactions with colleagues while modelling professional behaviours.

	Ongoing Training and Education
	Formal training / continuous learning
	Within the last two years
	Completed workshops, refresher courses, and structured learning covering communication, teamwork, and workplace processes. This helped to maintain up-to-date knowledge and skills.
	Developed stronger communication and collaboration skills and gained a deeper understanding of workplace practices and responsibilities. Learned the importance of continuous learning for professional growth.
	Improved day-to-day performance, communication, and collaboration with colleagues. Became more confident in applying procedures and contributing to discussions, supporting consistent professional practice.
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