
Q1
As a people professional, my role is focused on building fair, respectful and effective workplaces where people feel supported and valued. According to Rees and French this involves “creating value and driving performance through people” by embedding evidence based, ethical practice in everyday HR decisions (Rees and French, 2023). The CIPD’s professional map reinforces this by highlighting that successful people professionals must be principle led, evidence based and outcomes driven using a combination of knowledge and behaviour’s. For example, this includes areas such as people practice, culture change, technology, ethical practice, inclusivity, professional courage. These all create positive organisational impact (CIPD, 2025e; CIPD, 2025e). As a CIPD member I am required to uphold the Code of Conduct. The code of conduct requires me to maintain high standards of integrity, confidentiality, ongoing professional development and ethical guidance. These are essential for maintaining trust and upholding the professions values (CIPD, 2023; Beevers, Rea and Hayden, 2025). Claire McCartney explains that people professionals should gather internal data, research, stakeholder insight and professional judgement to make well-rounded decisions rather than relying on assumptions and trends (kroon, 2002; McCartney, 2025). Legal frameworks such as the Equality Act 2010 and the ACAS codes of practice ensures that HR decisions are fair, inclusive, consistent and legally compliant to help prevent discrimination and support fairness for all employees. (GOV.UK, 2013; ACAS, 2025). However, it is important to recognise the limitations of the people professional role. My purpose is to advise, guide and enable managers to make fair informed decisions, not to take over their managerial responsibilities. While I can influence and support good practice the accountability for day-to-day people management still sits with the team leaders.

In a developing company like Nexxobyte where team leaders currently follow inconsistent practices, my contribution would be to develop clear procedures, support the management capability of leaders and placing an evidence based, ethical approach across recruitment, learning and development. This is especially important to Nexxobyte , where rapid and unstructured growth has resulted in uneven access to training, inconsistent recruitment practices, rising employee concerns and the loss of valuable staff. By applying people professional principles, I can help introduce structure, fairness and consistency while ensuring managers feel supported rather than replaced. 

This will help stregnthen trust, reduce complaints and support a more inclusive, consistent and positive workplace culture that meets both professional expectations and legal requirements. 


Q2 . 
Two core values that I consider essential to my success at Nexxobyte are integrity and fairness.
 Integrity matters because people in HR rely on me to be honest, reliable and transparent. The CIPD (CIPD, 2023b) highlights integrity as a core expectation of ethical people practice. For me integrity means doing the right thing even when it is uncomfortable, being open about how and why decisions are made, declaring risks or conflicts and protecting confidential information. Consistently demonstrating this through clear rationale for decision, careful management of sensitive information and objective, evidence-based advice will help me build credibility and strengthen trust with both managers and employees across the organisation. In practice this shows up in my behaviours as giving evidence-based advice not just telling people what they want to hear, documenting my rationale for decisions, challenging inconsistency or bias respectfully and escalating issues where needed. This is especially important for Nexxobyte to meet Aisha’s requirements for clearer processes and a more professional approach to managing people (Rees and French, 2023). Applying integrity will inform my work by making me more competent through consistency, evidence-based decision making, more diligent by carefully checking facts and records before advising and more honest in pointing out risks, non-compliance or unfair practices even if that feedback is difficult to hear (CIPD, 2022).

Fairness is another value that will strongly influence how I work. The CIPD Good Work Index highlights that employees need fair and consistent treatment to feel secure and motivated employees (CIPD, 2025f). At Nexxobyte the three teams have all been managed differently so applying fairness means creating more consistent approaches to flexible working, recruitment access to opportunities, clear criteria for decisions and taking individual circumstances into account without making exceptions that cannot be justified. It also means responding to employee concerns in a balanced way and helping managers follow the same standards. In practice this looks like checking data to spot patterns of inequality, using structured decision-making tools to reduce bias and explaining decisions clearly so people understand what was decided and why.  By bringing fairness into everyday actions I can help reduce complaints, improve morale and strengthen retention. Areas the company has been struggling with. Being consistent and fair will also make my people practice more diligent, evidence based and transparent when handling concerns, complaints and appeals (CIPD, 2021). Together these values will help me build a supportive, ethical and structured people practice that can grow with the organisation. (Grover, 2019b). Over time this will reduce inconsistency across teams and foster a culture where employees trust HR to act with fairness and integrity. 

Q3 
Communication is essential If I am going to be a firm and trusted voice for people practice at Nexxobyte. People professionals need to influence managers and guide decisions using evidence, ethical judgement and recognised professional standards (Young, 2024).  This is why my communication must be informed, it shows that my advice is based on accurate HR data, current legislation and trusted people practice guidance. When I can explain the reasons behind change, such as the risk of inconsistent management or unequal access to development managers are far more likely to understand the issue and take action. (Mitchell, 2019). My communication also needs to be clear. Clear communication reduces misunderstandings, prevents conflict and supports better decision making something Nexxobyte especially needs as each team has been working differently for some time. Being confident is equally important because it helps managers feel that HR advice is credible and reliable. Confidence allows me to challenge poor practice, raise concerns early and explain risks without hesitation even in more sensitive conversations (Mitchell, 2019). 

If I am unable to communicate effectively there could be consequences for both me and Nexxobyte. For me, unclear or hesitant communication undermine my credibility, and managers may not trust or follow my advice. This could weaken my influence, limit the improvements I can support and reduce my effectiveness as an HR/L&D Advisor.

 For Nexxobyte the consequences could be wider. Inconsistent practices may continue, morale could fall and Nexxobyte may lose more skilled staff. The CIPD (2023) warns that poor communication can also increase legal and reputational risks if unfair or inconsistent decisions go unchallenged. This shows why strong communication is not optional, it is essential for protecting both people and Nexxobyte (bbc, 2024). 

Overall communicating in an informed, clear and confident way will help Nexxobyte move towards fairer, more consistent and more professional people practices as the organisation continues to grow. By strengthening how I communicate I can help embed better standards, support managers more effectively and build trust in HR as a reliable and ethical function (bbc, 2024).

Q4 
If I had been working at Nexxobyte when incidents occured I would have felt a strong responsibility to act as both situations involved behaviour that was clearly unethical and in one case illegal. As a people professional the CIPD expects me to challenge unethical behaviour and protect fairness, transparency and trust in the organisation (CIPD, 2024).  Addressing these issues early would have helped maintain a healthy workplace culture and prevented further harm to employees and business. In the first situation the manager who approved expensive training only for his “favourites” was behaving unfairly and inconsistently which can easily lead to resentment, low morale and damaged trust across the team. Unfair or inconsistent treatment may even breach legal obligations if it relates to protected characteristics (ICO, 2021). I would have gathered clear evidence by reviewing past L&D decisions and looking for patterns. After this I would approach the manager privately in a calm, professional way to understand his reasoning and explain the risks his behaviour creates. If the behaviour continued, I would escalate the concern to Aisha especially as she is already working to improve management capability. I would also recommend introducing a clear and transparent training approval process, so every employee has equal access to development opportunities (ICO, 2021).

The second situation where an employee using work time and Nexxobyte’s equipment to run their own private business is far more serious, as it involves potentially criminal behaviour and represents a clear breach of trust. GOV.UK guidance describes criminal offences and serious misconduct as issues that count as whistleblowing concerns meaning they must be taken seriously and reported through the correct channels (GOV UK, 2024). Misusing company resources can also be considered gross misconduct which requires a formal and fair disciplinary investigation under ACAS guidelines (ACAS, 2024).  If I had been aware I would have collected information carefully such as device logs or witness statements while keeping everything confidential. I would raise the concern immediately with Aisha and Kit due to the legal and reputational risks. I would also recommend following the ACAS disciplinary process and reviewing Nexxobyte’s policies on equipment use, confidentiality and conflicts of interest (ACAS, 2024). 

In both cases I would raise concerns respectfully but firmly using facts rather than opinions. I would normally follow the usual management route but if concerns were ignored or if senior leaders were involved I would use the organisations whistleblowing procedures. The Public Interest Disclosure Act 1998 protects workers who report wrongdoing that effects the wider organisation such as criminal offences or breaches of legal obligations (Legislation.gov.uk, 2011). Throughout these conversations I would be clear, professional and solution focused.
For example, in the favouritism case I might say “I’ve noticed a pattern in recent L&D decisions where certain staff are regularly approved for costly training while others are refused without clear reasoning. This creates fairness and legal risks, and ACAS guidance highlights the need for consistent decision making. I’d like us to consider creating a transparent approval process to protect everyone. In the more serious misconduct case, I would say “I have evidence that an employee has been using work hours and Nexxobyte equipment to run a private business. This may be a criminal offence and needs to be formally investigated. We should follow the ACAS disciplinary process to protect the organisation. By handling both issues in a professional, evidence based and legally informed way I would be helping to protect Nexxobyte’s culture, reputation and long-term success.


Q5 
A constructive way to respond to the managers comment is to explain that treating people well at work is not about “Feel-Good policies” but about human behaviour, motivation and proven business performance. Research consistently shows that when employees feel included, valued and fairly treated they work better, stay longer and contribute more (www.wei.manchester.ac.uk, n.d.). 

From a human perspective people are more motivated when they feel respected and supported. Self-determination Theory show that motivation grows when three basic psychological needs are met (Autonomy, competence and relatedness 

(CSDT, 2025). When people feel trusted and capable, wellbeing rises and burnout reduces. Havard research on psychological safety also shows that employees perform better when they feel safe to speak up and share ideas without fear (Quelch and knoop, 2019). These conditions create more engaged, confident and cooperative teams.

Fair treatment also increases loyalty. Inclusion studies by researchers such as Quinetta Roberson, Lisa Nishii, and Meghna Sabharwal show that employees who feel valued report higher morale, stronger belonging and lower turnover intentions (Watts, 2019; Nordell, 2019; Rauhaus, McDonald III, and Hatcher, 2019). This aligns with CIPD guidance that inclusive workplaces help people feel safe, belong and perform at their best.

These human benefits directly boost business outcomes. Gallup shows that low engagement caused by feeling undervalued harms productivity while valued employees contribute more energy and higher-quality work (TH E VOICE OF TH E WOR LD ’ S E M PLOY E E S, n.d.).  ACAS also confirms that inclusive workplaces are more successful with better problem solving, motivation and retention. Harvard psychological safety findings shows that teams who feel safe and respected outperform those working under fear or pressure (Edmonson, 2019). 

The financial evidence is also strong. McKinsey’s Diversity report found that organisations with inclusive culture and diverse leadership financially outperform others due to better decision-making innovation and talent attraction (Harriott, 2019). UK government research also links employee wellbeing to improved performance, reduced costs and greater innovation. Leaders such as Rosalind Brewer highlight that inclusion is a business strategy because valued employees stay longer and innovate more (MasterClass, 2020). 

In summary, employees do not perform better when support is removed. They perform better when they feel valued, trusted and treated fairly. Across psychology HR and business research the message is consistent. Inclusion and fairness lead to motivated people, stronger teams and better organisational results. 










Q6 
[image: A policy design checklist with different colored squares

AI-generated content may be incorrect.]When designing Nexxobytes new L&D initiative I would make sure it is genuinely fair and inclusive by actively listening to what people need. Following Laura Hilgers Policy Design Checklist, I would start with a short survey anonymous so everyone not just the most confident can share their experiences, barriers and ideas. Lauras checklist stresses the importance of first understanding the people affected and gathering proper insight before making any decisions which is exactly why an anonymous survey is the best first step. (How to Succeed in the Senior Civil Service, n.d.). 
This follows UK advice that employers should involve staff when developing inclusive workplace policies (Cairney, 2023). I would then run small focus groups with engineers, managers and admin staff to explore these issues in more detail and understand what gets in the way of learning in different teams. I would also think that people who may have specific needs such as employees with disabilities or caring responsibilities are ensured that reasonable adjustments are built into the design. The Equality Act requires fair access to training and support for those who need adjustments. So, considering these needs early on is essential (GOV.UK, 2013b). To make sure the policy aligns with good practice I would also look at how similar UK organisations structure thinks, like training budgets, paid learning time and approval processes. This mirrors CIPD guidance that L&D policies should be practical, transparent and based on evidence (Hayden, 2024). I would also speak with managers to understand operational pressures so the final policy is easy for them to apply day to day. Bringing all this together, the surveys, focus groups, benchmarking and the manager input to help ensure the policy reflects real needs and avoids assumption.

After policy is launched, I would check whether it is reaching everyone, whether it is working well for everyone and whether it is doing what we intended to do. I would start by looking at participation data across all teams to spot any groups who might be missing out. UK workplace guidance is clear that organisations should monitor how inclusive policies are working and make changes if they are for delivering fairness in practice. I will then run a quick pulse survey to ask employees if they understand how to access L&D, whether they feel supported and if they have experienced any new barriers. This helps check not only usage but also peoples personal experiences. I would also speak with managers to see if they are applying the policy consistently or if they need clearer guidance (How to Succeed in the Senior Civil Service, n.d.). CIPD highlights that inconsistent management can lead to unequal access to learning, so manager feedback is important (Hayden, 2024). Finally, I would check any complaints, queries or patterns raised with HR as these can highlight issues early. Based on everything I learn I would make improvements such as clearer communication or adjusting how learning time is allocated and share a brief update. This ongoing check and improve cycle helps keep the L&D initiative fair, inclusive and genuinely useful for everyone (ACAS, 2022). 




Task 2




Q7
	
	Associate

	Inclusivity
	I try to involve everyone and make sure people feel included, especially quieter team members or those new to the service. I make an effort to check in with people and ensure no one feels overlooked.

	Valuing Diversity
	I recognise the different backgrounds and experiences shape peoples needs. I adapt my communication and try to be sensitive to personal circumstances.

	Building Relationships
	I build trust by being friendly, reliable and easy to approach. I maintain confidentiality and build rapport with candidates, managers and admin colleagues.

	Sharing Knowledge
	I enjoy explaining processes clearly and helping others understand HR standards and procedures. I try to simplify information for managers and new starters.

	Conflict Resolution
	I try to stay calm and neutral, but I sometimes avoid challenging behaviour as it concerns me it may cause tension.

	Psychological Safety
	I try to make people feel safe to raise challenges or ask questions. I respond calmly and never dismiss concerns.




I reviewed my behaviour against the CIPD working Inclusively standards using self-reflection and feedback from my line manager who works closely with me. Their feedback helped confirm my strengths in inclusivity valuing diversity, relationships, knowledge of sharing and psychological safety. Together we identified conflict resolution confidence as my main development area. This review gave me a clearer understanding of my inclusive practice.


Q8 
My research shows that the people profession is evolving in several ways. One major development is that HR is moving from a mainly administrative function to a far more strategic and transformative role. The CIPD explains that people professionals are increasingly expected to act as strategic partners, influencing organisational decisions, shaping people plans and helping leaders navigate change rather than simply managing processes (CIPD, 2025a). For my own development this means strengthening my strategic capability by becoming more confident analysing people data, linking HR insights to business priorities and improving my ability to influence managers with clear, evidence-based advice.

A second key development is the growing importance of digital capability especially in relation to AI, data analytics and new HR technology’s. Conference insights show that AI, digital tools and people analytics are becoming central to workforce planning, recruitment and employee experience and that HR professionals must be able to guide teams confidentiality through digital change (Team G-P, 2025). This means I need to build stronger digital literacy, learn how AI is reshaping the employee lifecycle and develop more confidence interpreting data to support decisions making.

Overall, these changes show that the people profession is becoming more strategic and more digital. To keep up, I need to continue building my strategic thinking, grow my confidence with data and technology and develop the skills to support digital change in my organisation. 



Q9 
Reflecting on my behaviour and the feedback from my line manager along with the research I carried out in Q8 I now have a clear picture of my current strengths and where I need to improve as a people practitioner. My strengths sit mainly in the inclusive behaviours I use every day. I naturally involve others, value different perspectives and build strong relationship. I explain processes clearly and share knowledge in a way that helps others feel supported which contributes to a sense of psychological safety. These strengths help me work well with colleagues, candidates and managers and allow me to create positive environment. However, the reflection also highlighted some development needs. My main weakness is hesitating to challenge issues or have difficult conversations when conflict arises. This effects my confidence in addressing concerns early. My research showed that the people profession is becoming more strategic and more digitally focused, so I also need to strengthen my skills in analysing data using digital tools and applying a more strategic mindset to my work. Overall I have strong interpersonal and inclusive foundations but I now need to build confidence on conflict resolution, grow my digital capability and develop more strategic thinking to meet the evolving expectations of the people profession. 


Q10. 
To support my development in the next 6 months I have chosen two key activities that align with both my self-assessment and my preferred way of learning. First, I will focus on building my confidence in handling conflict and challenging behaviour as this was identified as my main development need. Because I learn best through practical, hands-on experience, I will use role-plays shadowing opportunities and real-world practice to strengthen my approach. Second, I will develop my digital and analytical skills so I can work more strategically and make better use of people data. My mixed learning preference tasks and quick informal resources such as videos or podcasts as I can then combine structured online modules with applying data tools directly in my HR work. I chose these two developments because they address both the behaviours I need to improve and the skills the people profession increasingly requires and they will help me grow into a more confident, capable and future focused people practitioner. 


Q11 
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Elizabeth Thomas CIPD Record

		Record Name		Date		Profession Map Area		Type of Learning Experience		Evidence		If you have a web page you'd like to reference, add the URL below (to open the link, right click and choose open in a new tab).		1.	What is the learning experience you're reflecting on?  (eg, researching a topic, work you've recently done, an event you attended, a podcast you've listened to)		2.	What did you learn from this experience? (suggest 180-220 words)		3. How does this change the way you'll work in the future? (Suggest 180-220 words)		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)?Â (Suggest 100-150 words)		State

		AAT Level 2 Accountancy Course		2024		Evidence Based Practice / Core Knowledge		Formal Qualification		Course Completion Certificate		N/A		This reflection focuses on my completion of the AAT Level 2 Accountancy course. I chose this qualification to strengthen my confidence and accuracy  with financial information. The course covered essential accounting principles, data entry, reconciliations, spreadsheet work and financial controls. This was a structured programme with assessments, guided learning and regular practice activities designed to build foundation level accounting skills. 		Completing the AAT Level 2 course helped me develop a much clearer understanding of how financial information is processed, recorded and checked. I learned core accounting principles such as double entry bookkeeping, managing ledgers, handling invoices and recognising errors in financial data. This also improved my confidence with spreadsheets, formulas and presenting financial information accurately. A key learning point was understanding how financial records connect to organisational decisions, budget management and payroll processes. This experience also strengthened my attention to detail as the assessments and practical tasks required accuracy and careful checking. I became more comfortable working through financial calculations and understanding the importance of consistency and maintaining clear audit trails. The course taught me to approach financial tasks more systemically by breaking information down into steps. Overall this learning helped me see how HR and finance overlap, especially when dealing with payroll amendments, allowances, employee records and leave based calculations. I now have stronger foundation in financial literacy which supports my ability to work confidently and more indepenently across HR tasks that involve numbers. 		This course has made a noticeable difference to how I approach finance related HR tasks. I now feel more confident checking payroll information, reviewing financial forms and ensuring the figures I handle are accurate. I work more carefully and systemically, taking the time to verify data before submitting anything to payroll or finance. This has already helped reduce errors and improved the quality of information I pass on to colleagues. I am also more comfortable assisting others who are unsure about financial calculations or spreadsheets which helps the team work more smoothly. Having  this financial understanding means I can now anticipate potential issues earlier such as incorrect allowances, inconsistencies in employee records or incomplete information on forms. This allows me to seek clarification sooner and avoid delays further down the line. Looking ahead I feel better placed to take tasks that involve more responsibility, such as supporting more complex HR enquiries, understanding the financial impact of HR decisions and contributing more confidently to discussions that involve budgeting or workforce planning. Overall this learning experience strengthens both my independence and my ability to support the wider HR team.		This learning has already had a positive impact on my team. By improving my financial accuracy and confidence I am able to complete tasks more efficiently and reduce the need for corrections or follow up from finance colleagues. I can also help others who may feel less confident with numbers or spreadsheets which supports a more consistent service and eases pressure on the team. In the long term this knowledge will help me contribute to smoother HR processes particularly those involving payroll, allowances and employee changes. A stronger understanding of finance which benefits the organisation as a whole.		Completed

		Temporary Promotion On-Call Recruitment 		2025		Employee Experience / Resourcing / Core HR Expertise		Work Based Learning		Temporary Promotion Letter		N/A		This reflection focuses on the temporary promotion I undertook to support the recruitment of on-call firefighters. This role exposed me to a wide range of HR processes and gave me hands on responsibility for coordinating the full recruitment cycle. I work closely with managers, candidates and different stations to organise POEST, medicals, DBS checks, references and onboarding steps. It was a practical, real time learning experience that pushed me to build new skills quickly and apply HR policies and procedure in day to day decisions. 		This development opportunity had a major impact on my learning and confidence. I gained a much deeper understanding of HR processes especially recruitment policies, compliance rules and the steps to move candidates smoothly through each stage. I learned how to manage large amounts of information, track deadlines, prioritise completing demands and communicate clearly with both candidate and manager. Handling different elements of the recruitment cycle also strengthened my organisational skills. I became more proactive in checking validity dates for DBS checks, medicals and fitness tests. I learned how to prevent delays by spotting issues early. Working with multiple stations helped me understand the operational side of the organisation better, including the challenges managers face when staffing their teams. This role also improved my confidence in decision making. I often needed to solve issues quickly, explain policies clearly and provide guidance to candidate in a supportive but firm way. Through this experience I broadened my knowledge of HR procedure, strengthened my professional communication skills and developed a much better understanding of how consistent and fair process support a positive candidate experience. 		This experience has made me more confident, organised and proactive in my HR work. I now understand recruitment processes far more deeply which means I can manage tasks independently  and anticipate problems before they happen. I feel more comfortable taking the lead, communicating with managers and explaining policies clearly to candidates. This has improved both my professionalism and my ability to provide a consistent reliable approach. I approach work load management more effectively after this experience, using clearer tracking methods and maintaining stronger communication with the people involved. I also feel more confident making decisions, escalating concerns when needed and taking responsibility for moving candidates through each stage of the process. In particular, the experience showed me the importance of staying calm under pressure and keeping processes moeving even when timelines are tight. It also helped me understand how valuable clear, timely communication is in maintaining positive relationships with stations and candidates. This experience has also motivated me to focus on my longer-term development as i now feel more prepared for roles that involve coordinating multipple priorities, supporting managers more confidently and handling more complex HR tasks. In the future I will apply these skills by continuing to streamline recruitment tasks, maintaining clear communication with stations and making sure candidates receive timely, accurate information. This experience has also encouraged me to continue developing within HR as I now feel more prepared for roles that involve higher responsibility and more complex work.		This development has strengthened the recruitment process and reduced pressure on the wider HR team by allowing me to manage key parts of on-call recruitment more independent. My improved knowledge helps maintain consistency and fairness across stations which supports both the organisation and candidates. Clearer communication and better organisation have helped reduce delays and improved candidate experience. In the long term this promotes a more efficient and professional recruitment service, supports workforce planning and contributes to a smoother operational process for stations relying on new recruits. I have also shared what i learned with colleagues so that good practice can be used more widely across the team. Going forward I plan to review parts of the process that still cause delays and suggest small improvements where needed. By doing this, the benefits of my learning can extend beyond my own role and help sytrengthen the overall quality and consistency of recruitment within the organisation. 		Completed






