

AC 1.1

Professionalism in people practise is essential for Nexxobyte as the business grows. As the company faces challenges such as inconsistent management practices and a lack of standard procedures, effective HR approaches are key to providing stability, improving engagement and supporting the long-term success of the business. 

Nexxobyte is growing rapidly but there are some challenges to the business’s growth. As a people professional, my role encompasses managing people processes and also shaping the organisations culture, driving employee engagement and contributing to the overall success of the business. According to the CIPD profession map (2023) being a people professional means having the core knowledge, skills and behaviours to guide and support employees at all stages of their journey in the company. It is essential to demonstrate fairness, transparency and consistency in people practices while making decisions supported by evidence.

At Nexxobyte, fairness and inclusivity are crucial for addressing the current challenges faced by the business. The unequal access to learning and development has created a gap between teams and has led to frustration. By standardising people practices we will be able to deliver a consistent work experience for all colleagues and ensure there is equal access to learning opportunities. This demonstrates fairness and integrity and will improve team dynamics, efficiency and performance. I will also introduce pulse surveys, one to ones and team discussions to listen to feedback and base our future HR decisions on real data. This aligns with CIPD guidance that people metrics support a data driven, evidence-based approach to decision making in a sustainable and principled way (CIPD 2025).

To address the lack of standard procedures it’s important to translate professional standards into everyday practices. By implementing a more consistent HR systems, such as clear onboarding processes, performance management tools and structured career development pathways, we can create a more cohesive work environment (CIPD 2019). These standards will help align our team dynamics, improve team performance and ensure that management practised are consistent across all teams. The aim ius to foster a positive workplace culture where employees feel valued, engaged and motivated to contribute to Nexxobytes success. 

I look forward to working collaboratively with yourself, the board and all colleagues to create our company brand values to give us all a shared sense of purpose. I am confident that by embedding professionalism in the people practises at nexxobyte we can create a fair, transparent and consistent workplace culture. These efforts will support Nexxobytes growth, improve employee retention and help the company to achieve its long-term goals.

 
AC 1.2

Values are fundamental in people practice because they shape how decisions are made and how individuals interact within an organisation (Taylor & Woodhams page 153) As a people professional at Nexxobyte, I recognise that my values will guide my actions and decisions ensuring that I support both the team and the organisations growth. In my role, two values stand out to me as particularly important: integrity and fairness. By applying these values consistently, I can address the concerns raised by Aisha, improve management practices and foster a positive culture at Nexxobyte.

Integrity involves being honest, transparent and ethical in all actions, even when it may be difficult to do so (people management magazine, 2022). In my role at Nexxobyte, integrity will be crucial to guiding my approach to leadership and management practised. Given that the company is rapidly growing and has been operating without standardised procedures there is likely disparity in decision making and employee treatment. For example, Aisha is concerned about the lack of management capabilities which has led to inconsistent practices such as varying work arrangements and unequal access to learning and development resources. By maintaining integrity, I will be able to have open and honest conversations with both Aisha and the team managers about these inconsistencies, ensuring that any solutions are both ethical and transparent. This will help to create a culture of trust which is vital for improving morale and retention (CIPD 2024). Furthermore, integrity will guide me in addressing any ethical challenges, such as employee complaints. If I come across any instances where employees feel treated unfairly, I will respond with honesty and transparency, advocating for their concerns while balancing the needs of the organisation. In doing so I will also role model ethical behaviour to encourage managers to follow suit. 

Fairness is the value of treating people equally, without favouritism and providing everyone with the same opportunities (Taylor & Woodhams page 226). This value is especially important in Nexxobytes current situation where team managers have been allowed to manage their teams differently, leasing to inconsistent practices. For example, some employees may have access to learning and development opportunities while others do not, creating inequality amongst teams. In my role, applying fairness will mean ensuring that all employees have equal access to training and development opportunities and that any changes made to the organisations structure or management processes are done in a way that is fair for everyone. 

Fairness will also play a role in how I support team managers. None of the three team leaders had management training before starting their roles which has contributed to inconsistent practises. I can advocate for the introduction of standardised training for all leaders ensuring that they are all equipped to manage their teams in a consistent and fair way.  This approach will ensure all employees are clear on expectations and receive equal treatment.


AC 1.3

As a new HR advisor at Nexxobyte, which has operated informally for two years, communicating in an informed way demonstrates that my recommendations are not my personal opinions and they are grounded in professional standards, protecting both employees and the organisation. According to the CIPD (2025) employee communication is a vital HR function that boost engagement, performance, retention and wellbeing by keeping employees informed, connected and involved, especially during times of change. Being clear and confident will help to position me as someone who is strategic, credible and trusted. 

Without communicating clearly and confidently a potential consequence could be that managers might dismiss HR input as unnecessary bureaucracy. The team managers have been operating independently and with considerable freedom. If communicated in the wrong way this could feel like they are being criticised or that their autonomy is being taken away from them. They could resist the changes and continue their previous practices and undermine the changes in their team, Effective communication would help managers to understand the risks to the business of not changing, the benefits of standardisation and how improving management capability supports team performance. Changes cannot be implemented by HR alone, so it is vital that team managers understand and buy into the vision. 

HR professionals play a vital role is creating workplaces that are fair and inclusive for all employees and should undertake thorough reviews of policies and working practises to remove any unfair discrimination and bias from decision making (CIPD 2025). If change is not effectively communicated and adopted a potential consequence to the business could be a breach of employment legislation and consequently the potential for constructive dismissals claims due to unfair treatment and claims of discriminations due to inconsistent learning and development access. 

Communicating in an informed, clear and confident way is critical because it establishes credibility, reduces organisational risk, supports cultural consistency and enables sustainable growth. Failure to communicate in this way risks personal loss of influence and significant organisational consequences including legal exposure, reputational and brand damage, continued staff frustration and weakened business performance.




AC1.4

Had I been at Nexxobyte at the time of these issues and been made aware of them I would have had a professional and ethical responsibility to address issues which could potentially be considered misconduct. 
Regarding the issue of the L&D budget not being applied fairly I would approach this in a structured way to protect employees, the organisation and myself. I would begin by gathering factual evidence. While it may appear that a team manager is consistently approving expensive training and conferences for preferred team members while refusing others without objective justification, I would avoid making assumptions and instead focus on evidence to support or challenge this view. This would include reviewing training budgets, identifying patterns such as repeat approvals for specific individuals, comparing access to learning and development across teams and looking at whether any formal L&D policies exist.
After this, I would arrange an informal discussion with the team manager to raise the concern. During this conversation I would explore their criteria for approving leaning and development opportunities, assess whether business L&D needs are being met and also highlight any risks such as perceived bias, reduced morale and potential discrimination claims. I would ensure the tone remains constructive and coaching focused rather than accusatory. 
If this informal approach did not resolve the issue, I would escalate to a formal process. This would involve presenting the evidence to both directors, Kit and Aisha, emphasising the risks to employee relations, potential reputational damage and legal exposure. The CIPD argue that inconsistency and unfairness at work can impact trust and affect colleague wellbeing by causing stress.  I would recommend implementing a clear and transparent learning and development policy including defined approval criteria, budget tracking and equality monitoring to protect against the risks of discrimination claims, constructive dismissal claims and grievances. It would also mitigate the risk of further talent loss and absence as unfairness and inconsistency at work can also affect colleague wellbeing through stress and instability (CIPD 2017).
When addressing the alleged illegal activity, I would follow a similar evidence-based approach however I would take a formal route from the outset due to the seriousness of the concerns including data protection risks, reputational harm and the misuse of company resources. I would begin by establishing the facts, gathering evidence such as IT usage logs and reviewing contractual terms relating to the use of company equipment, conflict of interest and declaring secondary employment. If evidence supports the allegation, I would initiate a formal disciplinary investigation, informing directors of the potential breach, suspending the colleague if appropriate and conduct a fair and thorough hearing.
It would be important to follow the organisations disciplinary policy however if one did not exist, I would implement an appropriate procedure to ensure consistency and fairness (ACAS 2015). A formal process is necessary in this situation as failure to investigate thoroughly could undermine trust, expose the organisation to legal risks and signal the tolerance of misconduct. According to the CIPD a fair disciplinary process is not to create a culture of conflict but rather to let resolve concerns and let employees know where they are not meeting business expectations (CIPD 2024). 

My role would be to ensure due process is followed to protect all parties involved, not to make judgements. In both situations I would remain neutral and avoid taking sides to ensure fairness, compliance and consistency. I would use organisations policies as a foundation and use the opportunity to clarify manager responsibilities, reinforce boundaries and implement clearer and more consistent procedures.                                                     



AC 2.1

While it is great that Nexxobyte is doing well financially, a great achievement in just two years, this response doesn’t look at the long-term future of the organisation. The question isn’t whether change is needed because things are failing, but whether we want to build something more sustainable as the business grows. 
Research consistently shows that when people feel included, valued and treated fairly, performance doesn’t decline, it improves. For example, psychologist Amy Edmondson (2020) introduced the concept of psychological safety. Her research shows that when people feel safe to speak up without fear of blame or embarrassment, teams learn faster share their ideas more openly and make fewer costly mistakes. In a software environment where innovation and problem solving are critical this is a competitive advantage. 
Similarly, Frederick Herzbergs motivation – hygiene theory (Mullins & Rees, 2023) highlights that fairness, good management and clear policies don’t ‘spoil’ people, they just remove dissatisfaction.  When basic fairness is missing, employees disengage or leave. When it is present, they are more able to focus on achievements and performance.
There is also strong evidence linking inclusion with business results. According to the CIPD, when all employees are able to share their knowledge and perspectives it helps organisations to make better decisions and understand their customers better. This is vital for Nexxobyte to continue to grow and thrive. For Nexxobyte, where losing skilled engineers is costly and disruptive, this matters financially as well as culturally.
Clear and consistent procedures are not about wrapping people in feel good policies. They reduce risks of grievances, discrimination claims, inconsistent pay and learning and development access. They also protect managers by giving them a fair framework for decision making, improves staff retention and employer reputation and ultimately supports business growth.
The equity theory (Marchington, 2025) argues that when people perceive unfairness, it reduces motivation. When they feel valued and included their effort increases. People go the extra mile because they want to, not because they fear consequences. 
Inclusion and fairness are not ‘feel good’ extras, they are business tools that help us to attract and retain great talent, support innovation and build consistent management capability, all of which strengthen Nexxobytes financial success long term rather than short term as the business expands and grows.



AC 2.2

Before drafting the new staff learning and development policy, I would like to outline the steps I will take to ensure it is fair and inclusive for everyone at Nexxobyte.
Firstly, I will review how learning and development is currently managed across the three teams. This is going to include looking at who has received training and who has not, how much paid time off has been given for development opportunities, how learning and development budgets have been allocated and identify any patterns in complaints and staff turnover. 
I will then carry out a learning needs analysis. According to the CIPD (2025), knowing the current performance standards and future expectations is vital for understanding the organisations future needs. I will need to speak with all the team managers and a sample of employees representing a cross section of different roles and responsibilities across the business to understand what the different learning and development needs are across the business. This is going to help to ensure that the policy reflects real challenges and doesn’t favour one team over another. 
To ensure fairness and consistency this policy is going to clearly define a standard learning and development budget per employee, a clear criteria for eligibility, a set amount of paid time for approved development activities and clarification of the type of learning activities that will qualify. There will also be a clear and transparent approval process.
My aim is to make access to learning and development based on role and business need not on manager preference. I will also ensure the policy aligns with equality, diversity and inclusion principles so that all employees, regardless of team, background or working pattern will have equal opportunities to grow.
Once I have drafted the policy, I will review it with the team managers to ensure alignment. I will also provide guidance to the team managers, so they understand how to apply it consistently and fairly.
L&D professionals need to constantly align to their organisations performance needs (CIPD 2025). After three months of implementation, I will review the uptake of learning and development across all teams, check for difference in access by team, role, gender, working pattern and any other identifiable factors. I will also gather anonymous feedback and speak with team managers about any challenges. 
Should I identify any barriers I will recommend making adjustments to improve fairness and inclusion. My goal is to create a transparent and practical policy that will support employee growth, strengthen management capability and help Nexxobyte to retain and develop its talent as it continues to grow. 






AC 2.3

To support my reflections, I gathered anonymous feedback from my line manager,  my direct reports and fellow team managers, because they experience my behaviour from different perspectives: leadership, peer collaboration and day to day management. 

	Associate Standard
	My Feedback and Reflections

	Inclusivity
	Consistently demonstrate inclusive behaviour with colleagues.
 I actively try to understand colleagues’ backgrounds and working styles to support collaboration. 

	Valuing Diversity
	I always demonstrate openness to different backgrounds 
I acknowledge diverse perspectives effectively. 
I mostly encourage varied viewpoints and respect different experiences in decision making.

	Building Relationships
	Feedback from peers and my line manager highlighted that I maintain respectful and fair relationships with most confirming that I consistently demonstrate fairness and ethical behaviour.

	Sharing Knowledge
	Colleagues reported feeling comfortable sharing ideas suggesting I encourage open dialogue and knowledge sharing. 

	Conflict Resolution
	I demonstrate consistent respect and fairness and I maintain trust within my team. 
I am comfortable taking steps to resolve conflicts and find my calm nature helps to diffuse tensions.

	Psychological Safety
	Most colleagues feel comfortable sharing ideas.
I don’t always role model good self-care or make time for promoting colleague self-care.



Overall feedback suggests that I consistently role model respect, fairness and inclusion. However, it also highlighted to me the importance of maintaining visibility and wellbeing support during periods of change and how my behaviour doesn’t always prioritise colleague wellbeing.





AC 3.1


According to the CIPD (2023) the rapid development of AI and emerging technologies is reshaping the people practitioner role. Rather than replacing HR, AI is reducing administrative tasks such as automated CV screening, interview scheduling and reporting. This allows practitioners to focus more on strategic data driven work, culture, engagement and inclusive people practices. Digital tools also support better workforce planning by analysing data and predicting trends making planning more proactive rather than reactive. For my professional development this means that I need to build confidence using digital platforms and AI tools while also strengthening the human skills that technology cannot replicate. Skills such as emotional intelligence, empathy, coaching, relationship building and change leadership will become even more valuable. To remain effective and future ready it will be vital to commit to continuous learning and adaptability.
Another key development is the focus on wellbeing at work (CIPD, 2025) . People practitioners are increasingly expected to champion mental, physical, social and financial wellbeing.This shift represents both opportunities and responsibilities for developing my skills in self-awareness, resilience and wellbeing literacy so I can support others effectively and role model healthy behaviours. I will also need to strengthen my coaching skills, cultural competence and ethical judgement to confidently manage sensitive issues such as stress, burnout and inequality.


AC 3.2

My recent reflections and feedback gathered from my peers, direct reports and my line manager have shown me that my strengths lie in everyday inclusion and ethical consistency, 
My research highlighted that as technology evolves, human centred skills such as emotional intelligence, empathy and relationship building will become increasingly important in people practice. The feedback I received suggests that these are already established strengths that will remain relevant as the people practitioner role continues to evolve.
My reflections identified weaknesses in consistency of support during periods of pressure. During a recent cyber incident and a period of high management turnover, my workload increased significantly. While communication with my team was frequent, feedback suggests that it is not always as affective or consistent as it could be. 
In addition, only 67% of respondents felt that I promote wellbeing. This highlighted to me that while I aim to support others, the demand of the situation reduced my visibility and ability to provide coaching and support. There have been occasions where I have not prioritised my own wellbeing due to the pressure and while this may seem like a sacrifice for my teams wellbeing this has translated into colleagues mirroring this behaviour and my acceptance of some poor wellbeing practices.
Based on these insights I should focus on strengthening communication, coaching and wellbeing leadership during challenging periods, delegate tasks more effectively so that I can protect time for one-to-one conversations, coaching and team support. This also links with my Q8 research identifying workplace wellbeing as an increasingly important aspect of people practises. 



AC 3.3

During my self-assessments and reflections I completed the CIPD self assessment tool  which provided me with a clear learning plan centred around my key development areas. From this learning plan I have decided on completing the exercises on ‘remaining calm under pressure’ and ‘providing knowledge, clarity and guidance’ to help me to develop my capability in these areas as my inclusive leadership is strongest in stability but less visible under sustained pressure.
To help to manage my resilience within my own organisation I will be undertaking an in person training course called ‘taking stock of wellbeing in retail for leaders’. I have chosen this as it is designed to explore the key wellbeing trends including self care, wellbeing conversations, distinguishing between stress and pressure, burnout and preventative measures amongst other subjects, with an emphasis on inclusivity such as supporting neurodiversity. This will help me to build on my inclusive values so that they can be more consistently experienced across my team and not just demonstrated when capacity allows and help me to identify my opportunities in regard to managing my own self care.





AC 3.4
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3. How does this change the
way you'll work in the future?
(Suggest 180-220 words)

understanding of how leadership behaviours directly influence team
engagement, store culture and performance outcomes. Managing
the day to day operation of the store require me to strengthen my
decision making and problem solving skill, often balancing
operational priorities such as sales performance, customer service
and shop keeping standards. A key learning area for me was in
people management. | recognised the importance of creating an
inclusive and engaging environment where colleagues feel confident
to contribute and perform at their best. Through coaching
conversations, regular feedback and recognition | learned how to
support team leaders to develop their own confidence and
capability. This helped to reinforce the link between investing in
people and achieving strong business results.

1 also gained a greater appreciation for the importance of leadership
visibility. Being present on the shop floor enabled me to role model
expected standards and support colleagues in real time. This
strengthened service delivery and helped maintain consistent
execution of launches, events and operational processes. Feedback
from my regional manager reinforced these developments,
highlighting my strong leadership presence, passion and integrity as
well as the positive outcomes achieved in sales performance,
customer voice and colleague survey results.

The experience significantly influenced my leadership approach and
the way that | support colleagues in my day to day role as a Team
Manager. One of the most important changes has been my
increased confidence when making decisions and taking
accountability for outcomes. Leading a store requires me to respond

4. What else have you done -
or what will you do - for t
learning experience to have a
wider positive impact (eg, on
others, your organisation, the
profession, society)? (Suggest
100-150 words)

quickly to challenges while maintaining a positive and productive
environment which has strengthened my ability to manage complex
situations calmly and effectively.

It also reinforced the value of coaching as a leadership tool. As a
result, | now focus more intentionally on developing others by
providing regular feedback, recognising achievements and creating
opportunities for colleagues to build their skills. | aim to support
individuals to take ownership of their development and build
confidence in their roles.

Another change has bee my focus on visual leadership. | now place
greater emphasis on being present with the team, setting clear
expectations and role modelling the behaviours and standards |
want to see, this helps to create a more positive team culture and
encourages open communication.

Overall, the experience has strengthened my leadership capability
and reinforced the importance of building strong relationships,
creating an inclusive culture and maintaining consistent operational
standards to drive both colleague engagement and store
performance.

To ensure the learning from this work experience has a wider impact
I have shared the knowledge and insights gained with colleagues
and other managers across the organisation. | actively take part in
careers events within my organisation where | talk about my
experience in my career journey to support future leaders who are
interested in progressing and taking up secondment opportunities,
through sharing practical examples from my own secondment and
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other development opportunities helps others to better understand
the realities of store leadership from a anew leader point of view
and prepare them for similar opportunities. By actively sharing this
learning and supporting others to develop their leadership capability
the impact of my secondment extends beyond my own role and can
contribute to improving organisational performance.
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words)

Resilience in practice
31/08/2025

Change

Reflection from a course activity
N/A

I attended an in person one day work shop called ‘resilience in
practice’ within my organisation, it was designed to help leaders
understand what they need to do with their mind, body and content
to create impact, drive engagement and connect with their
audience

I attended this workshop shortly after my organisation experienced
ahigh profile and prolonged cyber-attack. During this period there
was a complete technology outage and the ways | normally carry
out my work and communicate with my team and stakeholders was
not possible. Although | managed my workload effectively
throughout the incident | noticed that as we emerged and normal
business resumed that both | and my team felt exhausted and
highlighted to me how challenging uncertainty and ambiguity can
be in the workplace, | therefore felt it was important to take the time
to reflect on this experience and develop my leadership capability
o better support myself and my colleagues during periods of
change and pressure.

Through the workshop | developed a deeper understanding of what
resilience is and why it is critical for leaders operating in fast
changing environments. A key leaming point was recognising the
connection between thoughts, emotions and behaviours and how
these influence both individual resilience and team morale.
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3. How does this change the
way you'll work in the future?
(Suggest 180-220 words)

The course also helped me to recognise that different people
respond to stress and uncertainty in different ways. Some
colleagues require more reassurance, communication and
acknowledgement than others. Understanding these differences
has helped me to appreciate the importance of adapting my
leadership approach to meet the diverse needs of my team.

Another important learning point was understanding how to remain
authentic as a leader. As a naturally quiet and thoughtful introvert |
realised that leadership presence does not require adopting an
extroverted style but instead involves communicating clearly,
showing confidence in my decisions and being intentional about
how | engage with others

Since attending this work shop | now make a more conscious effort
to apply these resilience strategies | leamed in my day to day
leadership approach. In particular, | will now place greater
emphasis on clear, calm and supportive communication, especially
during periods of change uncertainty or increased pressure. |
recognise that the way leaders communicate during challenging
situations can significantly influence how teams responds, so | aim
to provide clarity where possible and acknowledge uncertainty
where it exists.

I have also become more attentive to how individuals within my
team experience pressure differently. Rather than assuming
everyone will respond in the same way, | will now make a greater
effort to check in with colleagues regularly, listen actively and
support accordingly. This might include providing reassurance,
recognising achievements o simply creating the space for open
conversations. These small but intentional actions have already
helped to strengthen trust and psychological safety within my team.

The workshop also increased my confidence in leading
authentically. As someone who is naturally reflective and
introverted | now feel more comfortable leading in a way that aligns
with my personality while still demonstrating clarity, confidence and
direction. Overall, this experience has strengthened my ability to
manage my ambiguity, support colleagues through challenging

4. What else have you done -
or what will you do - for thi
learning experience to have a
wider positive impact (eg, on
others, your organisation, the
profession, society)? (Suggest
100-150 words)

periods and contribute to a more resilient and collaborative working
environment

o have a wider positive impact on my team | plan to carry out
regular wellbeing check ins during high pressure periods, to
understand the feelings and needs of my colleagues and to help
them feel reassured, supported and encourage communication. Its
also a good opportunity for me to share the key resilience
techniques that | have learned and encourage reflection after
stressful periods to support leamning and resilience. | also plan to
model healthy working practices such as boundaries and recovery
time 5o that to embed resilience and wellbeing into every day
routines.
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Management secondment/ work experience
26/01/2025

Culture and behaviour

Other

N/A

As part of my professional development | undertook an
informal learning opportunity through a four month
secondment as a store manager. During this period | was
responsible for leading my own store and managing
overall performance, standards and team development.
This role required me to create a positive store culture,
coach and develop colleagues, ensure high standards of
service, safety and operational execution. | was
accountable for driving sales performance, maintaining
strong shop keeping standards and ensuring that all
faunches, events and campaigns were delivered
accurately. | also worked closely with all teams to gather
colieague and customer feedback to improve the store
experience. This opportunity allowed me to gain hands
on leadership experience in a new environment and take
full responsibiiy for leading a whole store team through
day to day operational challenges.

The secondment provided me with valuable learning through
practical leadership experience and exposure to the full
responsibilities of running a store. Although | already work as a
Team Manager, through this experience | developed a deeper




