AC 1.1

People professionals support organisations by managing, developing, and engaging employees in an ethical, fair, and effective manner. Their responsibilities extend beyond administrative tasks, aiming to cultivate a positive workplace where individuals can excel (CIPD, 2023c).

According to Armstrong and Taylor (2023) people professionals play a key role as strategic partners, working to connect people practices with organisational objectives. They offer valuable guidance to managers, equipping them with the skills needed for effective, consistent people management. Additionally, they advocate for employees by promoting fairness, wellbeing, and inclusion throughout the workplace.

CIPD (2022) note, people professionals play a key role in talent engagement. The way we hire, engage, and develop talent matters because effective people professionals boost productivity, reduce staff turnover, and enhance employee engagement. As CIPD (2022) puts it, “It’s about the hearts and minds of individuals.”

As a people professional, I am well positioned to add meaningful value to Nexxobyte by developing and implementing clear, consistent policies and procedures that apply across the organisation. By establishing structured frameworks, I can help create greater transparency, fairness and accountability in day-to-day operations. In supporting Aisha’s goal of improving organisational consistency, I will also work closely with the three team managers to provide coaching, guidance and leadership development.  Since they have not participated in management training or gained prior managerial experience, providing such development will be essential to help them lead their teams confidently and effectively.  Recruiting the right people is crucial because employees are the backbone of Nexxobyte’s success. Choosing candidates who have the right skills, behaviours, and fit with the company culture helps achieve business goals efficiently and effectively. Kristof (1996) highlights that when individual and organisational values align, it positively affects job satisfaction, commitment, and staff turnover. Values-based recruitment ensures Nexxobyte looks for both competence and character in its hires. As the HR/L&D adviser, I can help team managers throughout the recruitment process, which is important since poor hiring practices can lead to higher turnover, reduced engagement, lower productivity, and increased costs.
In addition, I will use workforce data, performance metrics and employee feedback to inform decision-making and strengthen internal communication.  According to Taylor and Woodhams (2022) by ensuring that processes are evidence-based and aligned with organisational objectives, these initiatives will contribute to higher levels of employee engagement, improved wellbeing and stronger retention, ultimately strengthening culture and supporting sustainable organisational performance at Nexxobyte.
To be a people professional means helping both the organisation and its employees thrive. At Nexxobyte, effective people practices lead to improved leadership, streamlined processes, and higher employee engagement.


AC 1.2

In my role as HR/L&D adviser at Nexxobyte, loyalty and fairness are two personal values that shape how I think and act professionally.  Loyalty to me means demonstrating a genuine commitment to both Nexxobyte and its employees and fairness is about consistency in decision-making, which is evidence based, unbiased and inclusive.  

Workplace loyalty is reflected in my commitment to Nexxobyte, demonstrated by consistently aligning my actions with Nexxobyte's strategic goals and values, and actively bringing its mission statement to life.  
To start, loyalty involves showing a real commitment to Nexxobyte’s long-term objectives. This means aligning people strategies with business goals, backing leadership decisions, and actively contributing to improvements within the organisation. I’ll support initiatives that boost performance, engagement, and workplace culture, ensuring my efforts consistently help drive the company’s growth and stability.  According to Henry (2023), employee loyalty is defined as the dedication, commitment, and allegiance employees show towards their organisation. This loyalty often leads to sustained engagement, higher productivity, and a readiness to do more than what is required at work.
Additionally, loyalty shapes how I represent Nexxobyte publicly. As a people professional, I’ll serve as a positive ambassador, uphold the company’s values, and safeguard confidentiality in sensitive situations. Building trust and protecting Nexxobyte’s reputation will be central to my role.
At the same time, loyalty requires constructive feedback and speaking up (Morrison, 2011). If policies or practices could negatively impact employees or the organisation, I’ll address these issues appropriately and offer evidence-based alternatives. Therefore, loyalty is not about unquestioning agreement, but about committed support for Nexxobyte’s sustainable progress and ethical standards.
As a HR/L&D Adviser at Nexxobyte, fairness means consistently treating every employee with transparency, impartiality, and respect, principles reflected in organisational justice theory which emphasises consistent procedures, impartial decisions, and respectful interpersonal treatment to promote fairness (Colquitt et al., 2001). It involves applying company policies without bias, basing decisions on solid evidence instead of personal preferences. Fairness also requires ensuring everyone has equal chances for development, advancement, and recognition, while actively confronting discrimination or unconscious bias. By embedding inclusive practices and fostering open communication, I aim to create a workplace where employees feel valued, heard, and supported (Colquitt et al., 2001). In the end, fairness builds greater trust, boosts engagement, and improves morale, all of which help drive a positive, high-performing environment. 
Collectively, remaining consistently loyal and fair will inform my professional decisions and enhance my credibility as a people professional at Nexxobyte.


AC 1.3

Communicating in an informed, clear and confident way is essential if I am to be a firm voice for people practice at Nexxobyte. Professional credibility is established by presenting evidence-based recommendations, articulating the rationale for change, and demonstrating the value of people initiatives in driving organisational success. According to University of Pennsylvania (2023) strong communication skills are essential for successful leadership, as they foster rapport, strengthen trust, and promote teamwork in pursuit of shared objectives. Clear communication reduces misunderstandings and aids management in evaluating the risks of maintaining ineffective practices versus the benefits of adopting improved processes.  

The inability to communicate effectively with the management team may result in diminished professional credibility, as the team could perceive suggestions as insufficiently supported or substantiated. This perception can reduce influence and limit opportunities to impact strategic decisions. De Castro (n.d.) highlights the strong connection between credibility and communication, emphasising that credibility is cultivated through interactions with others. The way individuals engage through verbal and nonverbal communication directly affects their credibility both personally and professionally.
Effective communication is essential whilst trying to convince the team of the need for change and consider new ways of working, as it can significantly enhance or undermine professional reputation.  Kotter’s eight-step approach to managing change emphasises the need to establish an appropriate environment and actively involve and empower team members (Kotter, 2012).
According to Kline (2015) developing key skills such as active listening is crucial; demonstrating attentiveness and understanding during exchanges with the management team reinforces trust and credibility.  Recognising and valuing the contributions, expertise, and knowledge of others further supports a positive professional reputation, establishing credibility through consistent effective communication (De Castro, n.d).  To surmise, Braithwaite (2025) notes credibility refers to how much a communicator is viewed as competent, trustworthy, sincere, energetic, and confident.  To be seen as a credible communicator is hugely important in my role as HR/L&D lead at Nexxobyte.

If I am unable to communicate to the management team effectively a consequence for Nexxobyte could see employees resisting change and becoming disengaged. According to CIPD (2023a) managers play a key role in talking with employees, and effective communication is vital for HR/L&D advisers. Communication helps boost employee engagement, which leads to improved performance, stronger retention, and greater wellbeing. If I fail to clearly explain why changes are happening and their advantages, the team will feel unsure or unconvinced, slowing progress and weakening commitment. This could eventually erode trust in the management team and lower morale. Miscommunication also creates a disconnect between long-term goals and daily work, which may negatively influence productivity, performance, and Nexxobyte’s stability (Clampitt, DeKoch & Cashman, 2000).

Demonstrating confidence when interacting with the management team at Nexxobyte signals competence, strengthens influence, and facilitates constructive challenge.


AC 1.4

CIPD (2025) defines evidence-based practice as the use of the best available information from various sources to make informed decisions and achieve better outcomes. CPD (2022) explains that critical thinking involves gathering data from different sources and carefully examining it. These processes enable individuals to develop well-founded opinions while acknowledging and addressing their own biases. If I had been aware of these issues at Nexxobyte when they occurred, I would have approached them systematically and ethically, relying on evidence to maintain fairness and confidentiality. Critical thinking remains essential.  

The manager’s approval of costly training for certain team members, while denying similar requests from others, may breach fairness and equity standards. This inconsistency violates principles of procedural and distributive justice, which require consistent, neutral, and equal treatment (Colquitt et al., 2001). My initial approach would involve gathering evidence by analysing training expenditure records, approval patterns, and any established selection criteria. I would also review Nexxobyte’s policies on training, development, and expenses. If inconsistencies were identified, I would arrange a confidential meeting with the manager to clarify the rationale behind these decisions, focusing on equitable access to development opportunities in accordance with Nexxobyte’s policy. Should bias or preferential treatment be confirmed, I would recommend corrective actions, implement clear and consistent approval guidelines, and escalate the issue through formal governance procedures if necessary.  Also, I would have reviewed Nexxobyte’s Code of Conduct, ensuring it is accessible, meaningful and regularly reinforced, providing important reference points promoting ethical behaviour (CIPD, 2019).  In conclusion, I would advise Nexxobyte’s Directors to practice fairness by recognising individual differences, avoiding favouritism, and reinforcing ethical norms through their actions and communications (CIPD, 2019). Leaders should value differences, support inclusion, and distribute resources impartially. Fairness unites teams and builds a culture of equal opportunity (Yasmina, 2025).

Secondly, regarding the situation involving a former employee's use of company time and equipment for personal business purposes, I would consider this potential misconduct and misuse of organisational resources and initiate an internal investigation. I would have ensured I collected and documented evidence, including a meeting with the employee and relevant witness statements from other staff involved (ACAS, 2024). Additionally, I would have reviewed internal policies and the code of conduct. If it appeared the matter involved misconduct, I would recommend that the issue be addressed through formal disciplinary procedures and ensure that the Directors are promptly and regularly updated on the progress. Should there be any indication of illegal activity, I would escalate the matter to Nexxobyte’s Directors in accordance with both legal requirements and organisational protocols (ACAS, 2024).

In either scenario, I would act with integrity, keep information confidential, raise concerns through proper channels, and balance constructive challenge with fairness to protect employees and Nexxobyte’s reputation.


AC 2.1

Thank you for highlighting this. Although Nexxobyte is financially strong, research shows that long-term success relies on both performance and employees' workplace experience.

Employees will benefit significantly when they feel included, valued, and treated fairly at Nexxobyte. According to CPD (2025) recognition, appreciation, and a sense of importance are instrumental in enhancing engagement, wellbeing, and performance within the workplace. When individuals perceive genuine value in their contributions, their work acquires deeper significance and purpose. Conversely, if employees feel undervalued or overlooked, motivation may decrease, leading to challenges in retention.

Kahn (1990) notes that when individuals experience psychological meaningfulness and a sense of safety, they are able to fully engage in their work roles. People who feel respected and treated fairly are more likely to put in extra effort beyond what is required. In the same vein, research on organisational justice shows that employees’ perceptions of fairness are closely related to greater commitment, better performance, and increased trust in leadership (Colquitt et al., 2001).
From Nexxobyte’s perspective, inclusive practices and fair treatment are strategic drivers of sustainable performance and retention. According to Markovsky and Cook (2019) when our employees experience fairness and organisational support, they are more likely to respond with greater commitment, loyalty and discretionary effort, strengthening overall productivity. Conversely, perceptions of inequity can increase turnover, disengagement and counterproductive behaviours, which can disrupt performance and create avoidable costs (Cropanzano, Bowen & Gilliland, 2007).
For Nexxobyte, fostering inclusion also strengthens innovation and decision quality. When our people feel psychologically safe, they are more confident in sharing ideas, raising concerns and contributing to problem-solving, enhancing organisational learning and adaptability (Edmondson, 1999).
Furthermore, according to HR PATH (2024) and PowerDMS (2020) clear policies and procedures support consistency and reduce ambiguity across the business. These frameworks protect Nexxobyte from legal and reputational risk while reinforcing trust and accountability. Transparent and equitable systems therefore enable high performance and long-term organisational stability rather than limiting it.
For you as a team manager, fostering an environment where people feel included, valued and fairly treated will lead to higher engagement, stronger discretionary effort and improved team performance, ultimately making it easier to achieve business goals while building trust and reducing avoidable turnover.

To conclude, feeling valued at work enhances motivation and fulfils the fundamental human need for belonging, transforming routine roles into meaningful careers and workplaces into supportive communities (Mercurio, 2018). Organisations that make valuing employees a priority are investing in trust, purpose, and lasting success, not just productivity. When people feel important, the workplace becomes a space where they can grow, contribute, and truly feel connected (CPD, 2025).

AC 2.2

For the development of a fair and inclusive Learning & Development policy, it is essential to implement a systematic, evidence-based approach that incorporates principles of equality, transparency, and accountability from the beginning.  According to Denny (2023) an effective learning and development strategy ensures Nexxobyte’s workforce has the necessary skills, knowledge, and training to help the business reach its objectives.

To start, I would conduct a comprehensive needs analysis by engaging both employees and managers through surveys and focus groups. Focus groups facilitate a comprehensive understanding of users’ perspectives and experiences (GOV.UK, 2020).  This approach ensures that the policy addresses actual development requirements rather than solely reflecting managerial preferences. As noted by Hayden (2024), it is essential to evaluate Nexxobyte’s current and anticipated capability needs, followed by an assessment of existing skills, attitudes, and knowledge levels. 

Next, I would set objective standards and document my decisions to reduce bias and maintain consistency (Leventhal, 1980). This would involve clearly outlining the policy’s purpose, scope, guiding principles, types of learning activities, individual learning budgets, paid time for development, steps for applying and gaining approval, inclusion and accessibility measures, ongoing monitoring and review processes, everyone’s responsibilities, and how the policy is managed.

Colquitt et al. (2001) argue that transparency and consistent procedures improve how fair people perceive a policy to be. Fairness means providing equitable access by recognising different circumstances and barriers. When planning learning and development, I would ensure flexible formats such as in person, online, blended, or self-paced options were available.  This flexibility ensures development is equitable for all employees at Nexxobyte including part-time, remote, disabled, and neurodivergent staff. Development budgets would be pro-rated where necessary to maintain proportional access. These steps reduce barriers and support true inclusion. Organisational justice theory (Colquitt et al., 2001) underlines that fairness is about distributing resources equitably and removing biases from processes.

After three months, I would evaluate whether the initiative is operating fairly and inclusively by analysing participation data, reviewing how development budgets have been distributed, gathering employee feedback, and assessing whether managers are applying the policy consistently. If disparities or barriers are identified, I would recommend corrective actions to ensure equitable access. Regular monitoring and evaluation are important because HR initiatives are more effective when they are continuously assessed and adapted to maintain fairness and organisational effectiveness (CIPD, 2023b; Cropanzano, Bowen & Gilliland, 2007).

Nexxobyte’s success relies on placing skilled people in appropriate roles when they’re needed. Offering learning opportunities not only strengthens Nexxobyte’s effectiveness but also helps employees reach their personal and career aspirations, which can boost their engagement (Hayden, 2024).


AC 2.3

I assessed my performance against the CIPD Associate-level 'Working inclusively' standards by reflecting and getting feedback from a senior leadership colleague.

Through self-reflection, I have discovered my strengths include building relationships with colleagues and stakeholders to foster collaboration and expand our organisation’s brand. I share 38 years of expertise to assist with problem solving. By working diligently on my personal brand, I have earned trust from colleagues, which helps support conflict resolution. Additionally, I value understanding individuals, promoting inclusivity, and establishing trust within the team. I strive to actively listen to the perspectives of others, however, through colleague feedback, I recognise that this is an area for continued focus due to my tendency towards impulsiveness and impatience in wanting to ‘get the job done’. I acknowledge the importance of diverse viewpoints in effective decision making. It is essential that all individuals are provided with sufficient time and an appropriate platform to express their opinions and engage in meaningful discussion.

During a turbulent few months in the workplace my colleague has commended me for being approachable, supportive and a calming influence, providing a psychologically safe working environment.

The feedback and my self-assessment have directed me to look at external learning and development.  I am enrolled onto an interactive workshop entitled ‘inclusive language’ and terminology’.  Language is fluid and constantly evolving and plays a crucial role in working inclusively.


AC 3.1 

The role of people practitioners is evolving. Two notable changes are an increased focus on digital transformation through technology, and wellbeing becoming a strategic priority. 

The People Profession 2030 report (CIPD, 2020) highlights digital and technological transformation as a major trend shaping the future workplace. People professionals should use their expertise to guide technology-driven changes that benefit both organisations and employees.  According to Mohdzaini (2021) early involvement of people professionals in technology investments enables proactive workforce planning and skills gap assessment. By collaborating with leaders and engaging affected employees, they help shape effective workforce strategies.  People professionals provide insights on the future of work, identify key skills, support upskilling, optimise job design, and promote fair distribution of technology's financial benefits. See Appendix 1.

According to Harrington (2024) employee wellbeing directly influences productivity, innovation and retention, and is another area which is evolving. Business leaders should treat wellbeing as a performance driver, not just an optional initiative. Flexible work arrangements and supportive leadership play key roles in employee wellbeing. By taking a forward-thinking, people-centred approach, people professionals can help organisations develop a resilient and motivated workforce essential for success.

These changes mean I must improve my digital literacy and data analysis to understand workforce data whilst enhancing my influencing skills to show leaders the strategic value of wellbeing.

AC 3.2

By reflecting on inclusive behaviour and researching the changing role of people practitioners, I can assess my current strengths, weaknesses, and areas for development in relation to people practice. One of my main strengths lies in fostering positive working relationships and collaborating effectively with colleagues. During a review of the CIPD Associate-level ‘working inclusively’ standards, feedback from a peer highlighted that I am accessible, encouraging, and considerate of differing viewpoints. This approach supports an environment where team members feel at ease expressing their opinions, which helps promote inclusivity. Furthermore, I uphold integrity and impartiality when making decisions, always striving to apply policies and opportunities consistently and openly.

However, I acknowledge that there are areas where I can enhance my effectiveness.  I recognise the need to further develop my skills in ‘influencing senior leadership’ helping the organisation foster a resilient and motivated workforce. Furthermore, as the people practitioner role evolves to become more data-driven and strategic, I currently have limited experience in workforce data analysis and the application of people analytics to inform decision-making.

A key focus for me is boosting my digital and analytical skills, such as interpreting HR metrics and workforce trends. I also plan to improve my strategic thinking and influencing abilities to contribute more confidently to decision-making. By leveraging my strengths in collaboration and fairness, and enhancing my analytical and strategic skills, I can further grow as a people practitioner.


AC 3.3

Following my self-assessment, I have identified two development activities that I will undertake over the next six months to strengthen my effectiveness as a people practitioner.
Firstly, I plan to complete training on people analytics and HR data interpretation using Evalu8, our comprehensive HR system. Evalu8’s training videos will help me understand key HR metrics, including attendance, learning and development, absence planning, and recruitment, enabling me to make evidence-based recommendations to senior management and the Board. Developing my data analysis skills is essential for informed decision-making in my role. I prefer video learning for its flexibility and ability to combine visual and auditory information, which helps with retention and practical application.

Secondly, I plan to pursue mentoring and ongoing development discussions with a more experienced HR professional, focusing on strategic thinking and influencing senior leaders. This will give me valuable guidance on managing complex workplace scenarios, engaging stakeholders, and participating in strategic conversations. Learning from someone with extensive experience will boost my confidence in applying people practices within real organisational settings.  Mentoring allows me to ask questions and receive immediate feedback in a supportive, one-to-one environment.  The knowledge learned can be applied directly to my role, making development more practical and relevant.

I chose these activities based on my self-assessment to develop analytical skills and strategic insight. Participating will support my growth and help me contribute more to the organisation.


AC 3.4

CPD ACTIVITY: Menopause in the workplace training for line managers and colleagues.
WHEN: October 2024
 
After experiencing menopause firsthand, I pursued ongoing professional development in menopause wellbeing to deepen my understanding of the challenges encountered by women with related symptoms and to foster more inclusive workplace environments. Additionally, I sought to enhance my ability to support employers and colleagues by providing effective guidance and resources for those affected, delivered with compassion and equity. This development has positively influenced my behaviour and performance, especially regarding empathy, inclusion, and confidence in people management practices.

In 2024, approximately 75-80% of individuals experiencing menopause were actively employed, making this group the fastest growing workplace demographic. According to the 2024 Menopause Mandate study, 12% of women resigned due to menopausal symptoms, while 59% took time off work and 18% were absent for more than eight weeks. The resulting cost to businesses across the UK is estimated to be £10 billion. Additionally, women often miss out on career advancement opportunities, with an average treatment delay of five years. The study found that 37% of women reported negative effects on their work because of menopausal symptoms. The workforce also loses valuable role models, as 25% of women leave the workforce during this period.
In terms of behaviour, this development has increased my awareness and sensitivity to the experiences of colleagues going through menopause. I am comfortable and confident to approach conversations with empathy, use appropriate and inclusive language, and create a safe space for open discussion. It has strengthened my confidence in addressing what can often be seen as a sensitive topic, enabling me to challenge stigma and support a more inclusive workplace culture.
In terms of performance, this learning has enabled me to better support employee wellbeing and contribute to more effective people practices. I am now better equipped to advise on reasonable adjustments e.g. uniforms, fans, flexible working, sanitary provisions, occupational health support, workplace policies and ongoing staff training.  I have the knowledge to inform policy development and guide managers in supporting affected employees which in turn leads to improved engagement, reduced absence and stronger retention.
Overall, the activity has improved my awareness of individual differences and strengthened my inclusive approach when working with others.  I consider different needs when supporting colleagues which has helped me contribute to a more inclusive and supportive working environment.  This strengthens my effectiveness as a people professional.
CPD ACTIVITY: Research Strategy and Values of Swansea City AFC Foundation.
WHEN: March 2025
During my induction as Head of People and Culture at Swansea City AFC Foundation in March 2025, I embarked on a review of the organisation’s strategy and values.  This was to better understand the organisation and provide feedback and make recommendations to the Head of the Foundation on my findings.  My research involved a review of the Vision and Mission statements; Values; Behaviours; Aims and Objectives.  The result was a strategy ‘away day’ with the senior leadership team which resulted in a strategy refresh and input from all team members.
Regarding behaviour, the activity enhanced my understanding of how the organisation’s values influence culture, decision-making, and employee expectations. This enabled me to align my actions with organisational values (Values are: Ambition, Unity, Integrity and Pride), demonstrate consistency in my approach, and evaluate the broader impact of decisions on stakeholders. It further improved my ability to articulate purpose and values to the wider team, fostering trust and engagement.  As the newest member of the senior management team, this development has been particularly significant during my first year in the role.

Regarding performance, through this research I've gained a deeper insight into how performance, strategy, and people practices influence each other. I now feel more prepared to connect learning and development efforts, policy decisions, and workforce management with the organisation's broader objectives. This alignment leads to more precise and effective interventions that ultimately enhance organisational results. By using a strategic framework, areas such as learning and development, recruitment, and performance management can work in harmony with organisational goals, ensuring the team can achieve the Foundation’s aims.

Overall, these efforts contribute to sustainability, enhance operational effectiveness, and enable the Foundation to achieve significant and measurable impact within the community. Additionally, this activity has facilitated my transition from a strictly operational perspective to a more strategic and value-oriented approach, further strengthening my professional effectiveness in people management.
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