Q1. A people professional plays a key role in supporting an organisation to manage and develop its workforce, ensuring that people practices are fair, consistent and connected with organisational priorities. Fundamentally, this role requires acting ethically, making evidence- based decisions and a demonstrating a commitment to continuous learning and improvement. It also involves role-modelling professionalism by acting with integrity, maintaining confidentiality and respect which helps build trust in the support and advice offered (CIPD,2023).
To be effective, people professionals must understand how people practice shape the workplace culture, performance and retention. This means combining data, employee feedback and professional judgement to identify issues, recommend evidence-base solutions and support managers in implementing them. It also involves staying up to date with employment law, best practice and industry trends so that the organisation remains compliant and a desirable place to work (Beardwell, J and Thompson, A. 2020).
However, there are limits to the impact people professionals can have when leadership culture does not support the values and practices HR is trying to integrate. Research shows that HR initiative is harder to achieve without senior leadership support and commitment (Schein, 2017; Ulrich et al.,2020).
At Nexxobyte, I can contribute to several key areas. First, I can help to build clear systems and procedures that support fair and transparent decision-making. Because the organisation’s rapid expansion, it is understandable that different departments have created different ways of working. However, this inconsistency has contributed to employees concerns and the loss of skilled and experienced team members. By introducing standardised policies for recruitment, onboarding, performance, flexible working and learning, I can help create a more consistent employee experience across all teams (Armstrong, 2023).
Second, I can support Nexxobyte managers in developing stronger management capabilities. While our team leaders are highly skilled in their technical roles, they have had limited experience in managing people. I can provide training, coaching and practical resources to help them feel more confident when giving feedback, managing performance, handling conflict and supporting employee wellbeing. Improving these skills will not only strengthen overall team performance but also ease the pressure on the directors (Taylor, S. 2019).
Third, I can help build a positive, inclusive culture in Nexxobyte where people feel valued, engaged and remain with the organisation. This includes improving communication, stronger employee engagement and supporting fair access to development opportunities. I can also introduce simple people metrics, including turnover data, absence trends and employee feedback to help leaders in making evidence-based decisions (Schneider, B and Barbera, K. 2014).
“The Profession Map is relevant to people professionals around the world. The specialist knowledge standards ensure it works for all people specialisms, at all levels of experience and career stages. It is designed to evolve as new roles, specialisms, priorities and opportunities emerge.” CIPD. (n.d.)

[image: ]
In conclusion, my role is to work alongside managers and directors to build a stable, supportive and high-performing culture in which employees can thrive. Strengthening people practice at this stage will help Nexxobyte to maintain its growth and continue attracting high-quality talent. 
Q2. Two personal and ethical values that I believe will really support me in my new role at Nexxobyte are integrity and a commitment to fairness. Applying these values consistently will support my decision-making, strengthen trust across the organisation and ensure that the people practice I put in place are reliable and sustainable (Amstrong, 2023).
Integrity is very important in people practice as it requires to being open, clear and consistent in both actions and decision-making. In a fast- growing organisation such as Nexxobyte, where processes are still forming, showing integrity will be an important part of building confidence in the HR function. By communicating openly, maintaining confidentiality and providing evidence-based advice, I can show that decisions are being made ethically and in the best interests of both employees and the organisation in mind. This will be crucial when supporting managers with sensitive matters such as performance, conflict or wellbeing, where employees need to feel they will be treated fairly and respectfully (Fisher and Lovell, 2019). 
Ethical values provide the moral compass by which we live our lives and make decisions – 'doing the right thing' because it’s the right thing to do. (CIPD, 2024).
Another core value that will guide my approach at Nexxobyte is fairness. The organisation has faced inconsistencies in how teams operate, especially in access to development opportunities and variations in working arrangements. Applying fairness in consistent way will help me to create procedures that promote equal treatment across all teams. This value will help me in creating clear and consistent policies, supporting managers to make decisions based on evidence and ensuring recruitment, performance management and learning opportunities are delivered transparently and inclusively. A fair and consistent approach will also help rebuild confidence among employees who were affected by previous uneven practices (Mullins, 2019). 
As experts in people and change, people professionals have a key role to play. Not only are they well placed to understand and shape workplace behaviour, policies and procedures, but also to role-model ethical decision-making in their own practice. (CIPD, 2019)
Together, integrity and fairness will shape the foundation of my approach to people practices at Nexxobyte. These values will support my credibility, help me make ethical decisions and ensure that the changes I introduce contribute to a positive, inclusive and professional working environment (Colquitt, LePine and Wesson, 2021). 
Q3. As the HR / L&D Advisor at Nexxobyte, I must communicate with clarity and confidence. Using an evidence-based approach is crucial for building credibility and driving positive developments across Nexxobyte. As a fast-expanding organisation, Nexxobyte is still developing its formal processes, managers currently have limited experience in people management. This means HR is relied on not only for expert advice but also for clear guidance to ensure fair, consistent and ethical practices across the company. Clear communication helps managers understand why changes are needed, while informed communication shows that decisions are based on evidence, best practice and the organisation’s needs. Confidence also plays a key role, as it reassures managers that the advice they are receiving from me is reliable and achievable. (Evans, 2022). 
“Being able to influence others begins with foundation of trust” Ulrich, D. (2018)
Communicating with clarity and confidence will also help me build trusting relationships, which is especially important when working with managers who can feel unsure or defensive about change.  Presenting information in a clear, well-structured and authoritative way, I can help managers feel more supported and more open to engage with new procedures (Hodges, 2017). This is vital at Nexxobyte, where the lack of consistency in people practices has contributed to employee complaints, dissatisfaction and the loss of experienced team members. As a result, clear and effective communication will play a crucial role in helping managers to understand how their decisions affect others and the importance of implementing fair and consistent procedures (Miller,2026). 
If I fail to communicate clearly and confidently, I could risk losing credibility in my role. This could led managers to question my expertise which could make them less likely to seek my support and more likely to resist the changes I introduce. This would reduce my ability to influence people practice and compromise my effectiveness as a HR/L&D Advisor. Additionally, this could damage the trust Aisha, the new director, has placed in me to help deliver the improvements she intends to implement (Nicholls,2017).
For Nexxobyte, this could mean that ineffective and inconsistent people-management practices could continue to operate across the team. If communication from HR is unclear, managers could not fully understand or apply new procedures correctly, leading to continued inconsistencies in working arrangements and limited access to development opportunities and further employee dissatisfaction. This would likely result in low morale, increase staff turnover, harm employer’s reputation and ultimately limit Nexxobyte ability to grow effectively.
Q4. If I had been working at Nexxobyte at the time when these issues occurred, I would have taken a measured, evidence-based and ethically informed approach to addressing both favouritism in training allocation and the unlawful misuse of company time and equipment. My actions would be guided by professional standards, fairness and the need to protect both, employees and the organisation (Armstrong and Mitchell, 2019).
“Ethical practice should be woven through the organisation’s people strategy, and demonstrating in its HR polices and practices relating to the employee lifecycle: recruitment, people management, development and exit” CIPD. (n.d.)
The first issue involves a manager approving expensive training opportunities to favoured team members while consistently rejecting similar applications from others. Before raising this concern, I would start by collecting objective evidence so that my understanding was accurate. This would involve reviewing training records, compering approval patterns and looking any related written communications. Once I had the facts, I would speak the manager privately to discuss the concern in a constructive and solution-focused way. My aim would be to draw attention to the inconsistency, explain why the behaviour is unethical and explore whether the manager understands how such actions affect fairness, team morale and potential discrimination risks. In addition, I would offer guidance on fair decision-making and direct manager towards relevant management training. If the issue remained unresolved or appeared more serious, I would present the evidence to the directors and advise on appropriate formal action (Noble and Tarrant, 2021).
The second concern, where an employee misused company time and resources for personal business purposes, would need a more immediate and formal response because of the legal risks involved. My first step would be to document the concern carefully to ensure that relevant evidence was accurately recorded. Because of the seriousness of the matter, including potential fraud, breach of contract and misuse of organisational resource, I would report the matter directly to Aisha and Kit rather than attempting to deal with it informally. My recommendation would be to initiate a formal investigation in line with ACAS guidelines to ensure the employee to respond and ensuring that the any disciplinary decision was fair and supported by evidence (Cameron and Green, 2019). 
Once both issues had been delt with, I would apply the learning to improve Nexxobyte’s people- management practices. This would include creating clear policies, improving management capability and implementing standardised procedures for raising and resolving concerns. This approach would help prevent similar issues in the future and promote stronger organisational ethics and governance standards (Hodges, 2017). 
Q5. Research in organisational behaviour studies shows that inclusion, feeling valued and fair treatment benefit both employees and organisation. Maslow’s Hierarchy of Needs provides a clear explanation of why these factors are essential for employee motivation and effectiveness. According to Moslow, motivation builds as people move through different levels of need, starting with essential physiological and safety needs and moving towards belonging, recognition and self-fulfilment. When employee experience fairness, belonging and appreciation at work, these conditions meet their higher-level psychological needs and enables them to perform more effectively (Weber- Kramer, 2025). 
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                                                                                                                                   Bitesize Learning, (2024)
Inconsistent management and uneven access to opportunities at Nexxobyte weaken employees’ sense of inclusion and their perception of being valued. Maslow’s theory suggests that failing to meet these needs can lead to demotivation, anxiety and disengagement, which often result in lower performance and increases the risk of turnover. On the other hand, when employees feel valued, included and treated fairly, they experience psychological safety and sense of belonging, which Maslow links to higher motivation. This is also supported by Edmondson psychological safety framework, which shows employees contribute more effectively when they feel able to speak openly and share ideas and concerns (Edmondson,2018). 
Organisational Justice Theory also reinforces that perceptions of fairness are central to shaping trust, commitment and willingness to go beyond basic role and requirements. Employees who view organisational decisions-making as equitable are more likely to respond with cooperation, creativity and effectiveness. This is especially important in software development environment, where high level of creativity, teamwork and problem-solving are essential for success (Sheppard, Lewicki and Minton, 1992).
Research consistently shows that organisations that prioritise fairness and inclusion benefit from higher levels of performance, innovation and staff retention. McKinsey’s research, for example, has shown that inclusive organisations perform better because employees are motivated and committed when they feel recognised and appreciated. CIPD research highlights that unfair or inconsistent treatment are major triggers for grievances and resignations- issues that are already visible at Nexxobyte through rising complaints and the loss of skilled employees (Greenberg and Colquitt, 2005).
This evidence challenges manager’s belief that employees “work harder without feel-good policies”. In reality, that long-term performance comes from meeting employees’ psychological needs rather than ignoring them. By improving fairness and inclusion, Nexxobyte would help satisfy employees social and esteem needs, allowing them to achieve higher levels of motivation and effectiveness in line with Maslow’s framework. This approach strengthens organisational wellbeing, reduce turnover and contribute to a more ethical and effective organisational culture (Edmondson, 2018).
Q6. Creating an inclusive and fair Learning & Development (L&D) framework at Nexxobyte requires a structured approach that addresses the inconsistencies and unequal access arising from the company’s fast growth and limited management training. The process should begin by involving both staff and managers in shaping the policy so that it reflects a broad range of experience across the organisation. Using surveys, interviews or focus groups ensures that diverse viewpoints are heard, especially from those who previously experienced limited or uneven access to L&D. This inclusive method helps build trust and ensures the policy responds to the organisation’s actual needs and challenges (Armstrong and Mitchell, 2019).
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                                                                                                                                               CIPD. (2019)
The next step is to assess current inequalities by analysing grievance data, staff turnover patterns and previous access to learning opportunities. This review stage highlights where unfair practices have arisen and helps identify structural issues that the new policy must address. Based on this review, the policy should create a clear, transparent and evidence-based rules covering who can access training, entitlement to paid development time, budget levels approved learning activities. Setting out these expectations clearly reduces the risk of managers applying policy inconsistently, ensuring that all staff have equal access to learning (Marr, 2018). 
“Inclusion is what’s needed to give diversity real impact, and drive towards a world of work where all employees are empowered to thrive” CIPD (2019)
Supporting inclusion also requires a broad range of accessible learning options and flexible scheduling so that employees with different personal responsibilities or learning needs can participate fairly. Strengthening managers capability is essential and should include training on fair decision-making, unconscious bias and the consistent application of policy. Providing clear explanations off the policy- supported by written guidance and time for questions, helps employees to understand their rights and how the policy operates in practice (Beevers and Haydens, 2019).
After the policy has been in place for three months, its inclusivity should be reviewed using both data analysis and staff feedback. I would examine training participation across teams, job roles and relevant demographics groups helps identify whether new inequities have appeared. Gathering staff feedback through short surveys or focus groups will revile whether the policy is fair and accessible. Additionally, I would audit managers’ decision-making, including approval and rejection patterns, will helps evaluate how consistently the policy is being applied. Finally, I would monitor complaints and informal concerns would provide further insights into whether fairness issues are improving (Pangarkar and Kirkwood, 2024). These findings should be shared openly and used to refine the policy and strengthen inclusive L&D practices at Nexxobyte.  
Q7. As part of this activity, I reviewed my behaviour against the six Associate- level standards of ‘Working inclusively’ and summarised this evaluation in table in Appendix A.
Through my career, I have developed strong working relationship by communicating clearly and adapting my approach to suit needs of different colleagues or diverse groups, including those who could require additional language support. My openness and supportive communication encourage others to feel comfortable raising concerns or sharing ideas. I support inclusive practice and value diversity by treating everyone fairly and creating different ways for all individuals to contribute their views, such as one-to-one conversations or anonymous feedback options.
To complete this review, I involved my line manager who I work closely with- to provide feedback. They highlighted that I collaborate well across different teams and use my knowledge to support fair and transparent recruitment process. 
Their feedback gave me a clearer understanding of both my strengths and the areas I need to develop. It has helped me identify the key areas of inclusive practice I should prioritise as part of my ongoing professional development.
Q 8. The people profession continues to evolve as technology becomes more integrated into HR processes, employees expect more support and organisational priorities shift. One of the most significant developments is the growing focus on people analytics and evidence-based HR practice. Employers now expect HR to analyse information such as turnover, absence, engagement and performance to support stronger and more objective decision-making.  According to CIPD, evidence-based practice is essential within HR, requiring practitioners to collect workforce data, organisational evidence, professional expertise and stakeholders’ perspectives when offering advice or making recommendations. This highlights the need for me to further develop my skills and build stronger abilities in analysing data and become more confident with HR systems and digital tools so I can apply evidence effectively when supporting recruitment, workforce planning and HR decisions (Khan and Millner, 2020).  
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Another major development is the growing prioritisation of employee experience and wellbeing. HR is no longer seen purely as administrative tasks, but as a strategic partner responsible for shaping workplace culture, promoting wellbeing and creating a positive employee experience. Employers now rely on people professionals to support engagement, inclusion and wellbeing initiatives through close collaboration with managers and teams (Yohn, 2018). 
As a result, I need to continue developing communication, coaching and relationship management skills, alongside deepening my understanding of wellbeing frameworks and inclusive practices. These developments highlight the importance of continuous learning to ensure I can adapt to the evolving expectations of the HR profession (Putnam, 2015).
Q9. Through my reflections and the feedback, I received from my line manager, I have been able to identify several areas of strengths in the way I deliver people practice. One of my key strengths is clear communication and I am able adjust my approach to ensure inclusivity for colleagues who benefits from additional language support. This helps create a safe environment where people feel comfortable sharing their perspectives and highlights potential issues. I also support fairness and inclusion by offering different ways for people to share their views, including one-to-one conversations and anonymous feedback. My colleagues value my ability in working collaboratively across teams and in playing active role in maintaining equitable and fair recruitment practices.
It became clear through my research that people analysis and evidence-based practice are becoming central to modern HR practice. To meet these expectations, I should further develop confidence in analysing workforce data and in using HR systems more effectively for supporting evidence-based recruitment and planning decisions. With the growing focus on employee experience and wellbeing, I need to further develop my communication, coaching and relationship-management skills together with strengthening my understanding of wellbeing and inclusion approaches. Building these skills will support my ability to respond effectively as the people professions continues to evolve. 
I have summarised these strengths, development needs and personal goals in the SWOT analysis included in Appendix B.
Q10. Over the next six months, I would like to concentrate on two main areas of development that will help me build confidence in analysing workforce data and using HR systems more effectively to support recruitment and workforce- planning decisions. I have also completed a self-assessment tool, which is included in Appendix C.
To strengthen my analytical skills, I plan to complete formal learning such as a people-analytics course or an HR-focused Excel programme. I will also attend workshops and seminars that show how workforce data can support recruitment decisions, highlight patterns and contribute to longer-term planning. Alongside this, I intend to set aside regular time to work with real workforce data-such us turnover, absence and recruitment figures- to improve confidence in interpreting patterns and producing evidence-based conclusions. I also hope to learn from colleagues with strong analytical experience, as their practical insight will help me to understand how this data is used in everyday HR practice. 
In addition, I will take part in system-specific training on our HRIS and applicant- tracking system to strengthen my understanding of reporting tools and dashboard functionality. Attending internal workshop and external seminars on HR technology will further support this. Spending time practicing how to create and customise reports and working closely with the HR system team, will deepen my understanding of the full data process.  
This approach will help me become more confident and self-sufficient, enabling me to produce accurate and timely information that supports evidence-based decision-making. 
Q11. Attending the ACAS - HR for beginners course had a noticeable impact on how I approach my day-to-day work. The programme helped strengthen my understanding of essential HR principles, including employment-law, disciplinaries and grievance procedures as well as best- practice methods for fair and consistent people management. Since completing this course, I have felt more confident advising managers, as I now have a clearer understanding of the legal context and the purpose behind HR procedures.
The course also encouraged me to take a more structured and evidence-based approach to my tasks. I developed a better understanding of the importance of accurate documentation, transparency and consistency which has improved the quality of my advice and interaction with stakeholders. As a result, I now approach HR issues with improved clarity, ensuring that the guidance I provide is aligned with policy, legislation and best practice.
Shadowing my line manager during the review and implementation of the payment structure across the Northwest region also had a strong effect on my behaviour and development. Seeing the process in real time helped me understand how pay decisions are made, why different pay models are used and the importance of applying pay frameworks consistently and fairly across multiple locations.
This experience strengthens my analytical thinking as I was able to see how data, benchmarking and operational needs are balanced to achieve fair outcomes. It also increased my confidence when discussing pay related queries with managers, as I now have a clearer understanding of the decision-making process and the factors that shape it. The experience has guided me towards a more structured, evidence-based approach when supporting pay discussion, taking into account both organisational policy and the wider business context.
Shadowing also helped me develop better stakeholder awareness. Observing how my line manager communicated with operational leaders, finance and site managers gave me insight into how to present complex information in a clear, balanced and diplomatic way. This has helped my own communication style, making me more aware of how to adopt information for different audiences and anticipate their questions or concerns. 
Overall, this informal learning has helped me build my confidence, strengthen my analytical skills and deepen understanding of pay process. It has had a clear, positive effect on my everyday performance.
Below are the reports I have taken from the CIPD ‘My CPD Reflection’:
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Appendix A- Assessment against the Six CIPD Behaving Inclusively Standards: Feedback from my Manager and Self Reflection	Comment by James Moore: With all the Appendixes, label them: 

E.g. Appendix A - Assessment against the Six CIPD Behaving Inclusively Standards: Feedback from my Manager and Self Reflection

	Standard
	Line Manager feedback against standards
	Self-assessment

	Inclusivity
 
 
 
 
	In her recruitment role, Kasia interacts with a diverse range of candidates applying to the company for a wide variety of roles across our locations UK wide.  In order to ascertain their suitability to the role for which she is recruiting she has telephone conversations with them exploring their experience and perceptions of the roles.
Kasia has also developed trusting relationships with managers across the UK based business, in differing locations, with differing challenges and company views and perceptions.  She adapts her style well to suit differing characters and makes an effort to get to know this wide and diverse group if managers in order to work more effectively with them.
 
	 Recruiting in the haulage sector requires balancing operational urgency while maintain fairness, consistency and strong relationship building. The workforce is often diverse in age, backgrounds, experience and the work can be both demanding and safety critical.
I make sure candidates stay updated on the process, key expectations and what will happen next. I vary my communication approach to suit each candidate-whether that’s by the phone, email or in person – so candidates feel supported and fully involved.  

	Valuing diversity
 
 
 
	The candidates applying for roles within Owens Group are from diverse backgrounds and each have differing views on the Company and the roles for which they are applying.  Kasia listens and seeks to understand their views and opinions in order to make informed recruitment decisions on their suitability to the roles and the company.
 
	 I take into account how different groups can access or interpret job details and make sure adverts are written in clear and accessible language. I am careful not to include criteria that might exclude people with less traditional career paths and instead I prioritise skills, potential and transferable experience. 

	Building relationships
 
 
 
	In her role Kasia has developed high trust relationships with the Depot Managers based across the UK. She manages Driver Recruitment for them and has almost daily phone contact with this diverse group of people.  She makes an effort to learn about their challenges and perceptions of company objectives but also to get to know them on a personal level, chatting about general things, around the more focused recruitment related conversations.
 
	 I prioritise a clear, regular communication with managers and colleagues. By keeping managers updated on candidates process, any issues that arise and timelines, I build trust and ensure that they feel fully involved. It ensures we are all working to the same priorities and reduces frustration during busy periods. 
I understand the need to balance fast-moving operational urgency with fairness and consistency and I am committed to build this relationship further and a part of my ongoing development. 

	 
Sharing knowledge
 
 
	Kasia now works closely with our young HR Apprentice who is supporting her in managing our recruitment.  She has invested time and effort developing this young person, readily sharing her ways of doing things form her years of experience working in recruitment. 
	 I support colleague that are new to recruitment by showing them how to screen candidates, communication approaches and ways to manage expectations. I make sure colleagues understand the reasons for decisions, which helps them learn rather than just following instructions.

	Conflict resolution
 
 
 
	Kasia has recently had her responsibilities increase, which involved taking work which a current employee was responsible for.  There was a potential for conflict, but Kasia manged the communication and hand over in such a way as to avoid this.  She kept everyone in the communication loop and worked with senior mangers in a confidential and trusting manner to ensure the transition ran smoothly.
	 In challenging situations, I maintain calm approach and work to understand the root of the issue rather than reacting to the tension. I make sure I listen carefully to managers and colleagues so I can understand the situation from their point of view. I work with others to agree on practical solution that meet operational needs and I maintain positive relationships by communicating openly and following up once the issue is resolved.

	Psychological safety
	Kasia interfaces with our Drivers Trainers as part of the onboarding process with HGV new starter drivers.  They have differing capabilities and organisational skills.  She assists this group with differing needs and is accommodating their push back but in a way which encourage es them to seek support form Depot managers.  She has also taken onboard their ideas and suggestions for improving onboarding and encouraged them to come forward with suggestions to senior managers.  
 
	 I aim to create a space where colleagues feel comfortable speaking openly with me. I present myself in a calm and consistent way so others can speak up or seek clarity without worrying about criticism. 
I make sure I understand their points of view and reply in respectful way that strengthens trust. I communicate my decisions clearly and share the reasoning behind them so others feel informed and involved. 





Appendix B- Strengths, development needs and personal goals in the SWOT analysis 
 
	STRENGHTS
	WEAKNESSES
	OPPORTUNITY
	THREATS

	I enjoy both independent work or as a part of a team
	Not prioritising my ongoing professional development. 
	Developing confidence with new technology.
	Limited confidence with modern technology could affect my ability to adopt quickly.

	Confidence in carrying out my responsibilities 
	No clear career path.
	Step forward to practice and develop my public-speaking skills.
	My position might become redundant in the coming years. 

	An ability to take initiative and taking action earlier.
	Staying motivated during routine or repetitive tasks.
	Building skills in other areas of HR practice.
	A lack of confidence in public speaking could restrict future opportunities.

	Effective working relationship with stakeholders at different levels.
	Feeling anxious when speaking in front of the group.
	
	



Appendix C- CIPD Self-Assessment tool 
By completing the CIPD self-assessment, I have been able to identify a range of development activities that will strengthen my progression and broaden my learning through variety of learning methods. The development activities I’ve selected will be completed in addition to my mandatory training. When this learning plan is complete, I will carry out a further self-assessment to identify the next steps in my development. 
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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)? (Suggest
100-150 words)

I'he knowledge | gained will guide my tuture practice by enabling me to work with confiaence, consistency and in line with legal requirements. Going rorward,
| intend to take a more intentional approach to ensure my advise reflects current legislation and organisational policy, as this is key to maintaining fairness
and reducing organisational risk. This will shape the way | support managers as | will be more confident in explaining procedural requirements and highlight
why thorough documentation and clear communication are essential.

My recruitment practice become more intentional, guided by a clearer understanding of why selection process must be fair, inclusive and evidence-based. |
am now more aware of potential bias and prioritising a fair, supportive experience of every candidate.

Overall, it has strengthen my commitment to continues development as HR evolve quickly and requires up-to-date knowledge. | am committed to ongoing
learning so that support that | offer remains up to date, reliable and consistent with best-practice standards.

It will allow me to offer more reliable and consistent advise to colleagues and managers, helping to build confidence and strengthen decision-making across
the organisation. By modelling objectives, inclusive and legally informed practice, | can help promote greater fairness and transparency across the workplace. |
also plan to pass on what I've learned through team discussions, collaborative working, helping to create a more consistent approach to HR processes.
Improving my knowledge on legislations and best practice will contribute to maintaining compliance and lowering organisational risk.
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Learning through shadowing: Organisational Pay Structure Change
01/09/2025

Business acumen

Coaching/mentoring

N/A
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1. What is the learning
experience you're reflecting
on? (eg, researching a topic,
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event you attended, a podcast
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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)

Shadowing my line manager auring the organisational pay structure change offered an opportunity to observe how complex Hk decisions are managed in
practice. | developed clear understanding of how much planning, consultation and communication are required to implement change successfully. This
learning enhanced my awareness of how pay structures, legal requirements and organisational policy content and how clear justification and transparency are
in maintaining trust. | was able to see how evidence and date shape decisions and how potential risks are evaluated and reduced. This experience has
underlined the importance of growing my skills in leading change and supporting colleagues, as well as continuing to build confidence in managing sen:

and high-impact HR matters.

Shadowing my line manager during the organisational pay structure change allow me to see how complex HR decisions are made and implemented. |
observed how pay principals, legal obligations and organisational policies interact to support fair and transparent outcomes. This helped me recognise the
extent of planning, stakeholder consultation and communication needed to implement change effectively. | learned how data is applied to support
recommendation, assessing risks and ensuring decisions are grounded in evidence. Experiencing these steps as they happened strengthen my awareness of
the importance of clear justification, open communication and effective governance in sustaining trust during periods of change. It further highlighted the
importance of strong stakeholder management and the ability to anticipate questions, challenges and unintended consequences.

Reflecting of what | observed has highlighted the importance of building my own confidence in managing organisational change and supporting those
affected. It has encouraged me to further build my confidence in handling sensitive , high-impact HR activities and to adopt more strategic, informed
approach in my day to day work.

Experiencing the pay structure change alongside my line manager has clarified how | want to work going forward, particularly in developing stronger strategic
awareness and my confidence in managing complex HR activity. | have a clearer grasp of how pay principals, legal requirements and organisational policies
must work together which will prompt me to take a more analytical and evidence-based approach when contributing to future decisions. | aim to prepare
more thoroughly, involve stakeholders at an early stage and make sure communication is open and timely.

I've recognised the need to anticipate queries, concerns which will shape my planning and structure my work going forward. This will involve taking more time
to assess risks, questioning assumptions and exploring the wider impact of decisions before offering advise or recommendations. Additionally, observing the
way sensitive matters were approached has highlighted the importance of increasing my confidence in managing high-impact HR activities and supporting
colleagues through change.

Overall, this experience has encourage me to take more proactive, strategic and reflective approach in my daily practice, helping to deliver fair, consistent and
well-governed outcomes.
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4. What else have you done -
or what will you do - for this
learning experience to have a
wider positive impact (eg, on
others, your organisation, the
profession, society)? (Suggest
100-150 words)

To ensure this learning has a wider positive impact, | plan to share the key lessons with colleagues through informal knowledge-sharing conversations and by

contributing more actively to team discussion on policy, pay and organisational change. | plan to use this insights to support newer team members, helping
them build confidence in preparation, stakeholder engagement and evidence-based practice.

| intend to apply these principals when reviewing processes or providing advice to managers, helping to promote fairness, transparency and consistency

across organisation. By modelling effective practice and supporting colleagues to adopt sil
collaborative HR function that delivers stronger outcomes for employees and organisation.

ilar habits, | hope to contribute to a more informed, confident and
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ACAS - HR for beginners
12/02/2025
Learning and development

Reflection from a course activity

HR for beginners event Certificate.pdf

This course provided formal, instructor led programme designed to build essential HR understanding, including employment law, disciplinary and grievance
process, recruitment and best-practice people management. The programme integrated theoretical input with case- based discussions which helped me
deepen my understanding of essential HR procedures and how they operate in practice. The course provided a clear, structured learning experience and
encourage me to reflect on how HR concepts translate into day-to-day work. This strengthen my confidence in my role by deepening my understanding of
legal and procedural structures that support effective HR practice.

The ACAS HR for Beginners training provided a solid foundation for my learning and strengthen my understanding on essential elements of HR practice. A
major insight | gained was recognising the extent to which employment law underpins almost every aspect of HR decision making. This clarity around
legislations, employee rights and organisation responsibilities helped me appreciate why HR decisions must be grounded in fairness, consistency and
transparency. | learned how formal disciplinary and grievance procedures should be structured and why thorough accurate record-keeping and open

sing organisational risk.

communication are essential for maintaining trust and mini

My understanding of effective recruitment deepened, including the need for transparent, inclusive and evidence-based selection methods. As a result, this
encourage me to reflect on my own methods and adopt a more thoughtful, bias-aware approach and the overall candidates experience.

As a whole, the training enabled me to adopt a more informed, structured and legally informed approach to my work. It reminded me of the importance of
continues learning in HR as legislation and best practice change quickly and directly influence the quality of support | am able to provide.




