Q1. (AC 1.1) 
The first point I would include in my presentation would be to appraise what it means to be a people professional. I would evaluate both the expectations of the CIPD Profession Map and what that means in practice for how I plan to contribute within Nexxobyte. 
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(CIPD, 2024a)

The CIPD Profession Map makes it clear that people professionals are expected to demonstrate core behaviours such as ethical practice, valuing people, inclusion and professional courage. These behaviours support credible, evidence‑based HR practice and help create fairness and consistency among the organisation. (CIPD, 2024b)
At Nexxobyte, Aisha’s main concerns are the lack of standard procedures and the lack of management capabilities. There is inconsistent team management and complaints about different working arrangements and different access to paid L&D. This illustrates the risks of unstructured people management. My role as a people professional is essential in building clear expectations, building capability and promoting moral decision-making. For example, I would ensure ethical practice, guaranteeing equitable access to training and open decision-making. This is in accordance with CIPD’s definition of ethical behaviour.
People professionals additionally play a key role in making sure employees have a voice and feel appreciated at work. Nexxobyte’s fast growth and the way teams currently operate reveal the need for stronger communication channels and regular opportunities for feedback. Research shows that when employees are listened to and actually valued, levels of engagement increase, innovation improves and people are more likely to stay with the organisation (Armstrong & Taylor, 2023). My contribution would include reviewing current communication problems and implementing mechanisms such as regular team check‑ins, a consistent induction process and manager guidance.
Professional courage is also central to the role, especially as Aisha has brought me in to make improvements. This will involve me challenging poor practice constructively, supported by evidence and organisational data, and presenting the benefits of fair and consistent  HR processes. Modern People Professionals must talk tough, act as credible advocates, using insight to influence leaders and promote positive change , and let go of comfortable but low‑impact practices. (Ulrich, 2009a)
My appraisal will highlight that the people professional helps by modelling core behaviours, encouraging fairness, strengthening management capability and supporting a positive employee experience. At Nexxobyte, this contribution will facilitate consistency, reduce complaints, and support the organisation’s growth and long-term stability.

Q2. (AC 1.2)
Two personal values that I believe will support me in my new role at Nexxobyte are integrity and fairness. These values closely reflect the CIPD Profession Map, which highlights ethical practice, honesty and encouraging improved working lives as key expectations of people professionals (CIPD, 2024c).
Integrity influences how I communicate, make decisions and support others in my role. Working with integrity means being open, consistent and guided by clear professional values, even when conversations are difficult or when my advice questions existing ways of working. Acting with integrity is central to building trust and credibility (SHRM, 2023).
At Nexxobyte, Aisha has brought up concerns about inconsistent management decisions and no clear processes. Applying integrity in my role will help me build trust with both managers and employees. This means making sure my advice is evidence‑based and that I consistently uphold professional standards in all working relationships.
Integrity also affects how I build relationships across Nexxobyte. When people can see that what I say matches what I do, they are more likely to trust my judgment and involve me early in discussions that affect staff. This helps create open and honest conversations, even when the topics are sensitive or uncomfortable. Acting with integrity also means recognising when something isn’t working and being willing to change direction, rather than sticking with an approach simply because it feels easier. This approach supports a more open and accountable working environment, where decisions feel fair, and employees feel respected (CIPD, 2025a).
My second core value is fairness, which is crucial to effective people practice. Fairness means treating people consistently, offering equal opportunities, and making decisions transparently. At Nexxobyte, inconsistent access to training and different team arrangements have contributed to complaints and the loss of valued staff. Applying fairness in my role would entail reviewing existing processes, identifying where inequalities exist, and working with managers to introduce clearer, more consistent and open approaches. The CIPD highlights that fairness and inclusion are closely linked to engagement, productivity and a healthier organisational culture (CIPD, 2026).
Showing these values consistently can also encourage managers to think about their own decision‑making and how their actions affect different groups of employees. This can help managers work in a more consistent way, where expectations are clearer and standards are applied more consistently across teams.
Furthermore, when leading with integrity and fairness, employees trust that decisions are made openly and equitably, they are more likely to raise concerns, provide honest feedback and participate in making improvements. This not just strengthens employee engagement but also supports Nexxobyte’s long‑term ambition to grow sustainably while sustaining a supportive and open working environment.

Q3 (AC 1.3)
Acting as a “firm voice for people practice” at Nexxobyte means helping others understand, accept and feel confident about changes to how people are managed. With inconsistent management approaches currently in place, my role would be to clearly explain not only what needs to change, but why and how the changes will improve fairness, capability and ethics across the organisation. When communication is based on professional knowledge and evidence, people practitioners can influence managers and support fair, values‑led decisions. Embedding equality, diversity and inclusion into everyday working practices remain essential to achieving wider business aims, such as attracting and retaining talent and building an organisation that is structured, effective and sustainable (CIPD, 2026).
Clear, confident communication also plays a key role in building trust. Managers are more likely to listen to, and act upon, guidance that is presented with confidence and supported by evidence. When presenting ideas, whether about inconsistencies in training access, employee feedback, or cultural risks, the ability to explain issues clearly and confidently will reduce resistance and help drive a change in thinking across leadership teams. This helps establish people practice as a credible contributor whose guidance supports day-to-day operations and shapes long-range strategic objectives. Ethical communication also assures that decisions remain in line with fairness and respect. (Ulrich, 2009b)
If I didn’t communicate clearly and confidently, it could have a negative impact. A lack of clarity or confidence could make managers question my role as well as the value of my advice. Without trust, it would become harder for me to challenge poor practice or push for fairer, more consistent approaches. This would make it harder for me to perform my role effectively.
For Nexxobyte, ineffective communication could result in important changes not being properly established or taking much longer to put into practice. Without clear, evidence‑based communication, managers may continue with inconsistent approaches, reinforcing inequalities and damaging the employee experience further . This could prolong existing issues such as complaints, unequal access to development and disengagement. Ultimately, poor communication would slow progress, weaken organisational cohesion and restrict Nexxobyte’s ability to grow in a sustainable, people‑centred way. 

Q4 (AC 1.4) 
If I had been working at Nexxobyte when these issues were happening, I would have held a responsibility to address both the inappropriate behaviour and the unlawful use of company resources. I would ensure that any concerns I raised were based on evidence rather than assumptions. Taking time to gather information would help ensure that my response was fair, balanced and in line with professional standards. This is important, as people professionals have a duty to conduct themselves with integrity, promote ethical behaviour and support fair treatment across the organisation, particularly where actions could cause wider cultural harm (Syrigou & Williams, 2023). In situations involving conduct concerns, it is also essential to follow the organisation’s Code of Conduct and Disciplinary Procedure, as these provide clear expectations and a consistent structure for addressing misconduct.
In the case of the manager who regularly approved expensive development opportunities for certain team members while refusing similar requests from others, I would take an approach focused on fairness, consistency and transparency. I would begin by recording what I had observed, including dates, examples and any supporting evidence, before arranging a confidential discussion with the manager to understand the reasoning behind their decisions. If the explanation did not reasonably justify the differences, I would escalate the matter through the appropriate route, such as to Aisha or senior leadership. This type of behaviour damages trust and morale, and people professionals are expected to challenge actions that undermine fairness or professional credibility, even when this feels uncomfortable (CIPD, 2025b). At this stage, I would refer to the organisation’s Disciplinary Policy to ensure that any action taken was fair, proportionate and consistent.
For the second issue, where a former employee was using company equipment and work time to run a personal business, I would treat this as a serious misconduct issue due to the legal and organisational consequences. Before raising it formally, I would collect evidence, such as system usage data, information from colleagues or examples of misuse. Once the situation had been confirmed, I would escalate it to ensure appropriate action was taken. As an HR/L\&D Adviser, I have a responsibility to protect organisational integrity and must consider immediate compliance requirements with longer‑term organisational priorities when responding to such breaches.
Across both scenarios, my approach would include balancing professionalism, fairness and accountability. Addressing matters early, backed by evidence and grounded in ethical practice, helps protect employees, reinforce a healthy organisational culture and ensure that Nexxobyte can continue to grow on a core of trust, consistency and integrity.
Unethical behaviour in organisations regularly derives from cultural pressures, poor job design, unrealistic targets and lack of accountability. CIPD research emphasises that creating an ethical workplace requires more than policies, it depends on culture, supportive leadership, open communication, and practical mechanisms that help employees speak up and make ethical decisions. (CIPD, 2019)

Q5 (AC 2.1)
I would respond to the manager’s comment by explaining that while the organisation may be doing well financially right now, long term success depends on how people actually experience work. Studies regularly show that when employees feel included, valued and treated fairly, both people outcomes and business performance improve. This isn’t about introducing “feel good policies”, but about putting the right conditions in place so people can perform at their best. (CIPD, 2026)
From a people perspective, feeling included at work strongly shapes how safe, engaged and supported employees feel on a day to day basis. When individuals believe they are valued for who they are and have the same opportunities as everyone else, they are far more willing to share ideas, speak up when something is wrong and work collaboratively. Research has shown that inclusive leadership and environments help build psychological safety, which in turn encourages employees to contribute more openly and confidently. The PMC study shows that inclusion fosters psychological safety and engagement, both of which strengthen positive behaviours and improve the overall working dynamic between coworkers. When people feel safe and respected, trust grows naturally, stress reduces, and working relationships become healthier, all of which feed into a more positive and supportive employee experience. (Qasim et al., 2022)
There are also strong business reasons for promoting inclusion and fairness. Research has found that employees’ feelings of inclusion directly influence their emotional investment in their work and their likelihood of staying with the organisation. Findings show that inclusive workplaces have higher retention, reduced turnover and stronger levels of job satisfaction, displaying a clear link between fairness, inclusion and workforce stability. Keeping skilled employees saves substantial recruitment and training costs and protects organisational knowledge. Both of these factors play a vital role in maintaining long term organisational performance (Catalyst, 2025).
Inclusion also plays a major role in encouraging innovation and productivity. When diverse teams feel genuinely included, people are more comfortable sharing ideas and different viewpoints, which strengthens problem solving. Organisations with strong inclusion practices frequently perform better than their competitors because inclusion boosts creativity and leads to improved decision making. As a result, these organisations are more likely to see increased financial performance. This shows that inclusion is not a token gesture, but a key factor in building organisational resilience along with long term competitiveness (Gentile and Cardenas, 2017).
If a workplace relies on fear, inequality or people feeling unprotected, it might see quick results, but it won’t hold up long term. People eventually disengage, leave or reduce their effort when they feel undervalued or unfairly treated. In contrast, a culture where employees feel included, respected and treated with fairness creates a genuine foundation for motivation, commitment and long term success.

Q6 (AC 2.2) 
When designing a fair and inclusive Learning & Development initiative for Nexxobyte, my priority would be to make sure that all employees, regardless of their role, team or working pattern, have equal access to development opportunities. To do this, I would start by speaking with both employees and managers to understand any current barriers to training and how development is currently perceived. This early engagement helps ensure the initiative is formed by real experiences instead of assumptions. Alongside this, I would benchmark the approach against recognised professional guidance to ensure it reflects principles of fairness, transparency and consistency among the organisation. The CIPD highlights that inclusive workplace practices are linked to greater engagement and better organisational outcomes, supporting the importance of designing development systems that really value people and promote their growth (CIPD, 2024).
When writing the policy, I would clearly set out how much paid time employees can use for development, what budgets are available and which learning options are supported. The policy would be written in clear, accessible language and communicated consistently to all staff, helping to minimise confusion or perceptions of favouritism. I would also include a clear process for requesting training, with agreed timescales for manager responses and an appeal or review route for employees who feel decisions are unfair. This supports accountability and helps make sure development decisions are fair and based on need and potential, rather than favouritism
To check whether the initiative is inclusive after the first three months, I would collect both quantitative and qualitative data. This would mean checking how different teams, roles and working patterns are using the initiative to spot any gaps or unfair differences. I would also run short surveys and hold small focus groups to understand employees’ experiences, to see whether they feel the process is fair, whether decisions are transparent and whether they feel able to request development without hesitation. Research shows us that when organisations intentionally build inclusive systems and feedback processes, they are more capable of recognising gaps, improving fairness and building a workforce that is more engaged and committed. (Tinker, 2026)
By bringing together clear structures with active monitoring and employee voice, I am able to ensure the L&D initiative is applied fairly, transparently, and inclusively, which will assist both individual growth and Nexxobyte’s long‑term development.



TASK 2 

Q7(AC 2.3)
	CIPD 
	My Reflection
	Colleague’s Feedback (Wyn Mathews, Manager)

	1. Inclusivity
Get to know people as individuals.
	I make a conscious effort to understand employees’ personal circumstances when supporting sickness absence cases, which helps me tailor my approach and build trust.
	You take time to understand each employee’s situation, which helps managers feel supported and informed.

	2. Valuing Diversity
Actively seek and listen to
	During complex absence cases, I ask for input from managers, union reps, OH, and HR colleagues to ensure a fair, rounded view.
	You bring different parties together and encourage all sides to share their perspectives.

	3. Building Relationships
Build purposeful working relationships beyond your own team.
	I have built strong relationships with managers across various service areas, enabling open conversations about attendance issues.
	You establish trust easily, and managers frequently seek your advice. You can be overly available, which sometimes leads to taking on more work than you should.

	4. Collaborative Working
Work effectively as part
	I collaborate with team members when preparing data summaries, sharing workloads, and supporting service‑wide initiatives.
	Your willingness to help the wider HR team supports a smoother service for departments.

	5. Sharing Knowledge
	I routinely share updated policy interpretations, case-law insights, and best practices with managers to build their capability.
	You explain policies clearly and make things easier for managers to understand.

	6. Conflict Resolution
Handle difficult situations calmly and help find
	In challenging meetings, I remain calm and neutral, helping both employees and managers move towards constructive solutions.
	You stay composed under pressure and help de‑escalate tense situations. To strengthen this further, you should also be more assertive in challenging poor behaviour when it arises.



When reviewing my behaviour against the six Associate‑level standards for Working Inclusively, I’ve taken time to consider my day‑to‑day practice in conjunction with the feedback shared by my manager, Wyn Mathews. For the first standard, getting to know people as individuals, I make a genuine effort to understand each employee’s personal circumstances when supporting absence cases. This helps build trust and ensures that my advice is fair, appropriate and sensitive to their situation. I also demonstrate valuing diversity by proactively seeking input from managers, Occupational Health, union representatives and HR colleagues when responding to complex cases, which helps decisions feel balanced, inclusive and well informed.
In terms of building relationships, I’ve developed strong working relationships among different service areas, and managers regularly approach me because I’m consistent and approachable. I also play a positive role in collaborative working by sharing workloads, supporting data tasks and working closely with the HR team to resolve issues. I regularly share policy updates and explain processes clearly so managers feel confident applying the absence procedure. Finally, I remain calm throughout challenging conversations, which helps both managers and employees move towards constructive outcomes. Overall, the feedback suggests these behaviours support positive, inclusive working relationships and help ensure cases are managed more smoothly.

Q8. (3.1) 
The people practitioner role is evolving rapidly, and two changes really stand out for me when thinking about my own development. Firstly, the role is becoming more strategic, with people practitioners expected to look beyond day‑to‑day tasks and play a real role in longer‑term organisational planning. CIPD research shows how the HR remit has expanded, with the profession now recognized as a strategic partner that supports change, wellbeing and organisational effectiveness rather than just handling transactional work. For my own development, this means continuing to build confidence in using data, understanding wider business priorities and influencing decisions at a wider level, rather than only focusing on immediate business needs (CIPD, 2025a).
Secondly, the pace of digital transformation is changing how HR functions. People practitioners now need stronger skills in technology, analytics and digital systems so they can work more efficiently and base decisions on solid evidence. The CIPD notes that digital change is playing a big part in shaping the future of the profession, with HR needing to build stronger digital skills and make better use of data. I plan to continue improving my digital skills, especially in HR systems and data interpretation, so I will continue to add value and adapt confidently to future demands (CIPD, 2025b).

Q9. (AC 3.2)
While reviewing my behaviour against the six Associate-level standards for Working Inclusively, I thought about my day-to-day practice and feedback from my manager, Wyn Mathews. I have built strong working relationships throughout different service areas and managers regularly come to me for support. However, I recognise that being overly available can sometimes increase my workload or make it more difficult to maintain boundaries. Improving how I prioritise my work, delegate and manage expectations will help me uphold positive relationships without becoming overstretched while still offering the support managers need.
I work well with colleagues and contribute fairly to shared tasks, but I can slip into taking on too much myself rather than delegating, especially when things get busy or deadlines are tight. This is something I am actively working to improve so that workloads are shared more evenly, and the team benefits from everyone’s strengths.
At work, I regularly attend heated meetings with upset or frustrated employees. In these conflict situations, I remain calm and neutral, which helps de‑escalate issues, but I can sometimes hesitate to challenge poor behaviour. Developing greater assertiveness and confidence will help me address problems more promptly and consistently in future.

Q10 (AC 3.3) 
Over the next six months, there are two development activities I intend to focus on to help me in my role. The first is building greater confidence in assertive communication, especially in situations where I need to challenge poor behaviour or hold difficult conversations. I already stay calm and neutral under pressure, but I recognise that I can sometimes hesitate when addressing poor behaviour. To develop this skill, I intend to take part in workshops and observe more experienced colleagues, so I can learn different approaches, practice practical techniques, and receive support. I want to feel more confident stepping in early rather than waiting for issues to escalate.
Secondly, I want to improve my delegation and workload‑management skills. I’m very committed to supporting managers and the wider HR team, but this can sometimes mean I end up taking on too much. Over the next few months, I intend to focus more on defining clear boundaries, managing priorities and sharing responsibilities more equally across the team. Working on these areas will help me be more effective while keeping positive, collaborative relationships and avoiding unnecessary pressure.












Q11 (AC 3.4)
CPD Record 
	Date
	Development Activity
	Description of Activity
	What I Learned
	Impact on Behaviour & Performance

	March
2026
	Reasonable Workplace Adjustments for Neurodivergent People – Welsh Government Training
	Training focused on understanding and supporting neurodivergent employees through practical, tailored, reasonable workplace adjustments.
	Gained a clearer understanding of different types of neurodivergence, available adjustments, and how to approach conversations sensitively and confidently.
	I now give more informed, person‑centered advice and feel more confident advocating for employees who may struggle to express their needs.

	June
2025
	New Management of Absence Policy Training
	Training covering updated absence‑management procedures, thresholds and expectations.
	Strengthened understanding of the updated policy, documentation and the rationale behind changes.
	I now provide clearer and more consistent guidance and feel more confident challenging poor practice in line with policy requirements.
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