AC 1.1

A people professional is defined as an individual who applies specialist knowledge, skills, and behaviours to manage and develop people within an organisation, ensuring that work practices are principles-led, evidence-based, and outcomes-driven (CIPD, 2023). This definition aligns with the CIPD Profession Map, which sets global standards for the profession (CIPD, 2023) and positions people professionals as key actors in shaping good work and working lives by influencing organisational strategy, supporting employee well-being, and driving positive change (Syrigou and Williams, 2023).

The CIPD Profession Map also outlines key behaviours such as ethical practice, inclusivity, valuing people, and professional courage, which are essential for building trust and credibility in the workplace.

The rapid and organic growth of Nexxobyte has resulted in structural inconsistencies, informal management practices, and a lack of standardised procedures, all of which pose risks to employee engagement and organisational performance. A People Professional can make a positive contribution in a number of ways. This could begin with implementing formal HR policies and procedures to ensure fairness, compliance, and consistency across teams, thereby reducing grievances and improving trust (Olade Consulting, 2024). 

Standardisation of recruitment, onboarding, and learning and development (L&D) would help create equitable access to opportunities and mitigate the current disparities in working arrangements and training provision (MSI, 2024).

In addition, the people professional can lead management capability development, recognising that the three team leaders lack prior experience or training. Through targeted interventions such as coaching, leadership development programmes, and structured performance management systems, they can build managerial competence and confidence (Pimplapure et al., 2024). This aligns with CIPD guidance on organisational development, which emphasises planned and systematic approaches to improving capability and culture (CIPD, 2025). 

The people professional could act as a business partner, advising directors on workforce planning and talent management to support sustainable growth. This includes introducing workforce analytics to identify skills gaps and inform L&D priorities, ensuring that Nexxobyte remains competitive in a rapidly evolving technology sector (Akinoso et al., 2024; Nastase et al., 2025). 

As HR Grapevine (2014) notes, HR is central to organisational development, aligning strategy, people, and systems to support sustainable change.

Finally, we can draw on Deloitte (2025) to understand that people professionals play a vital role in shaping organisational culture. By fostering inclusivity, encouraging feedback, and addressing employee concerns proactively, they can help create a positive and engaging work environment and they can also enhance employee engagement and retention, addressing Nexxobyte’s recent loss of valuable staff.
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Two personal and ethical values that will support the HR/L&D adviser in their role at Nexxobyte are fairness and professional integrity. Fairness ensures that all employees are treated equitably regardless of team, role, or background. Fairness relates to treating individuals equitably and making impartial decisions. In HR and people practice, fairness underpins recruitment, performance management, and reward systems. It helps prevent discrimination, promotes inclusivity, and supports employee well-being. Fair treatment enhances organisational reputation and fosters a positive work environment, which contributes to productivity and retention.
This is particularly significant at Nexxobyte, where inconsistent management practices have resulted in unequal access to learning and development opportunities and varying working arrangements. By consistently applying fairness in policy development and decision-making, the adviser can foster a culture of transparency and inclusion. Research by Lucy et al. (2023) highlights that perceived fairness within organisational life contributes to employee motivation, trust, and retention, making it both an ethical and strategic imperative.
Professional integrity is equally vital, as it underpins ethical decision-making and builds credibility within the people function. Acting with integrity involves honesty, transparency, and accountability in all aspects of work, from advising managers to handling sensitive employee issues. According to the CIPD (2021), ethical practice is a core behaviour for people professionals, requiring them to role-model values and apply principles consistently in decision-making. Integrity also supports the development of a values-driven culture, which is essential for long-term organisational success. Luhar and Kurhade (2025) argue that ethical leadership, grounded in integrity and fairness, can transform HR practices and foster a culture of trust and engagement. 
Professional integrity is particularly important for a people professional working at Nexxobyte because of the organisation’s current challenges and growth stage. Nexxobyte has experienced rapid expansion without formal HR structures, resulting in inconsistent management practices, unequal access to learning opportunities, and employee complaints. In such an environment, the HR/L&D Adviser will be responsible for introducing policies, mediating disputes, and advising on sensitive issues. Acting with integrity ensures that decisions are perceived as fair and unbiased, which is critical for rebuilding trust among employees and managers (CIPD, 2021).
Moreover, professional integrity strengthens credibility when influencing senior leaders and implementing change. Research shows that ethical leadership fosters trust and engagement, which are essential for stabilising a growing organisation (Luhar and Kurhade, 2025). Without integrity, trying to standardise processes or resolve conflicts might be viewed cynically, undermining the HR function’s authority. Bogale and Birbirsa (2023) further argue that HR systems designed without ethical considerations lead to dissatisfaction and poor performance. Therefore, integrity is not only an ethical requirement but also a strategic asset for creating a values-driven culture and supporting sustainable growth at Nexxobyte.
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Strong communication skills are essential for people professionals because they directly affect how satisfied employees feel and how well the organisation performs. Kotamena et al. (2020) argue that while technical competence is important, communication has a stronger influence on employee outcomes, particularly satisfaction, which drives improved performance. This positions communication as a strategic capability rather than just a soft skill.

Effective communication underpins core HR functions such as recruitment, onboarding, performance management, and conflict resolution. Without clarity, misunderstandings can lead to disengagement and inefficiencies (Nexus HR Consultancy, 2024). Transparent, two-way communication fosters trust and engagement, which are critical for retention and productivity (Carter, 2024). 

CIPD (2024) evidence reviews confirm that communication strategies, including establishing open communication channels that allow ideas and feedback to flow across all levels of the organisation supported by structured processes for employees to share their views and contribute to decision-making, enhance inclusion and organisational outcomes. Moreover, communication styles directly influence collaboration and job performance with assertive but empathetic approaches reducing conflict and promoting teamwork (Eresanara and Frank, 2024; HR Magazine, 2024).

Research consistently demonstrates that effective communication enhances organisational performance. Musheke and Phiri (2021) found a positive correlation between effective communication and organisational performance, noting its role in fostering collaboration and informed decision-making. Similarly, Shonubi (2016) emphasises that clarity, feedback mechanisms, and active listening significantly improve efficiency and financial outcomes. Jerab (2023) further highlights that clear communication promotes alignment, engagement, and trust, reducing errors and boosting productivity. These findings strongly suggest that communication impacts not only employee morale but also on common key performance indicators such as productivity, profitability, and customer satisfaction.

As HR evolves into a strategic function, communication becomes even more critically important, supporting initiatives such as change management, diversity, and organisational development (Asuelimen and Omohimi, 2019; ICS Learn, 2025). 

Men (2014) links strategic internal communication to employee trust, engagement, and alignment with organisational goals, noting that transformational leadership and rich communication channels significantly improves the quality of interactions. These outcomes are vital for fast-growing firms where agility and cohesion are essential.

For people practice individuals, poor communication can result in diminished influence within management teams, causing recommendations to be overlooked and limiting impact on areas such as employee experience and organisational culture. For organisations, the consequences can be significant. Without a strong HR voice, issues at Nexxobyte such as high turnover, dissatisfaction, and fragmented cultures may persist. 

Collectively, these findings demonstrate that communication is not merely transactional but a strategic enabler of organisational success. Developing and consistently applying strong communication skills is essential for HR professionals to establish credibility, influence decision-making, and drive long-term performance.

AC 1.4

If the HR/L&D adviser at Nexxobyte had been aware of unethical favouritism in training approvals and illegal use of company resources, they would have acted with professionalism, discretion, and a commitment to ethical practice. Ethical behaviour is a core requirement for people professionals, as outlined by the CIPD (2021), which stresses integrity, fairness, and adherence to legal and professional standards.

The CIPD Code of Conduct requires HR professionals to challenge unfairness and uphold equality and inclusion (CIPD, 2023). Addressing such issues begins with gathering objective evidence, such as training approval records or employee feedback, to ensure concerns are fact-based (Kingfisher Professional Services, 2025). A confidential discussion with the manager should follow, focusing on the impact on morale and organisational culture while promoting transparency and merit-based decisions (HR Team, 2024). If unresolved, escalation to senior leadership and recommendations for policy review and management training are essential. Research highlights that mitigating favouritism requires clear processes, equal access to opportunities, and leadership accountability to foster trust and fairness (Yusoff, 2025).

Misuse of company resources for personal business constitutes a serious breach of organisational policy and may amount to gross misconduct under UK employment law (Safe Workers UK, 2025). The CIPD Code of Conduct emphasises integrity and accountability in addressing such behaviour (CIPD, 2023). The adviser should gather clear evidence, such as system logs or witness statements, before escalating the matter through the disciplinary procedure in line with the Acas Code of Practice (Acas, 2025). This process includes investigation, a formal hearing, and an opportunity for the employee to respond before deciding on sanctions, which may range from warnings to dismissal for gross misconduct (Kingfisher Professional Services, 2025). Policies on acceptable use should also be reinforced to prevent recurrence (CIPD, 2025).

Failure to address unethical behaviour can damage reputation, expose the organisation to legal risk, and erode employee trust. HR professionals must combine expertise with the courage to challenge misconduct and influence change (Ulrich et al., 2012). Bogale and Birbirsa (2023) emphasise that vigilance and decisive action are essential to protect organisational integrity and performance. By consistently applying ethical principles, the adviser would help foster a culture of fairness, accountability, and trust at Nexxobyte.

Finally, the advisor should ensure that robust policies are in place to uphold fairness, transparency, and ethical standards at Nexxobyte. These include equal opportunity provisions, a clear code of ethics, and measures to prevent preferential treatment. Recruitment and promotion processes should be transparent and based on objective criteria, supported by structured performance management systems. Additionally, whistleblower protections, conflict of interest disclosures, and diversity and inclusion initiatives are essential to foster accountability and an equitable workplace culture (Bhardwaj & Singh, 2024).
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Sustainable organisational success depends not only on financial performance but also on employee wellbeing, engagement, and retention. Research consistently shows that when employees feel included, valued, and treated fairly, they are more engaged, productive, and committed to the organisation (Harvard Business Review, 2020). The notion that reducing protections increases effort contradicts evidence demonstrating that inclusion and fairness foster psychological safety, where individuals feel safe to express ideas and take risks without fear of negative consequences (Edmondson, 2018). Psychological safety is linked to higher collaboration and innovation, which are critical for organisational resilience.

From a human perspective, inclusion and fairness significantly influence emotional commitment and loyalty. Pinho and Colston (2024) found that perceptions of fairness and psychological safety enhance engagement and discretionary effort. Drawing upon Tajfel & Turner (1979) and Greenberg (1987) we can see that fairness and belonging have long been recognised as directly affecting motivation and performance. When employees perceive inequity or exclusion, outcomes such as disengagement, conflict, and attrition very often follow and are costly for any organisation.

From a business point of view, the benefits of inclusion are quite compelling. Organisations with highly engaged employees achieve up to 23% higher profitability and 18% greater productivity compared to those with disengaged teams (Harvard Business Review, 2020). Inclusion also drives innovation, as diverse teams bring varied perspectives and problem-solving approaches (Ayoko & Fujimoto, 2024). Bohnet and Chilazi (2025) highlight that fairness in systems, such as access to development opportunities, improves cohesion and reduces turnover. McKinsey’s research reinforces this, showing that gender-diverse leadership teams are 25% more likely to outperform financially, while ethnically diverse teams are 36% more likely to achieve superior results (Hunt et al., 2015; McKinsey, 2024).

Inclusive practices also strengthen employer branding and talent attraction. Glassdoor (2025) reports that 76% of job seekers consider diversity, equity, and inclusion (DEI) initiatives essential when evaluating employers. Furthermore, fair treatment mitigates risks of discrimination claims and reputational damage, ensuring compliance with legal standards (Praslova, 2022).

In conclusion, embedding inclusive and fair people practices is not about creating “feel-good” policies, it is a strategic imperative. Inclusion and fairness enhance psychological safety, engagement, and innovation, while delivering measurable business benefits such as improved financial performance and reduced risk. For Nexxobyte, prioritising these principles will build a resilient, high-performing organisation where people thrive and contribute their best.







AC 1.6

Developing a fair and inclusive Learning and Development (L&D) policy is essential for promoting equity, engagement, and organisational success. Current practices perceived as unfair can undermine trust and limit access to growth opportunities, making a structured, evidence-based approach critical (CIPD, 2025).

The first step is conducting a policy audit and training needs analysis to identify gaps in fairness and accessibility. This process should align development opportunities with organisational goals and employee aspirations while incorporating demographic data and feedback to uncover barriers (DavidsonMorris, 2025; CIPD, 2025). Engaging stakeholders through surveys and focus groups ensures the policy reflects diverse perspectives and learning needs, fostering trust and ownership (Jones, 2023).

Embedding Diversity, Equity, and Inclusion (DEI) principles is central to policy design. This involves guaranteeing equal access to training regardless of role, location, or background, and ensuring unbiased content and representation of diverse voices in learning materials (Tulsiani, 2024). Incorporating cultural competence and bias-awareness training further supports inclusivity (Training Journal, 2024). Research by Bohnet and Chilazi (2025) emphasises that fairness in workplace systems—particularly in access to development—improves engagement and reduces bias.

Accessibility and flexibility are also key. Inclusive policies should accommodate different learning styles and abilities by offering multiple formats such as virtual sessions, microlearning, and accessible materials. Universal Design for Learning principles can guide this process, ensuring participation for employees with disabilities or varying schedules (SHRM, 2024; van Luyn, 2025).

Transparent communication is vital to avoid perceptions of favouritism. Publishing eligibility criteria and providing clear guidance on accessing opportunities reinforces fairness and consistency (Santhosh, 2024). Managers should be trained to apply the policy uniformly, as inconsistent application can erode trust and engagement.

To ensure the policy remains inclusive, impact measurement should combine quantitative and qualitative methods. Key metrics include participation rates across departments, roles, and demographics to identify disparities in access. Surveys and focus groups can capture employee perceptions of fairness, accessibility, and relevance (CIPD, 2023). Tracking outcomes such as engagement scores, retention rates, and performance improvements provides insight into the policy’s effectiveness. Benchmarking these results against organisational DEI objectives ensures alignment with strategic goals. Regular reviews and feedback loops enable continuous improvements, reinforcing accountability and inclusivity (Kingfisher Professional Services, 2025).

In conclusion, a fair and inclusive L&D policy enhances engagement, retention, and innovation by ensuring equitable access to development opportunities. By embedding DEI principles, ensuring accessibility, maintaining transparency, and measuring impact, people professionals can transform L&D into a strategic driver of organisational success.
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To gather feedback, I created a simple online survey based on the six Working Inclusively standards outlined in the CIPD Profession Map. The survey included structured questions and open text for additional comments. The table below provides a summary of the quantitative results, while all detailed feedback is presented in Appendix A. The survey was issued to 12 colleagues and 7 responded (58.3% response rate).
[image: ]

The feedback reflects an endorsement of my leadership style and highlights strengths in relationship building, collaboration, and knowledge sharing. Most colleagues indicated that I make a genuine effort to understand people as individuals and actively listen to diverse perspectives, which suggests that I am fostering an inclusive and respectful environment.
My strengths in purposeful collaboration and problem solving are also evident, with high scores in sharing expertise and supporting others. This indicates that colleagues see me as a valuable resource and a proactive contributor to team success. However, a small proportion of neutral or disagree responses, particularly around conflict resolution and encouraging openness, suggest there may be opportunities for me to make my support more visible or accessible to everyone.

To build on this feedback, I plan to engage more directly with those who may feel less connected. I will explore ways to model vulnerability and openness, such as sharing my own learning experiences or challenges. Taking these steps could help reinforce a culture of trust and continuous improvement, while addressing the few areas where perceptions are less consistent.
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The role of the people professional is evolving significantly, driven by changing organisational priorities and workforce expectations. Two key developments illustrate this transformation.

Strategic Influence and Expanded Remit - the people profession has shifted from a transactional, process-driven function to a strategic, judgement-based role. HR professionals are now integral to organisational planning and board level decisions, with people strategies considered as critical as financial forecasts (CIPD, 2025). This evolution requires advanced capabilities in strategic thinking, data literacy, and change leadership to navigate complex organisational systems. For ongoing professional development, this means prioritising skills in organisational development, analytics, and influencing senior stakeholders. While strong collaboration and knowledge-sharing are evident, further growth in demonstrating strategic leadership across wider teams—particularly in conflict resolution and openness—will strengthen impact (Syrigou and Williams, 2023).

The second major trend is the heightened focus on employee wellbeing, inclusive practices, and adapting to hybrid work models. People professionals are increasingly responsible for creating psychologically safe environments, supporting mental health, and ensuring equity across diverse and dispersed teams (CIPD, 2025). This shift demands advanced skills in emotional intelligence, inclusive leadership, and digital facilitation to maintain engagement and cohesion in hybrid settings. For professional development, enhancing skills in these areas will be essential to meet evolving expectations and foster cultures of trust and openness (McDonnell and Sikander, 2017).

In summary, these developments position HR as a strategic enabler of organisational success, requiring continuous learning and adaptability to lead effectively in dynamic environments.

AC 3.2

I have strong people practice skills that align well with the evolving expectations of the profession. Feedback from colleagues highlights my strengths in inclusive leadership, as I actively listen to diverse views and build purposeful relationships. I am also recognised for collaboration and knowledge sharing, which positions me as a trusted resource and problem-solver. These qualities reflect the CIPD Profession Map’s emphasis on inclusivity and collaboration, critical as organisations increasingly prioritise psychological safety and employee wellbeing. In addition, my ability to influence organisational change and promote fairness demonstrates strategic capability and professional integrity, which supports the shift towards HR as a strategic partner.

However, I recognise areas for improvement. Neutral responses in my survey suggest that I could make my conflict resolution support more visible and do more to encourage openness, such as modelling vulnerability and creating safe spaces for dialogue. These skills are essential in today’s landscape, where HR professionals are expected to foster trust and wellbeing across hybrid and diverse teams. Personally, I also see the need to strengthen my digital facilitation and data analysis skills to maintain engagement in virtual environments and to ensure that people practice decisions in my organisation are evidence based.

AC 3.3

To strengthen my capability as a people professional and respond to the changing landscape of HR, I have identified two development activities for the next few months. These areas were identified through personal reflection, colleague feedback and align with evolving HR priorities.

Firstly I will seek conflict resolution and inclusive dialogue training. This is important because neutral responses in my survey suggest that some colleagues may not perceive my support as visible or accessible. By developing improved skills in mediation, active listening, and creating psychologically safe spaces, I aim to foster openness and trust. The expected outcome is improved team confidence in raising concerns with me and greater engagement during challenging conversations. Impact will be measured through follow up conversations with colleagues.

Secondly, I plan to undertake further Data Analytics training. The CIPD (2025) highlights the profession’s shift from transactional tasks to strategic influence, requiring skills in workforce planning and evidence-based decision-making. By improving my ability to interpret data, I can provide insights that help shape strategic decisions and demonstrate measurable impact on organisational goals. This is particularly timely for me personally as I am currently working with colleagues to develop a new Strategic Plan for my organisation, supported by underpinning strategies which include a refreshed People Strategy. I will measure the impact by using improved analysis in my day-to-day work and by assessing the value of my data driven insights through colleague feedback.
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CONTINUING PROFESSIONAL LEARNING AND DEVELOPMENT RECORD


	Name: 
	Lynda Jane Astell
	Organisation:
	Coleg Gwent
	Role:
	Vice Principal (Resources & Planning)

	

	Date:
	October 2024
	Learning Activity:
	Reading Turn the Ship Around by L David Marquet

	

	Context
	At the request of our new Principal, the senior leadership team was asked to read this book to explore leadership approaches that empower teams. The new Principal recognised the need to foster greater cohesion within the Senior Leadership Team. Historically, there has been a clear divide between curriculum focused leaders and those responsible for support functions, which has contributed to lower levels of trust and collaboration. Building a unified, collaborative leadership culture became a key priority for the Principal.”


	Learning Objectives
	· Explore leadership approaches that empower teams and build trust.
· Identify strategies for creating a culture of shared responsibility and collaboration.
· Apply “leader–leader” principles to improve cohesion within the Senior Leadership Team.

	Reflection
	I found the book highly impactful because it challenges traditional “leader-follower” models and promotes a “leader-leader” approach, which aligns closely with effective people practice. Empowering individuals to take ownership fosters trust, inclusion, and accountability, principles which are central to the CIPD Profession Map. In an FE college context, this approach supports collaboration, professional growth, and innovation, creating a culture where staff feel valued and motivated to contribute their best.


	Impact on practice
	· Adopt language and behaviors that encourage autonomy (e.g., “What do you think?” and “I intend to…” frameworks).
· Co-create processes that reduce hierarchy and strengthen collaboration across curriculum and support teams.
· Embed these principles in upcoming strategic planning and programme review cycles.

	
CONTINUING PROFESSIONAL LEARNING AND DEVELOPMENT RECORD


	Name: 
	Lynda Jane Astell
	Organisation:
	Coleg Gwent
	Role:
	Vice Principal (Resources & Planning)

	

	Date:
	September 2025
	Learning Activity:
	Leading Lawfully - Eversheds

	

	Context
	This session was delivered by our legal advisors, Eversheds, to the leadership team. It focused on the legal and ethical aspects of performance management and positioned regular one-to-ones and performance reviews as developmental tools rather than punitive measures


	Learning Objectives
	Understand the legal framework underpinning performance management.
Explore how regular one-to-ones and reviews can support employee development.
Shift perception of performance management from punitive to developmental and valuing people.


	Reflection
	Performance management is a legal and ethical responsibility, not just an HR process. Regular one-to-ones demonstrate value and commitment to employee growth. Framing reviews as developmental fosters trust and reduces fear of punitive action. As a result of the session I realised that our current approach could be perceived as compliance driven rather than developmental. The session reinforced the importance of positioning reviews as opportunities for growth aswell as ensuring high performing individuals and teams.


	Impact on practice
	Plan to review our performance management policy to ensure it reflects a developmental approach.
Introduce improved guidance for managers on conducting supportive one-to-ones.
Embed language that values contribution and growth in review templates 
I need to model conversations that emphasise support and development.
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	AC 2.3
LYNDA ASTELL - FREE TEXT RESPONSES TO WORKING INCLUSIVELY SURVEY


	I am not sure that I am best positioned to answer these questions. 

	I responded with 'Strongly Agree' to most questions as I have consistently felt fully supported by Lynda since beginning my employment here. From day one, she has provided clear guidance, thorough explanations, and steady leadership, all of which have been instrumental in helping me settle into my role and grow in confidence. Her approachability and willingness to share her knowledge have made a significant positive impact on my experience.
For the questions where I answered "Neutral," it was simply because I have not yet encountered those specific situations in my working relationship with Lynda. 

	Lynda is an extremely competent, highly skilled and experienced senior leader in the Welsh FE sector. She makes time to ensure that new starters (such as myself) in the Welsh system can learn from her experience and skills. She is honest and clear with stakeholders, and unafraid to challenge constructively with unions, governors and key sector players, and sets out clear arguments and rationales to them. As a skilled accountant and finance professional, I find her way of explaining financial matters to non-financial staff refreshingly clear and patient.  Lynda has a huge remit and hopefully she now has a team around her who can be highly supportive of her. She is adept at building a strong team, and has brought her latest group of reporting SLT directors together extremely well, and it is an extremely enjoyable and supportive group to be a part of. 

	Lynda has helped navigate the recent structural changes, including a whole-college MOC, and new appointments to both the Senior and Corporate Leadership Team (S/CLT); she has done this with calm professionalism and a positive mindset. She has adapted well to new working practices amongst CLT and has demonstrated openness to constructive challenge, using it as an opportunity for honest reflection.
It is encouraging to see Lynda’s commitment to finding balanced solutions that meet the needs of both corporate and curriculum staff. Her ability to bridge these perspectives has helped strengthen collaboration and, importantly, alignment across the college.
Lynda’s approach to driving strategic change is making a clear and positive impact. She is helping to shape an ambitious vision for Coleg Gwent, one that inspires others and supports a culture of shared purpose, innovation, and continuous improvement. 

	I really enjoy working with Lynda.  She's sociable, engaging and consistently brings healthy challenge to CLT and SLT discussion while maintaining a great sense of fun.  She thinks creatively and innovatively, which adds real value and a unique contribution to problem solving, always seeking a positive way forward.  
Working more broadly across SLT, I've observed Lynda's efforts to listen more carefully and understand colleagues perspectives better.  This has started to make a real difference in building trust and fostering more collaborative relationships with all SLT colleagues and I see this going from strength to strength.  This is great because her creativity is a real asset to the whole team 
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