Assignment: Professional Behaviours and Valuing People 5CO03
Q1 (A.C 1.1)
Some key concerns highlighted in Nexxobyte are management capabilities, fair access to learning and development, different working arrangements across the team, inconsistent recruitment processes.    In this presentation for Nexxobyte, I would like to explore what it means to be a people professional by focusing on why people professionals matter, the benefits and consequences. 
The role of a people professional and why it matters? – Previously people professionals might have been seen as the ones that did the hiring and firing; however, the role has drastically evolved over the years.  People professionals these days directly help to shape culture, fairness, performance and long-term sustainability for organisations.   
A people professional holds a unique position helping to influence how employees are treated. Their skills and understanding are fundamental the role, as through this knowledge and expertise they build trust and credibility (CIPD, 2026).  Ongoing professional development is required to keep up with the evolving practices which can sometimes be a challenging.   
People Professionals Provide Fairness and Ethical Standards - Employees place a lot of weight on ethical principles and in a Global Business Ethics Survey, 85% said they thought ethical behaviours contributed to organisational success (Shende, 2026).  Key steps in building ethical practices include; define what fairness means, leading by example, fostering open communication and monitoring feedback.  By creating and safeguarding, ethical, fair and transparent practices, an organisation can reduce the risk of unethical and discriminatory treatment (CIPD, 2025).  Adopting an operating model or a workforce consistency framework, across all three teams in Nexxobyte, will provide fairness, reduce bias and transparency for employees.  It can also allow employees to move between the teams with ease.
People Professionals Create Value Through Integrated People Practices - Ensuring coherent people practices that align to organisational goals and values can have many benefits such as improved retention rates, stronger employee brand and can help create a psychologically safe environment (Vulpen, 2026).
People Professionals Use Evidence to Make Better Decisions – People professionals use evidence-based practices when making decisions.  They will consider multiply sources of evidence both quantitative and qualitative data, to optimize decision making (CIPD, 2025).  Whilst the complexity of this process can sometimes be challenging, this process ensuring the decisions made are effective and valuable.  This could be used in Nexxobyte to understand key management skills required, assessing current capabilities and designing a management and leadership programme that addresses the current gaps and provides opportunities for ongoing development (Towe, n.d.).
Conclusion – At its very core, people professionals are the guardians of fairness, the architectures of culture and the strategic partners that ensure people and the organisational outcomes align.  People professionals contribute to the success of the organisation through ethical practices, evidence-based practices and well-designed organisations.  Without people professionals, organisation face inconsistencies, are at risk to fraud, negligence, poor culture and low morale (Nancholas, 2024).
Q2 (AC 1.2)
As I start this role in Nexxobyte as a people professional, I will focus my attention on learning and development to strengthen the skillsets and capabilities in management and the workforce as the business continues to expand (Towe, n.d.).  I anticipate that my personal and ethical values will help guide how I support and design learning experiences. Two values that are central to my practice are fairness and openness in creating a safe environment, as both underpin effective and inclusive learning. 
Fairness for me is about treating people consistently, building a culture where there are consistent practices that champion equality and equal access to development.  Actively raising awareness to biases that can occur in an organisation.  Through fairness we can apply conscious thought around biases when making decisions.  
Promoting fairness in L&D means building a culture where everyone has access to learning, not just confident or high-level employees.  This value supports, inclusion and equity understanding everyone is different and therefore their learning needs may also differ (CIPD, 2026).  In Nexxobyte, I would design learning that accommodates different needs and learning styles.  When making decisions in Nexxobyte I would use evidence-based practices to make informed decisions rather than assumptions to avoid biases and I would look to challenge situations where learning feels inadequate or inconsistent (CIPD, 2025). The case study shows that none of the managers have received management training.  Using evidence-based practice, I would assess their current capabilities, review complaints raised and gather performance data, to bench mark against good practice.  This evidence will then allow me to challenge the current lack of structured learning and propose targeted development that meets actual needs and adds value (Veldsman, n.d.). 
Another core value of mine is openness, its important to me that when I work with others, I am approachable, honest and transparent in my communication. Encouraging open communication without judgement, allows vulnerability and fosters a growth mindset. This is important because people learn best when they feel safe to ask questions and make mistakes.  Openness encourages participation, reflection and creates and environment where learners feel heard and respected (CIPD, 2024). At Nexxobyte aligned to my core value I intend on setting expectations that mistakes are part of learning, I will actively listen and encourage contribution from quieter voices and I will share my own learning experiences to normalise uncertainty. 
By consistently applying fairness and openness I hope to create an inclusive and supportive learning environment at Nexxobyte where people feel valued and are able to grow professionally.  My values will be at the core of my decisions making process and will strengthen my contribution as a L&D people professional.
Q3 (AC 1.3)
Reflecting on Aisha’s request, I understand the importance of what she is asking me to do.  Communication is a key element of a business’s success, just as it is important for a business to communicate with a customer it is also important for the business to internally communicate with its employees. Effective communication drives employee engagement, helping them to feel connected to their roles.  When staff are engaged, communicating the organisation’s purpose and values can help achieve strategic goals. Clear and confident communication can help build trust and openness allowing a two-way dialogue, this can be critical especially in times of uncertainty where business is looking to implement changes (CIPD, 2025). 
Aisha has asked I communicate in a firm voice, this for me is more than good communication, firmness means advocating, challenging and holding the line on ethical and inclusive practice.  Constructively challenging existing practices and behaviours, with clear rational will build trust in my judgement at Nexxobyte which can help me influence change and new ways of working without causing defensiveness (Indeed, 2025). To achieve this, I will strengthen my voice when communicating by grounding recommendation in evidence, preparing clear and accessible messages, use assertive but respectful language, check for bias, encourage feedback for self-reflection and growth and consistently align my approach with the values of fairness and inclusion (GOV, 2023). Situations of misunderstanding could cause inconsistencies in practices across the business, we can already see the impact of inconsistencies across the teams and how it is leading to complaints (Forbes, 2024).  
As a people professional if my communication skills fall short, I could find it harder at Nexxobyte to influence decisions and may find my credibility is questioned.  As a result of this, current behaviours and practices could continue and I risk feeling complicit in practices that don’t align to my own values.  This can create ethical tension and can professionally leave me feeling very uncomfortable.  
The impact of this to the wider business means Nexxobyte continue with unfair practices, employees are at a disadvantage because of these practices and become disgruntled, feeling unheard and not valued.  This disengagement could lead to increase retention rates for the business and a poor reputation in employee branding effecting future recruitment. 
When reflecting on these consequences for both Nexxobyte and myself as a people professional, it is easy to see how firm, strong communication strategies can help drive success in business through changes and new ways of working.  
Q4 (AC 1.4)
Had I been present at Nexxobyte when learning of these issues raised, I would have approach both issues raised professionally, objectively to establish fairness, transparency and ensure proper use of resources, rather than immediately assume any wrong doing. 
First, I would gather facts. I would look to understanding the training request details, whether it aligns with the organisation’s learning and development policy.  I would look to understand if similar opportunities have been offered to other team member and try and review the business justification for the training. I would also consider understanding the relationship between the manager and the team member (CIPD, 2025)
Secondly, I would understand the existing policies and budget controls for the organisation. Then I would approach the manager, focusing on understanding the rationale, trying to better understand the business need, how the opportunity was communicated and discussing how they establish consistency and fairness across the team. 
Depending on the findings from my investigation I would recommend fair and transparent development opportunities.  Firstly, ensuring the organisation had the relevant policies; learning and development policy, equality, diversity and inclusion policies and budget approval procedures. Highlighting any gaps in management training on understanding the importance of fairness and inclusion (CIPD, 2026).  I would recommend a framework be implemented aligned to a learning and development strategy and established criteria for approving training request (Veldsman, n.d.). If upon investigating there was foundations for bias or favoritism, miss use of budget I would and complaints from employees indicated a grievance, I would discuss the grievance process and where need, look at the disciplinary process to see if it met the criteria.
For the employee using work time and equipment for his own business again I would start an investigation as a people professional, to ensure the investigation was fair and there was no conflict of interest. I would start by gathering the facts from both sides, maintaining a professional approach.  Understanding what activities was taking please, whether this was happening during working hours and if company equipment was being used, ensuring to gather reliable evidence from multiple sources such as witnesses, CCTV or system data.  
I would review organisational policies such as, acceptable use of IT equipment, conflicts of interest, code of conduct and their disciplinary policy.  I would then look to assess the impact of this on the organisation; how did this effect their work performance, whether confidential information has been breached or company reputation has been at risk, whether there is a conflict of interest with the organisation. If after investigating this, the accusations were true I would inform the employee we were starting a disciplinary process, ensuring this was communicated in writing, highlighting the accusations, supporting evidence, the possible outcomes of the disciplinary and the details of the disciplinary meeting.    I would then recommend follow the disciplinary process for abuse of company time and fraud (CIPD, 2025).  This should be carried out by the person with the authority to make the outcome decision.  If there were no disciplinary practices in place I would follow ACAS’s code of practice (ACAS, 2015).  
If I had been at Nexxobyte at the time as part of a reflective practice following these cases and to prevent future issues, I would recommend reviewing internal policies to assess improvement to ensure they protect both the business and the employees and expectations are transparent. I would discuss strategic preventative measures such as training and campaigns to raise staff awareness and embed enablers for employees to raise concerns, such as whistleblowing processes (ACAS, 2026). 
Q5 (AC 2.1)
I would respond respectfully, professionally and assertively acknowledging that whilst the business is performing well financially, there are concerns being raised by the employees around fairness and inconsistencies. Arguing that there is research such as the organisational justice theory that supports the value employees place on fairness.  The theory discusses how employees view the fairness of outcomes (disruptive justice) and the processes that lead to those outcomes (procedural justice) and the interpersonal treatment they receive (interpersonal justice).  This theory.  This theory is crucial as it influences employees’ attitudes and behaviours and overall job satisfaction.  There are examples of unfair procedural justices in Nexxobyte such as access to learning and development, inconsistency in ways of working which has had consequences on staff (Baldwin, 2006)
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Research shows strong employee engagement can positively impact organisational performance.  The research shows that focusing on communication, improving leadership capabilities and employee recognition boosts engagement.  Engaged employees who feel a sense of belonging are able to align with an organisation’s objectives.  A lack of employee engagement can impact morale, increase turnover rates and can have financial impacts through recruitment and training (ADAMU, 2025).  Nexxobyte have received staff complaints and have lost valuable staff members, in a new business that is expanding, morale and staff experience is valuable in creating culture and employee engagement and will impact organisational performance (CIPD, 2025). 
I would also discuss the importance of inclusion in the workplace and when organisations achieve this it can significantly enhance engagement and commitment and performance.  However, Roberson argues that it is about more than just training, it is about changing behaviours in an organisation (LSE, 2018).  Inclusion amplifies the effects of fairness, because employees interpret fair treatment as a signal that they belong and are valued.
I would then off the manager the opportunity to catch up to discuss this further if they wanted to talk more about the importance of people practices offline. 
Q6 (AC 2.2)
To ensure the staff Learning & Development policy is fair, I would begin by gathering diverse input through focus groups, surveys to understand any barriers that might exist currently when accessing development.  This will ensure the design reflects real employee experience rather than assumptions. I would then apply the principles of organisational justice (Baldwin, 2006) by making criteria for training access transparent, consistent and based on role requirements, rather than managers discretion, which is what we are currently seeing in Nexxobyte. To promote inclusion, I would ensure the policy covers a wide range of learning activities (formal, informal, digital, on-the job) so different learning styles and needs are recognised. 
I would also design equitable access mechanisms, such as individual learning budges, paid time allowances and look at alternative options for part-time staff, remote or shift- work staff (CIPD, 2026).  To avoid bias I would test the draft policy using an equality impact assessment (ICO, 2025) checking for exclusions. Finally, I would communicate the policy, use transparent language and ensure the managers receive guidance on applying it consistently. 
After implementation I would evaluate quantitative data, reviewing participation rates across the department, looking at roles, working patterns, demographics whilst analysing if paid learning time and budgets are being used consistently.  I would also use qualitive data, looking to gain feedback and insights through surveys and short interviews to see if they felt the policy was fair, particularly paying attention to the team who initially had the concerns.
After review I would provide transparent oversight and adjust the policy where needed to ensure a cycle of continuous improvement. 




Q 7 (AC 2.3)

	 
	Associate Level
	Feedback
	Own Reflections

	 
	At this level you will:
	 
	 

	Inclusivity
	Get to know people as individuals so you can work together more effectively
	Leanne has held workshops to better understand the needs of those in the department on Culture and Wellbeing.  I am aware that Leanne has also been contacted by individuals to discuss, their current roles and seek help with development.  Leanne creates a safe space for people to talk openly and one individual, commented that she was pinnacle to his new found motivation for career progress.  
	Since covid, spending time with people has become more challenging I feel.  Where you would naturally interact in an informal way in the office and get to know people through organic conversation this has become more limited.  While I do make a conscious effort through various workstreams I'm involved in, it feels surface level. 

	Valuing diversity
	Actively seek and listen to diverse views and opinions
	Leanne runs a department magazine on Culture, she organises these in a collaborative way to include employees from multiple functions and backgrounds, listening to ideas for content and encouraging a wide range of topics.  Leanne has actively listened to the ideas and voice of the employees through workshops run around Health and Wellbeing and have delivered multiple initiatives, such as deskside wellbeing exercises, bitesize yoga, winter wellbeing and meditation. 
	I often try to gain input, from varied departments and enjoy hearing people’s views and opinions, through asking questions or holding interactive workshops.  I feel they are very important in shaping changes and improvements that meet the diverse needs of our workforce.  Challenges sometimes come from the volume of input as availability can sometimes be limited.

	Building relationships
	Build purposeful working relationships with and collaborate with wider colleagues
	Through Leanne’s project management skills, she often networks and builds relationships with a wide range of stakeholders, at varying levels. I am always impressed at how Leanne can deliver tough conversations in a way that doesn’t harm the relationships she’s worked hard to build.  She will actively spend time across the business getting to know different functions, understanding their challenges and long-term goals. 
	Stakeholder management is important and networking across the business, understanding different functions is something I enjoy.  I like to take the time to get to know my stakeholders and their experiences, as this helps manage the relationship better, understand their influence and interests. I feel I do this well and will often use tools such as RACI to map this out. 

	Collaborative working
	Work effectively as part of a team to achieve project and wider team goals
	Leanne actively creates and works as part of a team when managing change.  She will often discuss people’s experiences and the recaps the end goals, motivating and keep people honest with deal lines and expectations. 
	Challenges I sometimes face is sponsors of change projects won't always know they want to deliver.  Creating a team environment I encourage analysis, better understanding of the issues to make informed decisions about solutions. Encouraging this mindset and collaborating with subject matter experts means impactful change solutions that is long lasting. 

	Sharing knowledge
	Readily share your knowledge and expertise with others to solve problems
	Leanne is very creative by nature and you can see problem solving and innovation is clearly a passion for Leanne.  Leanne will actively share her learnings, in Ad-Hoc sessions, having regular agenda points in meetings and will offer to spend time with colleagues who might be new to roles, or struggling with particular elements.
	I really enjoy learning and sharing what I have learned to improve ways of working.  Sometimes it can be challenging to get by in from the wider department when looking to make BAU changes.  I think this is something I need to work on and better communicate the benefits. 

	Conflict resolution
	Support others to resolve conflict and build trust before issues escalate
	Leanne is sometimes faced with times in change management where stakeholders might have different views on approach.  I’ve been in meetings where I’ve seen Leanne handle herself well, keeping calm and creating a space where peoples thoughts can be shared.  Leanne will challenge and promote revisiting the purpose, value and benefits of the change, keeping everyone on track to avoid scope creep. 
	It can be tricky sometimes when there is a conflict of interest in change, you might see stakeholders with two different opinions on what we should be doing and how we should be doing it.  Understanding authority levels and driving factors for deliverables helps navigate some of these situations.  Sometimes I have had to catch up with individuals on a 121 basis to better understand their concerns and if needed reassure them. 

	Psychological safety
	Encourage others to recognise when they need help, to admit mistakes, and share concerns and ideas
	Leanne creates a team mentality when managing change, she will often encourage members to speak up and ask for help if they are struggling with deadlines and workloads.  Leanne will also hold reflective sessions and talk about lessons learned on projects to encourage best practice. 
	This is really important to me and one of my core values, I try and lead by example through speaking up when things don't feel things are right or adequate.  I also encourage reflective practices through change pieces.  Through my health and wellbeing communication, I encourage people to be independent in looking after themselves, recognising their boundaries and promoting the help that is available.  



To complete this activity, I sought a colleague who has worked closely with me across several change and culture related projects.  I felt this individual would be best places to give a well-rounded view of my strengths and development opportunities as they have observed me in workshops, stakeholder meetings and across wellbeing initiatives.  
Their feedback highlights several consistent strengths, including my abilities to create psychological safe spaces, build collaboratives experiences and encourage diverse input.  They also recognised my commitment to wellbeing and my abilities to challenge conversations without damaging relationships.  This perspective has helped me to validate areas I feel confident in. 
The feedback has also helped me to identify areas of development, for example while I consciously try to build inclusive relationships, I recognise hybrid working has made informal connections more challenging, so I need to find more intentional ways to connect on a deeper level.
Q8 (AC 3.1) 
The role of a people professional historically viewed as largely transactional, but it has evolved into a more strategic function that helps shape organisational direction rather than simply administering processes (Forsdick, 2025).  This shift has come from the complexity in organisations and the changes in expectations from employees. As a result, people professionals now require strong strategic thinking, people analytics capability and understanding of organisational design. Developing confidence with strategic tools and frameworks such as the McKinsey 7s Model, which examines seven interconnected organisational elements (Jurevicius, 2025) supports more informed decision making and stakeholder influences.  This evolution also positions people professionals to bring an ethical and inclusive perspective to strategy decisions, ensuring organisational decisions remain fair and are align to responsible practices. For my own development this means strengthening my strategic capabilities and continuing to build confidence in analytical and ethical reasoning which faced with organisational challenges.
People professionals have also seen a raise in digital transformations and use of AI in people practices, the shift in focus becomes less about adoption these days and more about ethical use and optimisation (CIPD, 2023).  As a result, people professional need to build skills in AI literacy, deepening their knowledge of algorithmic bias and ensuring ethical use of data.  Understanding the how the interactions between human behaviours and machine learning system produce bias, can help identify where it might occur (Grace Chang, 2026). People professionals will play a key role in the future of AI helping organisations to embed ethical ways of using AI. For my own development.  For my own development builds my skills in AI literacy is essential in understanding how AI systems make decisions, identifying bias and ensuring technology used within the organisation aligns with principles of fairness and inclusion.  I will also need to build capability in people data and gain an understanding of algorithm limitations to identify when human oversight is needed.  
Q9 (AC 3.2)
Thinking about the capabilities people professionals need, my strengths are rooted in my values and mindset. I naturally create a psychologically safe environment that encourages growth, fairness and inclusion. My interest in wellbeing, helps me build cultures where employees feel heard and valued, through workshops, feedback loops and supportive initiatives. I also enjoy connecting with people and collaborating on projects sharing best practices and listening to diverse perspectives, to drive meaningful outcome-focused change.
For my own development it’s important to recognise areas where I have less experience.  Specialising in change management has limited my exposure to other areas of people practice, which can restrict my broader understanding of HR activities and real-life casework. I also find hybrid working challenging as the lack of natural, informal interactions makes it harder to build deeper relationships and understand people beyond the surface level interactions you get digitally. 
To support my long-term goal of becoming more rounded as a people professional I want to strengthen my strategic capabilities and gain great insights into other HR disciplines.  Broadening my understanding will help me develop a more holistic understanding of people practices and increase my confidence in contributing to wider organisation priorities.
Q10 (AC 3.3)
Development Activity 1:
Over the next 6 months, I plan to understand the impact of change on people throughout the organisation.   
Organisations have stepped into an era where change and innovation are fundamental in keeping up with the evolving needs of customers and the advances in technology.  However, along the way I feel organisations have forgotten about the people absorbing these change initiatives and the impacts it has on their day-to-day working environment.  Through this discovery piece I would like to broaden my understanding of HR practices by understanding the implications of change considering; morale, job satisfaction, wellbeing and impact on absence. 
 Development Activity 2:
I would like to embed better evidence-based practices in change management. 
Embedding better practices for decision making in change will ensure that decisions made are aligned to the wider organisations objectives and are supported by evidence not assumption.  
This will help strengthen my strategic skills, build confidence in influencing stakeholder and will also develop analytical practices. 
Q11 (AC 3.4)
CPD:
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Wellbeing
Attended an event

N/A

Hapus Training - Hapus Training_- Support for mental health

I'm reflecting on the Hapus Training | recently attended.

Through the Hapus training, | developed a deeper awareness of my emotional triggers, strengths and behavioural patterns. This increased
self-understanding has enabled me to respond more thoughtfully—rather than react instinctively—particularly in challenging conversations or during
periods of change.

The programme also equipped me with practical techniques for creating psychologically safe spaces where employees feel genuinely heard, valued and
supported. These approaches have strengthened the way | facilitate conversations and contribute to a more inclusive and compassionate working
environment.

| can now more clearly recognise how wellbeing directly influences performance, engagement and behaviour. This insight strengthens my ability to
design supportive, evidence-based interventions and to identify early indicators of stress in both myself and others. As a result, | am better equipped to
foster healthier working environments and respond proactively to emerging wellbeing needs.

e Launched meditation campaigns that promoted the benefits of mindfulness and encouraged employees to build positive wellbeing habits into their
daily routines.

e Signposted a range of wellbeing resources to ensure colleagues could easily access appropriate support.

e Applied emotional intelligence techniques in real workplace conversations to strengthen rapport, empathy and constructive dialogue.

e Engaged in regular self-reflection, incorporating journaling into my weekly routine to maintain a balanced mindset and support my ongoing personal
development.
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31/10/2025

Valuing people

Networking

N/A

Informal Port of Call with Central Communication Department

This reflection is on a port of call | attended with the central communication team

From my time with the Communications team, | gained a clearer understanding of the critical role that employee engagement and trust play in effective
organisational communication. | saw first hand how creating genuine two-way dialogue not only strengthens relationships but also boosts morale by
ensuring employees feel informed, involved and valued. | cam to understand how strategic planning is essential in communicating in organisations.

This experience has encouraged me to think more consciously and strategically about communication. | now better appreciate the importance of
planning, using consistent and inclusive language, and maintaining transparency to build trust and clarity. These principles will guide how | approach
future communication activities and how | support others across the organisation.

To ensure this learning has a wider positive impact, | will actively embed these insights into my day-to-day practice and share them with others. This
includes modelling open, transparent communication, promoting two-way dialogue and encouraging colleagues to engage meaningfully with employee
feedback. | will also champion approaches that strengthen trust and morale, supporting teams to feel more connected and valued. By integrating these
principles into my work and influencing others through example, | can contribute to a more engaged, inclusive and communicative organisational
culture.




