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TASK ONE
AC 1.1
In preparing my presentation for the first Nexxobyte management meeting, I would explain that being a people professional is different from simply carrying out HR admin. It is considered a profession because it is governed by recognised standards and ethical codes, rather than by what senior leaders think is right in the moment. My position is guided by the CIPD Code of Conduct and Ethics which sets expectations around character, competence and personal responsibility (CIPD, 2023). It means my advice won’t just be about what feels easiest at the time.

This distinction feels particularly relevant at Nexxobyte. The organisation has grown quickly and successfully, but management approaches appear to have developed informally, with different practices across teams. Whilst that flexibility may have worked during early growth, it has led to inconsistency and complaints. Being a people professional involves stepping back and asking whether current practices are sustainable as the organisation continues to expand. 

The CIPD Profession Map identifies the core purpose of the people profession as championing better work and working lives (CIPD, 2025a). When thinking about this at Nexxobyte, it isn’t just about whether the company is doing well financially. It is also about whether the way decisions are being made feels fair to those working there. For example, giving managers control over learning and development budgets may have worked when the business was smaller and may even feel like a sign of trust. However, without any shared guidance, the experience of development will start to look very different between teams and over time, these differences will start to create questions around fairness, even if it was never intended that way.

My role would therefore not be about introducing rules for the sake of it. Instead, it would be about helping managers pause and think about the longer-term impact of the choices they are making. That might start with something quite simple, such as agreeing a few shared principles around development so there is more clarity across teams. It could also mean encouraging more open conversations in management meetings about why certain decisions are made, so people understand the reasoning behind them. As Nexxobyte grows, approaches that once felt straightforward may start to create confusion and part of acting professionally is recognising when a bit more consistency would make life easier, rather than more complicated (Taylor & Woodhams, 2022).

In that sense, being a people professional at Nexxobyte is less about adding process and more about adding perspective. It is about helping the organisation think ahead rather than reacting in the moment. If growth continues at its current rate, having clearer and fairer people practices in place will support managers as much as employees. My aim would be to help create that balance, so that commercial success and positive employee experience develop together rather than pulling in different directions.
AC 1.2 
Starting at Nexxobyte, I feel excited about the opportunity, even though it is clear there is a lot to improve. Two values that will guide me in this role are fairness and integrity (CIPD, 2023). They are both ethical in nature, but they are also simply how I believe people should be treated at work.

Fairness feels especially important at Nexxobyte because the current way of working seems to depend heavily on individual managers. That might not have been a problem when the business was smaller, but as teams grow, differences between them can start to feel personal rather than practical. For me, fairness is using shared ground rules so decisions don’t depend on who someone reports to. In recruitment, for example, that could be as simple as agreeing a consistent set of interview questions and using a scoring system so candidates are assessed against the same criteria. Research into organisational justice suggests that employees are more likely to perceive decisions as fair when clear and consistent processes are used (Greenberg, 2002). It doesn’t need to be overly complex, but it does need to be clear. The same thinking applies to learning and development. If managers have discretion over budgets, there still needs to be transparency around how opportunities are allocated. Done well, this should make decisions feel fairer and less personal. The only thing to watch is that fairness doesn’t turn into being overly strict, because there will always be times when flexibility is the right thing.

Integrity is the other value I would bring into this role. For me, it’s about being consistent and not saying one thing in a meeting and then quietly accepting something different later. At Nexxobyte, some informal practices may have developed simply because the business was growing quickly. That is understandable. However, as the company becomes more structured, there will be situations where it is important to pause and look at whether those ways of working still make sense.

If, for example, a candidate seemed to be chosen mainly because someone already knew them well, I wouldn’t feel comfortable letting that pass. I would ask how the decision was reached and whether everyone had been assessed in the same way. The same goes for development opportunities. If the same names keep coming up and others aren’t sure how those decisions are made, that’s something I would feel responsible for looking into rather than brushing aside. For me, integrity in those moments is about being prepared to ask the question, even if it feels slightly awkward, instead of staying quiet because it would be easier.

Applying both fairness and integrity consistently should help ensure that decisions at Nexxobyte are transparent and defensible (CIPD, 2025b). As the organisation continues to grow, that consistency will be important in maintaining trust between managers and employees.
AC 1.3
In my view, understanding people practice is only part of the role. Being able to contribute to discussions with evidence, clearly and confidently, is what allows that knowledge to make a meaningful difference (Yukl, 2013). At Nexxobyte, where many practices appear to have developed informally, communicating in this way would be particularly important in supporting sustainable growth rather than reactive decision-making.

Being informed matters because credibility depends on evidence. Evidence-based practice suggests that stronger decisions draw on professional expertise, organisational data and relevant research rather than assumptions or habit (Barends & Rousseau, 2018). If I were to raise concerns about inconsistencies in development opportunities, for example, I would need to refer to patterns in data and feedback rather than relying on personal opinion. Presenting information clearly helps managers understand not only what might need to change, but why it matters to the organisation and its people.

Confidence matters as well. The CIPD Profession Map refers to ‘courage to challenge’ as an important behaviour for people professionals (CIPD, 2023). In reality this can be quite simple. It might just mean asking a few questions if something doesn’t seem quite right. For example, asking how a recruitment decision was made or whether development opportunities are being shared fairly across the departments in Nexxobyte. Bradberry (2017) also suggests that people who see challenge as part of learning are more likely to deal with difficult conversations in a constructive way. Without that confidence it would probably be easier to stay quiet, but that also means potential issues may never be explored properly. Being able to communicate clearly and with confidence therefore helps ensure the people perspective is actually heard in organisational discussions.

If a people professional is not able to communicate in this way, one possible consequence for them personally is that their credibility may be affected. Their role could begin to be seen as mainly admin rather than strategic, which would make it harder to influence decisions or raise concerns about fairness and consistency in people practices.

A further consequence for Nexxobyte is that informal or inconsistent practices could continue without really being questioned. Over time this may affect how fair things feel, especially if opportunities or decisions seem to be made differently over teams. If that happens, trust can gradually be affected. In the longer term this could also start to influence engagement and whether people choose to stay with the organisation. Having a people professional who can contribute confidently to management discussions therefore, helps ensure that people considerations remain part of organisational decision-making rather than being overlooked.
AC 1.4 
If I had been at Nexxobyte and two team members came to me saying a manager was favouring certain individuals for development opportunities, I would treat that as a potential ethical concern. It might not immediately be unlawful, but it could quickly damage trust. My first reaction would not be to confront anyone, but to gather the facts. Evidence-based practice suggests that workplace decisions should be informed by a combination of organisational data, professional expertise and relevant research rather than assumptions (Barends and Rousseau, 2018). I would look at how opportunities had been allocated, speak privately to those who raised the concern and ask the manager to talk me through their reasoning.

The CIPD makes it clear that people professionals have a responsibility to promote ethical and transparent practice (CIPD, 2023). With that in mind, I would approach the conversation carefully. The aim would not be to accuse, but to help the manager see how informal decisions can be perceived by others. If there was already a policy in place, I would check whether it had been followed properly. If not, that in itself would need addressing. In the short term, I would want the specific decision reviewed fairly. Longer term, I would consider whether clearer guidance or training was needed to prevent the same issue arising again.

The second situation would worry me more. If someone had been using Nexxobyte time and equipment to run their own business, that could suggest a misuse of company resources. Before making any assumptions though, I would want to understand exactly what had happened. I would start by looking at whatever information was available and speaking to the people who had originally raised the concern so I could get a clearer picture of the situation.

From there, I would follow the internal procedure that was already in place and make sure each step was handled and followed properly. If there was no clear policy, I would use ACAS guidance as the minimum framework for dealing with the situation. ACAS emphasises the importance of following a fair and structured process when investigating workplace concerns (ACAS, 2015). 

Once the immediate issue had been dealt with, I would also step back and ask why it happened in the first place. Was there a lack of training? Were there unclear rules around the use of company time and equipment? I would want to address those gaps with better training and clearer policies so the same situation did not arise again.
AC 2.1 
If I saw this comment in the manager chat group, I would respond in a way that was constructive rather than dismissive. While Nexxobyte may currently be performing well financially, it is worth considering how people experience work in the organisation can affect long-term performance.

From a human point of view, people generally work better when they feel respected and treated fairly. If employees believe that opportunities or decisions are handled differently between teams, it can quickly start to affect motivation. People may start to wonder whether their efforts are being recognised or if opportunities are being handled fairly. The CIPD explains that an inclusive workplace is one where people feel that their contribution matters and that they can perform at their best without feeling excluded or overlooked (CIPD, 2026). When employees experience this kind of environment, they are more likely to feel satisfied with their work and more positive about being part of the organisation.

There are also practical advantages for the organisation. When people feel comfortable sharing ideas or raising concerns, teams often work together more openly. In a growing business like Nexxobyte, that kind of openness can make a real difference. When people feel able to speak up, problems are more likely to be spotted early instead of being left to build up in the background. It also makes it easier for employees to share ideas and say when something is not working as well as it could. The CIPD’s Good Work research also links positive and inclusive workplaces with higher engagement and wellbeing (CIPD, 2025c). In practice, that can help organisations hold on to good people and continue benefiting from their skills.

Ideas about fairness in the workplace are also supported by motivation theory. Adams (1965) suggested that people naturally compare the effort they put into their work with what they receive in return, especially when they look at the opportunities or rewards given to colleagues. If employees start to feel that this balance is not fair, their motivation can begin to drop. Over time, even small perceptions of unfairness can affect how engaged people feel in their work.

In this sense, policies and procedures are less about control and more about helping everyone understand how decisions are made. In a growing organisation like Nexxobyte, having fair and inclusive practices in place can help managers make consistent decisions while also helping employees feel respected and valued. Longer term, this balance can support both employee wellbeing and sustainable organisational performance. If people feel they are treated fairly and understand how decisions are made, they are more likely to stay engaged and do their job well, which helps the organisation as it continues to grow.
AC 2.2
If I was asked to design a Staff Learning and Development Policy for Nexxobyte, I would be conscious that there have already been complaints about unfairness in this area. Because of that, I would not want to write the policy on my own and then simply roll it out.
My first step would be to speak to the people who will be affected by it. Something like a short survey or discussions in team meetings. I would be looking to understand how staff find and access current training and development opportunities, and whether they felt it was fair across all teams within Nexxobyte or if there are any blockers that make it harder for certain people to take part. The CIPD (2026) highlights that inclusive practice often begins by listening to the people affected by decisions.
Once I had that input, I would use it to shape the policy so that employees have a fair chance to access development. For me, that would mean being clear about training budgets, paid time for learning and how requests will be approved. If these points are vague, managers may interpret them differently and this is often where inconsistency begins. I would also make sure the policy recognises different types of learning rather than focusing only on formal training courses. Some employees may benefit more from mentoring, shadowing or online learning. Developments in technology have made this easier through the availability of e-learning and digital training methods (Taylor and Woodhams, 2016). Offering a range of options helps ensure development opportunities are accessible to more people. It also reflects Adams’ idea that employees are very aware of whether opportunities appear fair when compared with others around them (Adams, 1965).
After the policy had been in place for three months, I would check whether it was working as intended. I would do this in two ways. First, I would gather feedback from staff and managers about how the process feels in practice. Secondly, I would review internal data to see who has accessed development opportunities. For example, are some teams accessing more training than others, or are some employees still being overlooked?
If the review suggested that some groups were not accessing development fairly, I would see that as a sign that the policy or its implementation needed adjusting. A policy can seem fair on paper but not be fair in practice, so reviewing how it is working is an important part of maintaining an inclusive approach.
TASK TWO
AC 2.3
To reflect on how I demonstrate the CIPD Associate-level standards for Working Inclusively, I reviewed the standards and asked my manager and the senior HR consultant I work with to share their honest feedback on how these behaviours come across in the way I work. I chose them because they both work closely with me and have the experience to give informed feedback. Their feedback has helped me see how my behaviour is experienced by others and my own reflections are also included in the table below.

	CIPD Standard
	Feedback Received
	My Reflections

	Inclusivity
	Jen is great at learning clients' individual needs and preferences and can adapt with different approaches. This makes the client feel special and like they are receiving a bespoke service which is in line with our brand. One area for improvement would be Jen could be a tad more open and welcoming to new members of the team :)
	I was pleased to read this as understanding different clients and adapting my approach to each, is something I really care about and am proud of. However, the comment about being more open to new team members made me reflect. I can take a little time to feel comfortable around new people, so this is something I need to work on moving forwards.

	Valuing Diversity
	Jen is good at asking for opinions from different people and takes on board their viewpoints, perhaps she could expand on this by actively seeking input from people who might have a different perspective or experience
	I do try to ask for different opinions when working with colleagues and clients, particularly when dealing with HR situations where perspectives can vary. In our consultancy, there are only three of us and I regularly ask the other two for their views, so this feedback made me think about how I could broaden that further. Maybe I could be more proactive in seeking different perspectives outside the immediate team, for example through networking, professional forums or wider HR communities.

	Building Relationships
	Jen is great at building relationships at all levels, she is approachable and really easy to work with, fun to work with too! If only her confidence and belief in herself matched her abilities!
	It’s lovely to read that I’m seen as approachable and easy to work with – I definitely think that helps the relationship building. The comment about confidence really made me think though. I know that I often doubt myself even when others have confidence in my ability, so developing greater self-belief is something I would like to work on.

	Collaborative Working
	We are a really strong team and Jen is instrumental in it. She takes everything on with a smile and will always help no matter her own capacity. In fact she probably could say no a bit more!
	I love working with and supporting my team, so pleased this has been recognised. At the same time, the piece about me maybe saying no a bit more is very true. I do sometimes take on too much because I want to help others and am a bit of a people pleaser. I need to learn to manage my capacity more effectively to keep a better balance as I develop in my role.

	Sharing Knowledge
	Jen is always ready to share her knowledge and experience, giving guidance and support to clients and the team. Crucially she also knows when to take a query away and gain further knowledge to advise accurately.
	This feedback is so true. I am always happy to share any knowledge I have when I can but also understand the importance of checking things when I am unsure rather than giving incorrect advice. In HR practice, there is always something new to learn so I will continue to have open conversations to develop my knowledge.

	Conflict Resolution
		



	Jen is really good at supporting our clients to resolve conflict by building trust and finding the fairest and most productive way forward. Sometimes I think Jen's lack of confidence in herself gets in the way and she could trust her instincts more and take the lead on the more difficult conversations.



	Supporting clients with difficult situations is something I take pride in, and building trust helps resolve issues fairly. I saw the feedback about confidence again here as well. I sometimes second guess myself, so continuing to build my confidence and taking the lead more in challenging conversations would help me develop further in this area.

	Psychological Safety
		



	Jen contributes to an incredibly safe culture in the team, every problem is shared, there is no blame, just learnings. She is also able to be vulnerable which is such a strength. If and when we get new members of the team I hope she can harness these skills to lead like the OG she is.



	This feedback meant a lot to me because creating a safe and supportive team environment is something I care about. I’ve always believed that problems are easier to solve when people feel able to speak openly about them, rather than worrying about blame or judgement.



Looking at this feedback helped me recognise the areas where I am already working inclusively, as well as the areas where I can still develop. The main thing I took from it was that although I am seen as approachable, collaborative and supportive, I need to feel more confident in my own professional judgement. It also showed me that seeking different perspectives and managing my own boundaries more effectively will be important for my continued development.
AC 3.1
Two ways the people practitioner role is evolving are the growing use of evidence-based practice and the increasing use of technology and artificial intelligence (AI) within HR.

One development I have started to notice is the stronger emphasis on evidence-based practice. From what I understand so far, HR decisions in the past were sometimes based on habit or what managers felt was the right thing to do at the time. Increasingly though, people professionals are expected to support their advice with evidence such as organisational data, research and professional knowledge (Barends and Rousseau, 2018; CIPD, 2025d). In practice this means looking at information such as employee feedback, absence levels or development data to better understand what may be happening within a workforce.

For me personally, this highlights the importance of continuing to develop confidence in my professional judgement. When I look back at the feedback in the table above, confidence was mentioned more than once as something I could continue to build. I already try to research issues carefully before advising clients and I am comfortable saying when I need to check something rather than guessing. However, as I develop in my career I will need to become more confident explaining the reasoning behind my advice and trusting my judgement when interpreting information.

A second development in the profession is the growing use of technology, including artificial intelligence (AI). Many organisations now use digital HR systems, such as Breathe HR, to manage employee records, analyse workforce data and support learning and development. AI tools are also now starting to support with tasks such as research, drafting basic documents and analysing complex information. The CIPD highlights that people professionals need to understand workplace technologies and how to use them responsibly, which means digital capability is becoming increasingly important in people practice (CIPD, 2025e) and from what I’ve seen so far, this feels very true. Technology and HR systems are now a normal part of HR work, so the expectations of the role changing in line with that.

For my own development this means I need to keep learning about how technology and AI can support me in my career moving forwards. Tools like ChatGPT can be helpful for basic research or structuring information more quickly, for example, but HR decisions still need people because situations are rarely straightforward. Because of that, the human side of HR, things like judgement and empathy, will continue to be really important. When I look at my feedback in the table, building relationships and creating trust were highlighted as strengths for me and I'm proud of that. As technology continues to be more common in HR, I think it will be important to develop confidence in using the tools while still keeping that human side of the role.

Overall, the role of the people practitioner seems to be developing into one that combines evidence, technology and human judgement, rather than relying on just one approach. Developing confidence in both of these areas will be an important part of my ongoing professional development.
AC 3.2 
Looking back at the feedback I collected for Question 7, then considering the research I did for Question 8, has helped me realise where my strengths are currently but also where I still have areas to develop. The table below summarises my thoughts and plans.
	Strengths

	Weaknesses
	Development Areas

	Building relationships and trust. Feedback said people think I am approachable and easy to work with. This helps when I'm supporting clients with their difficult or sensitive HR issues. Building trust definitely makes it easier to have the open conversations that help find solutions that work for all involved.
	Confidence in my professional judgement. Feedback from my team stated I sometimes doubt my own ability, even when others have confidence in me. I agree with this and it can mean I second-guess myself and don’t trust the experience I have already learned from.
	Developing confidence in my judgement. I would really like to become more confident in giving strong advice and even explaining my reasoning why. I need to build on trusting myself and my instincts as I continue learning through the doing! By reflecting on the situations I help with and then talking them through with my team will help build confidence over time.

	Collaborative working. I enjoy working closely with my team and supporting clients. The feedback about me suggested I contribute positively to the team and am always willing to help others when needed.
	Taking on too much work. Feedback here said that I sometimes say yes to things even when my own task list is already full. I am a people pleaser and always want to help, but agree I need to learn to say no more if it is going to negatively impact my other work or my own wellbeing.
	Improving prioritisation and boundaries. I need to become stronger at managing my workload and prioritising tasks, before saying yes or offering assistance to others. This should help me maintain a better balance to continue my development but still support my team.

	Sharing knowledge and continuing to learn. I am sometimes nervous sharing HR advice with our clients, so as the feedback states, I do realise when I need to check something first. HR is an ever-changing area so continual learning is really important.
	Limited experience in newer areas of people practice. I am still very early on in my HR career and there are so many areas I am continuing to develop, in particular is HR technology, analytics and AI which are becoming so much more critical to understand.
	Developing understanding of HR technology and AI. As technology becomes more common in people practice, I need to build my knowledge around how tools such AI can support HR, but also know where its limitations lie. I plan on doing far more reading around the subject using professional articles and reflecting on others’ experience and opinions may influence my own use.



AC 3.3 
Based on my self-assessment, the two main areas I would like to focus on over the next six months are building confidence in my professional judgement and improving my understanding of HR technology and AI. The table below outlines two development activities I plan to undertake, along with why I have chosen them.
	Development Activity

	Explanation
	Reason for Choosing

	Regular reflection and debriefing after my HR conversations and advice provided to clients, with my manager and team.
	Over the next six months, I plan to set regular time aside to review and reflect on the HR situations I have supported with, particularly the more challenging or sensitive ones. This could include talking through the approach taken, why certain decisions were made and what I would do again or differently next time.
	I chose this because feedback from my self-assessment showed that confidence in my professional judgement is one of my main development areas. I regularly second-guess and question myself, even when my instincts are usually right! Having regular time to reflect and talk through situations will hopefully help me recognise what I am doing well, see how much I am learning from my experiences and trust my judgement more.

	Learning focused on HR technology, analytics and AI.
	I plan to spend time over the next six months reading professional articles, attending webinars and making use of training resources to improve my understanding of HR technology, people data and AI. I would like to understand how these tools could support my day-to-day work while also being aware of their limitations.
	I chose this activity because HR technology and AI are becoming increasingly important within people practice and this is a new area for me. Developing my knowledge should help me stay current and build my confidence in an area that is highly likely to become even more relevant in the future.


I have chosen these activities because they support both my immediate development needs and my longer-term growth in people practice.
AC 3.4
	Key Dates
	What did you do?
	What did you learn from it?
	How might you use this now and in the future (output measures)?
	Did you achieve a personal objective?

	September 2025 to Present
	I started studying towards my CIPD Level 5 Associate Diploma in People Management and have completed two assignments so far, alongside my day-to-day HR role.
	It has helped build my HR knowledge across a range of topics and has made me really think about the reasons behind decisions, rather than just the process itself. It has also helped me develop my reflective thinking and improved my confidence in writing about HR practice and theories more clearly. Through completing assignments so far, I have learned how important it is to consider evidence, different viewpoints and the wider business context before reaching conclusions.
	I am already using the learning in my role when supporting clients with HR queries and drafting documents, as I now think more carefully about best practice, potential risks and the reasoning behind decisions. It has helped me feel more confident when thinking about HR matters and then discussing them with clients. In future, I will continue using the knowledge I gain to strengthen my professional judgement and support my development as I progress in people practice.
	Yes, so far! My main objective is to grow in confidence and develop my HR knowledge while applying it in practice. To date, the course has definitely had a positive impact on my performance at work.

	November 2024 to Present
	I have developed by working closely with my manager and senior HR consultant on live client cases, including sensitive employee relations cases, day-to-day advice and drafting HR documents. This has included regular discussions, feedback and reflection on how situations were handled and why.
	It has taught me a lot about how to apply my growing HR knowledge in real-life situations. Often there is not just one answer, so I have learned the importance of professional judgement and clear communication when deciding which route to take depending on the client and specific circumstances. It has also helped me understand how experienced HR professionals approach difficult conversations and balance legal compliance to achieve the best outcomes, for both the employee and the employer.
	The learning has already had a big impact on my behaviour and performance because I feel more confident supporting clients, drafting documents and talking through HR issues than I did when I first started. I am also better at recognising when I can deal with something myself and when I need to sense-check my thinking. In future, this will continue to help me build confidence, handle more complex situations myself and develop further in my role.
	Yes. My objective was to learn from experienced colleagues and build my confidence in practical HR work. I feel I have achieved this, although it is an area of ongoing development as I continue in my role.
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