A1.1
Being a People Professional implies more than just HR administration; it is a strategic value-adding role that can influence both employee experience and organisational performance (Taylor and Woodhams, 2016). 
From a professional standards value-led perspective, people professionals are required to act with integrity, accountability and fairness, the purpose of this role being to foster ethical leadership (CIPD, 2023a), its value coming from designing fair and consistent systems, ensuring employees are feeling supported, empowered and motivated (CIPD, 2025a).
From an evidence-based approach, being a people professional means integrating research, data and practitioners' expertise to make informed evidence-based decision (Barends and Rousseau, 2018), the purpose of the role being to improve decisions’ quality and reduce bias, its value staying in the use critical thinking and the strong credibility it creates (CIPD, 2025b).
Looking at people professional through a performance and development lens, there are clear links between people practices and organisational outcomes, the purpose of people practitioners being to enhance capability and improve engagement while supporting stakeholders to develop and improve their skills (Harter et all., 2024), its value coming from transferring engagement and learning strategies into measurable performance results (Reed and Van Reenen, 2005).
Overall, being a people practitioner involves balancing ethical and evidence-based decisions, nurturing fairness, trust, engagement and development while linking performance management with organisational goals.
As A People Professional, I could support Nexxobyte to create clear and consistent work frames across different teams and departments that would improve consistency and clarity while reducing risks and improving performance. I would design policies and procedures to be followed across organisation, enhancing fairness and trust, ensuring performance management and development opportunities are following the same approach across all teams.
A second way I could support Nexxobyte would be by supporting managers in building more capability by introducing training and coaching for team leaders (CIPD, 2025c). I would support them to learn more about team management, performance appraisals, inclusive leadership, conflict resolution or employment law and help them create effective leadership strategies that would improve performance, employee’s satisfaction and retention (Schwarz et al., 2025).
A third way I would support the company would be by strengthening ethical practices, developing a code of conduct (CIPD, 2023b), providing managers with more guidance on ethical decision-making and creating confidential channels of communication, ensuring the company fosters an ethical culture and protects employees (CIPD, 2023b; CIPD, 2025d).
In summary, being a people professional means creating value for both employees and the business, embedding relevant and consistent frameworks and policies, enhancing management capability, strengthening engagement, promoting inclusion and strategically planning talent, altogether supporting Nexxobyte during growth. 


AC1.2 
Two of my personal values that will help me in my new role at Nexxobyte are fairness and openness. 
Fairness means treating people equitably, making decision based on clear criteria and similar situations leading to similar outcomes for all stakeholders. Fairness is strongly linked to trust and engagement, (Green, 2017), but it’s important to consider its challenges as well, as strict consistency may overlook individual circumstances and lead to tension between equality and equity. 
Openness means transparency, sincere communication and willingness to receive and respond to feedback, having the courage to let people see the real person. Research shows the importance of openness by demonstrating that individuals whose self-assessment matches how others assess them tend to have better work relationships, proving that openness is building effective interactions (Vazire and Mehl, 2008). However, complete openness is unrealistic as not all information can be shared due to confidentiality, and it also requires resilience, as honest feedback might bring up different opinions. 
At Nexxobyte, applying fairness and openness constantly will make me more credible, diligent and trusted in my people practice. 
As the business has grown, inconsistent practices within teams have developed and contributed to increased turnover, applying fairness will help me design a transparent recruitment process, consistent performance management and evaluation criteria while making sure all individuals have equal access to opportunities. Research into fairness and AI (Lavanchy et all, 2023) in recruitment have shown how objective standards reduced bias and improved trust within new recruits; designing a fair recruitment at Nexxobyte could increase applicants' satisfaction and create a healthy environment for new starters that can then be sustained by clear criteria and open communication during the whole employee lifecycle, decreasing arbitrariness perception and strengthening organisational legitimacy.
When it comes to openness, I will constantly use it to communicate decisions, encourage employee voice and support managers, helping stakeholders understand not only what decisions are made, but why they are made, increasing psychological safety and engagement (Young, 2020; King et all, 2021). By opening honest dialog and making sure feedback is welcomed, I will help Nexxobyte build an open culture where employees feel safe, heard and valued, improving engagement, retention and the overall employee’s satisfaction (Rees and French, 2013).
The two values together will help me support cross-functional collaboration, ensuring people practices are balanced with business needs and ethic expectations, consistently applying them creating long term inclusive culture and creating trust.


AC1.3
Communicating in an informed, clear and confident way is important when creating new ways of working and introducing change, especially for small companies like Nexxobyte where growth is lacking structure and management needs clear direction.
As people professional, it’s important to be informed when giving directions as this reduces the risk of incorrect advice misleading Nexxobyte managers, ending in poor decision being taken in their new ways of working. Being informed assures high professional standards and up-to-date legal compliance, knowledge of the subject demonstrating authority and credibility, critical factors for influencing the company managers on the right path, while the lack of it can affect trust and create larger issues. (CIPD, 2025a).
Being clear in communication will ensure managers’ understanding of proposed changes, the reason behind and expected outcomes, promoting consistent policies and procedures. It is very important to keep communication clear and create channels for clarification, as ambiguity or overly complicated terminology could result in conflicting practices and staff dissatisfaction (CIPD, 2025e), while clear communication can show reliance and good knowledge of the subject.
When it comes to confidence, it is equally important, as people tend to follow advice more often when it’s delivered professionally and assertively. Confidence is signalling that the recommendation is trustworthy and content, reinforcing credibility, while the lack of it showing doubt and weakens people’s perspective of reliability (CIPD, 2026a; Wilding, 2020).
Failure to communicate confident, clear and informed can have strong consequences. For me, as a people professional, a fearful consequence would be the loss of credibility as it can undermine my capability to reinforce strategic change, which will incapacitate the whole purpose of my role (Taylor and Woodhams, 2016).
For Nexxobyte, a dreadful consequence of incoherent communication would represent the development of non-compliance against policies and procedures, which can result in failure to follow legal requirements and end up in significant reputational and financial damages. 
For example (The Taxcom, 2025), in the UK, the average tribunal cost for discrimination is between £8,000 and £20,000 with compensations awards sometimes exceeding £50,000, and the tribunal cost for whistleblowing is between £10,000 and £30,000 with awards compensations going up to £100,000, highlighting the importance of strong and clear policies, showing the risk of failure to adhere to legalities, demonstrating even more that clear, informed and confident communication of people practitioners is mandatory not only for the internal structure of a company, but also for safeguarding it against financial and legal risks.


AC1.4.
To address potential illegal and unethical behaviours at Nexxobyte, as the people professional, I would have approached the situations following policies and legal requirements, assuring my concerns are raised responsibly and lawful while protecting stakeholders' wellbeing.
In the first circumstance, where one manager approves expensive training only for his favourite member of staff, I would treat it as an unethical behaviour that shows bias and unfairness. To start with, I would have gathered evidence, analysing L&D database, approval processes and training records, making sure the facts presented to me are correct (Barends and Rousseau, 2018). Once I was clear on the facts, I would have arranged a meeting with the manager, trying to create a safe, non-conflictual space for them and explain how selective access to training can damage team trust and how his actions contradict the organisational values of equality and fairness, highlighting the importance of consistent and transparent decisions. If the issues had persisted or the situation escalates, I would have raised it with higher leadership and followed the formal process of disciplinary procedure, the aim being to encourage fair practice and create clear guidance and support for managers, rather than pointing out incorrect practises that are never fixed or improved. 
For the second situation, where a former employee used the company’s time and equipment for their personal business, as this represents potential misuse of organisational resources, I would start by collecting evidence (IT usage records, colleagues’ statements, security footage), making sure the information is reliable and objective, reducing bias and supporting fair outcomes (CIPD, 2025c; Fitzhugh and Daniels, 2025). Once I had reviewed the evidence, a second step would be to raise the issue with higher management, presenting all my evidence clear and confident while making sure investigation procedures are followed. A third step would have been to start the disciplinary process, creating a safe space for the employee to respond to allegations, maintaining fair, confidential and employment-law compliant process while ensuring no other policies (such GDPD or data management) were broken in order to confirm organisational safety and compliance. If the disciplinary process had ended in dismissal, I would have made sure that it was a fair process, safeguarding the former employee wellbeing while following up on all the necessary legal steps the law requires (Armstrong and Taylor, 2023).
Addressing both situations in a prompt and non-conflictual way could be challenging, especially in situations when illegal and unethical behaviours are risking reputational and financial repercussions. However, as a people professional, I would have used my knowledge to enhance policies, encourage responsible behaviours and follow legal requirements (Russel and Weeks, 2024).


AC2.1
A professional response to the manager’s comment would relate the benefits of stakeholders feeling included, valued and treated fairly, bringing research and real-life examples to of proven success.
From a human perspective, inclusive workplaces are supporting employee wellbeing and trust, enhancing psychological safety and employee voice (CIPD, 2023a), many theories explaining why fairness and inclusion influence commitment and motivation (CIPD, 2026b).
 Maslow’s hierarchy of needs suggests that people have psychological needs of belonging and esteem, which can be met by workplace relationships and recognition (Maslow, 1943). Supporting Maslow’s theory comes Herzberg’s Two Factor Theory, which suggests that fair policies, good work conditions and recognition are key components for employee satisfaction (Herzberg, 1966).
Newer views on theories, such as the Social Exchange Theory, suggest that when employees are treated fairly, they reciprocate through loyalty and greater effort (Cropanzano and Mitchell, 2005), while the Self-Determination Theory (Deci & Ryan, 2000) reinforces the importance of competence and autonomy, confident employee showing more commitment and motivation. 
Margaret Heffernan (Heffernan, 2015) suggests that when employees collaborate and have the safe space to bring in new ideas, workplaces perform better. Matthew Syed (Syed, 2019) demonstrates that inclusion and diverse thinking enhance innovation, while Stephen Frost (Frost, 2014; Frost and Kalman, 2016) shows that inclusive management enhances employee potential, improving engagement and wellbeing, multiple researches proving that inclusive organisation cultures correlate with trust, engagement and satisfaction (Nishii, 2013).
From a business perspective, fair and inclusive practices are generating measurable benefits, McKinsey & Company research (McKinsey, 2023) founding that organisations with diverse management teams outperform their competitors due to better decision-making and innovation. Scholars such as Roberson and Mor Barak (Roberson, 2019; Mor Barak, 2016) spotlight that inclusive environments in which people feel values are creating collaboration and creativity while promoting engagement, which is a very important key, research showing disengagement costs the economy approximately $438 billions in 2024 while $9.3 trillions could be earned if the global workforce would be fully engaged (Gallup, 2025).
Overall, new policies creating fairness, inclusion and making stakeholders feel valued, against them being far from easy changes, are very much needed for Nexxobyte, research showing that they can boost employee wellbeing, motivation and engagement while improving collaboration and innovation, boosting the company’s financial performance. 
For Nexxobyte, where talent was lost due to incoherent and unfair practises, it’s mandatory to embed these principles to promote team cohesion, knowledge sharing and overall business growth.


AC2.2
To ensure a fair L&D policy at Nexxobyte, I would use an evidence-based structured approach, the first step being to understand the needs of all diverse staff. 
To achieve this, I would implement data collection and consultation such as questionnaires, surveys, one-to-one conversations and group discussions to identify staff’s learning preferences, their aspirations and the barriers they might face, including employees from diverse teams, backgrounds and levels. Once all internal data is collected, I would analyse the finding to identity current gaps, areas of development and common themes (CIPD, 2025g).
The second step would be to gather external insights from already successful organisations, reviewing policies and case studies from organisations know for strong L&D cultures, benchmarking industry standards.
Going further, I would analyse the internal findings and compare them against external data to determine what the most suitable approaches are, ensuring any proposed actions address both employee expectations and organisational needs.
 The next step would be to liaise with the management team (CIPD, 2025b) and build transparent criteria for stakeholders training budgets, allowable paid time and acceptable learning activities, as using fair principles will give staff equal access to L&D opportunities while accommodating their own personal needs. The policy would also support different types of learning, including online courses, formal training, coaching and shadowing, ensuring management roles will be required to be trained in specific management areas, such as unconscious bias and inclusive decision-making, ensuring the new policies are reflecting a broad variety of needs, rather than focusing on a restricted focus group.
Once the policies are implemented, I would create an ongoing quarterly L&D evaluation process that combines quantitative and qualitative methods. For quantitative data, I would review training budgets utilisation rate, time allocation withing teams, participation rates and employee demographics to find any imbalances, while for qualitative evaluation I would implement feedback surveys to assess staff’s satisfaction, fairness perception and potential future needs (Thalheimer, 2018).
Further, I would analyse against inclusion metrics, comparing training satisfaction and engagement scores with baseline data, ensuring that the policies are positively impacting engagement and inclusivity (CIPD, 2025f), and if proven differently, making adjustment and finding ways of improvement while assuring the policy stays fair, inclusive and in alignment with the company’s goals.
Finally, I would report my findings to management team, presenting the “going further” plan, and communicate the adjustments with the rest of the employees, as transparency reinforces trust.
In conclusion, creating an inclusive L&D policy for Nexxobyte would require consultation, careful planning and evidence-based decision-making, focusing on employees needs changes and fairness across all teams and departments.



AC2.3
To review my behaviour against the 6 Associate-level standards I created a short questionnaire for myself and my direct manager that can be found below in Table 1. I chose my manager because they are best place to comment on all aspects of my performance:
[image: ]
Overall, the verbal feedback received from my manager aligns with my self-reflection, my behaviour showing inclusivity by getting to know people for who they are and actively listening and diversity appreciation due to openness in my thinking and seeking out diverse perspectives. 
My behaviour also shows I thrive at building relationships as I enjoy supporting people and being there for them when they need help, this coming hand in hand with creating psychological safety, as I can recognise when people need help and create a safe space. 
Sharing knowledge is a standard I hit by creating positive environments, passing efficient information and encouraging people to learn while staying hones and admitting my own mistakes. Being honest also helps me with conflict resolution, my behaviour showing I do not create conflict, but when conflict arise, I do stay firm while maintaining a positive attitude, always looking for constructive outcomes.
A possible development area highlighted by my manager is around maintaining boundaries when supporting others as my role is very collaborative, and I could easily overextend myself.  
Overall, this review shows I demonstrate the 6 behaviours while focusing on my own wellbeing.


AC3.1
Two ways the people practitioner HR role is evolving are the transition of acting as a strategic partner rather than an administrative support and the increase in digital technologies utilisation (Paramaguru, 2024).
As organisations are increasingly using HR Data, multiple digital systems and AI, HR people professionals are required to process data and make evidence-based recommendations using new systems and tools (CIPD, 2025h). For an HR practitioner, the technology expansion brings the need of ongoing learning to ensure they are on board with the relevant updated technologies and the knowledge required to use new systems at full capacity.
A second way this role is expanding is related to the growing expectations for HR people professionals to act like strategic advisors within organisations rather than focusing on admin task only, HR PP now having the opportunity to influence organisational strategy and support culture development (Armstrong and Taylor, 2023). For a HR PP, this approach opens the need of developed skills in business management, strategic thinking, problem solving and more other beneficial skills, all together supporting not only role itself, but career growth too (CIPD 2024b).
These two developments are having strong implication in people professional development, both requiring new skills sets and an ongoing learning process.


AC3.2
During my diverse career I developed a strong set of skills to serve as a foundation in my people practice career, while recognising my weakness and always looking for development. 
My main strength is good communication, which helps me engage effectively and foster an open environment, enhancing collaboration and giving people a voice. While communication is the key to create a positive culture, my organisational skills, strategic thinking and adaptability to changes help me take informed decisions, which is a mandatory skill for a people practitioner.
Based on my review, my biggest weakness can be over-involvement. As I care about my job and the people I work with, I could find it hard to say no and I might risk taking too much on, but I overcome this weakness with very good organisational skills that helps me balance priorities and requests.
When it comes to developments, the main one I focus on is to complete my Associate Diploma in People Management- Level 5 to enhance my people practitioner knowledge and skills, while undertaking shorter-term courses to learn more about managing neurodiversity and keep up with the technology updates and all the other requirements my ever-changing role is bringing.



AC3.3
In the next 6 months, I plan to continue working on my development by focusing on 2 areas of development: better understanding on how to use AI in the workplace and deeper insight on neurodiversity.
As the people practitioner role attribution has changed and we are now acting as strategic advisors it is our responsibility to approach the people we are influencing in the way they can assimilate the message, adapting communication based on individuals’ needs. I have recently started working with individuals with ADHD and Autism, and I would like to develop a better understanding on how neurodiversity can change communication. To achieve this, I have already searched interactive courses offered by my company and pinned a few podcasts, combing formal and informal learning to match my preferred learning styles, as developing these skills will be essential not only for communication and wellbeing, but for improving productivity and reaching business goals.
A second activity I will commence will be complete the seminars offered by my company on how to integrate AI while following GDPR, data protection and governance security, assuring I am making the best use of new tech while following legal requirements. Staying up to date with the new available tools will help me streamline workflows, make data-informed decisions and generate actionable insights, developing skills that will ensure accuracy, efficiency and a positive work experience. 
These two developments will strengthen my ability to efficiently support a diverse and modern workforce while following legal requirement, helping me grow as an inclusive, capable and future-focused people practitioner.


AC3.4
To answer question AC3.4 I created my own CPD Record inspired from the CIPD ‘My CPD Reflections’ tool. Please find below 2 separate table to cover each one of my reflections on two of my development activities from the last 2 years. 



	Record Name
	Attending Senior Leadership Event


	Profession Map Area
	Professional courage and influence


	Type of learning experience
	Attending a networking Event


	Date
	01/12/2025


	Type of reflection
	Post-session reflection

	1. What is the learning experience I am reflecting on? 
	The learning experience I am reflecting on is a work event my company held for senior management focusing on Professional Courage and networking.

As most of my work is within the Wales team, it was very helpful to meet and connect with people from England, Northen Irland and Scotland from different departments and working areas, from IT and Finance to Talent Recognition and L&D or Customer Service and Retail.


	2.What was this activity focusing on?
	The event was focused on 2 areas:

a) Professional Courage - presentations from the company leaders about professional courage, including their own real-life experiences and interactive activities.

b) Networking- there were organised activities mixing people from different teams and departments working together to encourage collaboration, but also free time to allow open discussion and free networking. Even the table plan was organised to mix people from different geographic areas and different work departments, encouraging networking withing the wider company, rather than our own areas.


	3. What did I gain/learn from it?
	When it comes to professional courage, I learned how important it is to speak up respectfully when something feels misaligned, to challenge decisions in a constructive way, to give feedback without damaging relationship and how to set boundaries and say “no” in a healthy and professional way. 

When it comes to networking, it helped me understand the bigger picture and company goals, analysing different situations from different lenses rather than looking at it from a people professional point of view only. It was also great to create professional connections, share knowledge and develop a sense of community and support, creating psychological safety.

	4. How did it influence my behaviour/ performance?
	Joining that event helped me gain more confidence in speaking up for myself and doing it professionally and in a kind manner, without feeling guilty for saying “no” or fearing to make people feel uncomfortable when it safeguards my own mental health and wellbeing. 

Meeting and interacting with different stakeholders was also helpful to understand the bigger picture and look at it from different viewpoints, as it helps me even now to manage my workload better, to prioritize my task and to look at situations from different perspectives, facts that are creating flexibility and more understanding in situations where things are not going as planned. 


	5. What did I do to have a wider positive impact?
	As this event was for senior leadership and no team members were part of it, I created a bullet point list with the things I learned during that event, and we discussed it during one of team meeting. I also shared the new contacts I got for different departments (this was discussed and approved by senior leadership), encouraging my team members to contact them for support and networking.




	Record Name
	Public Speaking Conference


	Profession Map Area
	Passion for learning


	Type of learning experience
	Attended a Conference

	Date
	04/06/2025


	Type of reflection
	Post-session reflection 
 

	1. What is the learning experience I am reflecting on? 
	While visiting my home country, I joined some of my friends to an event held by a famous public figure in Romania who is training celebrities, CEOs and politicians on public speaking for about 15 years now.

	2.What was this activity focusing on?
	The event was focused on public speaking and how to deal with your emotions when speaking publicly. 

	3. What did I gain/learn from it?
	The main idea I gained from it is that nobody judges us as much as we do. As English is my second language, and I do not feel like learning new languages is my strongest skill, I always felt judged for having a different accent and mispronouncing specific words due to it, and it always felt like a barrier in my development, but joining this conference made me realise nobody is judging every word I’m saying, people focusing more on sharing value rather than being perfect.
 
A second idea I got from this conference is related to importance of body language, as it speaks louder than words and can very much affect the message delivery.
 
A third gain is related to way I structure my speech; simple messages being better received while over-complicated vocabulary could mislead the audience. 
 
Another very important gain in public speaking I got from this conference is adaptability in conversation. It is mandatory to have a structured and informed speech when public speaking, but many fail to acknowledge the importance of having the ability to adapt when interrupted or questioned without losing the speech flow and focus. 
 
One last, but very important gain I got is the reminder to “read the room” and adapt my voice tone, body language and energy levels based on the recipient preferred style of communication.
 

	4. How did it influence my behaviour/ performance?
	The lessons learned there influenced my behaviour on different aspects such as:
 
Increased confidence levels- I now feel more confident to talk to people using a simple vocabulary and no longer feeling guilty when mispronouncing a word.
 
Body language- After this conference, I made a point with myself in reminding how important body posture and movements are, which I found very helpful in building my confidence too. I look more professional, I feel more professional, so I act more professional.
 
Relationships- Since I am kinder to myself and have more confidence, I find it easier to communicate and build meaningful relationships with the people I work with, being more open to help and share my knowledge with other stakeholders. 


	5. What did I do to have a wider positive impact?
	I talk about my experience with the people around me and encourage them to join similar events or listen to different podcasts to help them become better public speakers.
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