AC 1.1 
When appraising the purpose of people professionals and how I can contribute to Nexxobyte, I will include the following points in my presentation to the team.
Being a people professional means functioning as a trusted practitioner who champions better work and working lives (CIPD, 2024d). The CIPD Profession Map (CIPD, 2025d) defines this role through core knowledge and core behaviour areas. Core knowledge enables us to be experts in people management and to build employee capability to meet the needs of growing businesses like Nexxobyte. Core behaviours guide us in ethical decision-making and help us uphold professional standards through ethical practice, valuing people, and working inclusively.
As people professionals reach into all aspects of Nexxobyte, we are perfectly positioned to add value to three key stakeholders: the people, the organisation, and the wider community. This distinguishes people professionals from other functions that focus solely on business objectives. As an HR/L&D Advisor, I can contribute through two key roles: strategic business partner and change agent (Rees and French, 2016,p.24).
Strategic Business Partner
As a strategic business partner, I can ensure that policies and procedures, such as recruitment, working arrangements, and L&D activities, are applied fairly and consistently. Using analytical skills, I can identify trends in turnover, engagement and performance to support business decision-making. I can shape organisational culture by promoting Equality, Diversity and Inclusion (EDI) and celebrating people's differences throughout the employee lifecycle (ACAS, 2023). I also advocate for wellbeing and work-life balance by implementing flexible working arrangements where possible, making people happier, more productive and more committed to Nexxobyte (CIPD, 2026; Torrington et al., 2020, p.480).
Change Agent
As a change agent, I can provide strategic insight to help Nexxobyte focus its efforts on individuals who generate the greatest organisational value. I identify L&D needs to enable employees to upskill and grow, ensuring capability development aligns with business objectives. For example, I can work collaboratively with the three team managers to develop their competency in recruitment and line management (Armstrong and Taylor, 2023, p.569).
The world of work is constantly changing and evolving due to technological development and globalisation, and Nexxobyte must continue to adapt to stay competitive. This requires people professionals to align human capital strategy with business decisions by identifying and closing the gap between business needs and workforce capability, ensuring Nexxobyte has the right talent, skills, and knowledge to meet its overarching business goals (Rees and French, 2016, pp.36-46).


Q2 AC 1.2 
As an HR/L&D Advisor, I believe two personal and ethical values, integrity and responsibility, will help me in my new role at Nexxobyte. At a time of significant change, challenge and opportunity, our values such as integrity and responsibility guide our behaviour and enable us to act as role models for ethical practice (CIPD, 2025b). Although integrity can slow decision-making — a strong commitment to doing things "the right way" may mean processes take longer than necessary.
Ethics are underpinned by values (Kew and Stredwick, 2016, p.390). Unlike law, which provides clear boundaries of right or wrong, behaving ethically is discretionary, people are not compelled to comply (Torrington et al., 2020, p.478). The CIPD Code of Professional Conduct (CIPD, 2023) sets out expectations for members to behave professionally, whilst the CIPD Profession Map (CIPD, 2025c) puts these principles into practice.
While integrity enables me to follow the Code of Professional Conduct by doing what is right. When faced with ethical choices, I have the integrity to stand by three principles—work, people, and professionalism matter—when navigating through value conflicts (Waite et al., 2021, p.70). In practice, this means providing honest advice to line managers even when uncomfortable. For example, when employees are being made redundant, integrity requires me to ensure proper procedures are followed and to challenge management if there is a risk of unfair dismissal, even when this creates difficult conversations. However, a potential downside is that a strong commitment to doing things the right way can slow decision-making, which requires careful balance in a fast-moving environment.
While integrity enables me to identify the right course of action, responsibility ensures I follow it through. Responsibility promotes accountability and gives me the professional courage to speak up. In the redundancy example, I must take responsibility for advising line managers of the legal implications if procedures are not followed — not simply identifying the issue, but owning the outcome.
Consistently applying these values will shape my people practice at Nexxobyte in several ways. When formulating policies on working arrangements and L&D activities, integrity ensures they are fair and consistently applied, whilst responsibility enables me to evaluate their effectiveness and act on feedback. Together, these values will help me build trust with all stakeholders (CIPD, 2024b), influence ethical behaviour through day-to-day interactions with managers (Rees and French, 2023, p.94), and and protect Nexxobyte's reputation in a competitive market. This will also help bridge the gap between what should happen and what actually happens in practice (CIPD, 2019b; Rees and French, 2023, p.94).


Q3 AC 1.3 
Having the professional courage to influence people in the workplace is one of the core behaviours outlined in the CIPD Profession Map (CIPD, 2025d). 
Communicating in an informed, clear and confident way is important because it enables people professionals to influence strategic decisions, build credibility with stakeholders, and drive organisational change effectively. Waite et al. (2021, p.79) point out that people pay more attention to presentation and delivery (ninety-three per cent) than the actual words used (seven per cent), demonstrating why delivery matters as much as content.
People Professionals represent employees in organisations. Line managers and senior management rely on our expertise on issues concerning people, such as recruitment, L&D, rewards packages, or promotion. Being informed means role modelling evidence-based practice (CIPD, 2025d). For example, if proposing to streamline recruitment at Nexxobyte, I would research benefits and collect evidence from industry benchmarks and internal data to ensure credibility. This demonstrates the analytics core knowledge from the CIPD Profession Map, establishing my reputation as a trusted advisor.
Being clear means demonstrating business acumen—a core knowledge area in the CIPD Profession Map (CIPD, 2025d)—by tailoring communication to suit the audience. When presenting business cases for learning and development investment, I would avoid HR jargon and frame recommendations using management priorities: increased productivity, reduced turnover costs, and enhanced competitive advantage. Clear communication ensures managers understand what is proposed and why it matters.
In business environments, people perceive and interpret information differently. To convince others, we need to convince ourselves first. Self-confidence is vital for performing well and communicating effectively (CIPD, 2018a). Being confident enables us to demonstrate professional courage to speak up, challenge unethical behaviour when needed, champion good work, and add value to Nexxobyte (Waite et al., 2021, pp77-79). 
People professionals provide insight into new ways of working to meet evolving business needs and drive change (Armstrong and Taylor, 2023, p.87). If I cannot communicate with impact and influence stakeholders to buy into proposed change, or if I cannot enable them to overcome resistance to change, it would damage my reputation as a trusted and credible advisor. Managers would stop seeking my advice and distance me from strategic decision-making, limiting my ability to add value to Nexxobyte and negatively impacting my career progression (Torrington et al., 2020, p.495)
For Nexxobyte, the consequences would be equally serious. Poor communication would cause the organisation to struggle with sourcing and developing human capital needed to meet market demands. Nexxobyte would fail to adapt workforce capabilities to shifting business goals. As a result, it would face a decline in productivity, reduced profitability, and become less competitive. 

Q4 AC 1.4 
If I had been at Nexxobyte when these two situations existed, as a people professional, I would have had an obligation to act as an ethics guardian to protect and promote good work. Employees are more likely to behave unethically when they perceive they have been treated unfairly (CIPD, 2024b). When that happens, the psychological contract that existed between the organisation and employees breaks down, reducing commitment and trust.
In situation one, my approach to tackling this counter-productive work behaviour (CWB) would be to collect facts through conversations with employees, analyse the information and understand the issues involved (Armstrong and Taylor, 2023, pp.52-53; CIPD, 2019b). For example, I would collect data on the names of employees who attended the training activities concerned, the selection criteria used and their professional development plans, treating this information sensitively throughout I would then organise focus groups and conduct surveys to understand employee perceptions of fairness, ensuring transparent communication throughout the process. It would be essential to review Learning and Development policies to ensure they were up to date and free from bias. 
Once I had a full picture, I would approach the manager in a non-confrontational way, listening attentively to his rationale for approving training for some employees but not the others, before challenging his behaviour with the facts I had collected. I would also make them aware of the potential HR implications, including the risk of employees bringing a tribunal claim against Nexxobyte for unfair treatment and discrimination. This would be a perfect opportunity to establish the people professional’s role as a trusted advisor and a business partner.  I would also advocate for the introduction of an ethics programme to train and support ethical behaviours across the organisation (CIPD, 2024b; CIPD, 2025b). 
Situation two carries more serious consequences. A former employee using Nexxobyte’s resources and operating a private business during work time could constitute theft of company’s resources and a breach of his employment contract.  Depending on the nature of the business, it may also have involved breaches of data protection regulations. I would document the facts of what I have seen and know and raise the issue immediately with Business partner Aisha.  In line with Nexxobyte's whistleblowing policy and given the unethical as well as illegal nature of the activity, it may also have been necessary to escalate it to the owner, Kit. 
Both situations reveal a deeper concern in Nexxobyte’s culture. As a people professional, I would advocate for a systematic approach to unethical behaviour – more practical training and guidance on ethical behaviour, clearer speak-up and whistleblowing channels, more importantly HR and line managers to role model ethical behaviour consistently (Armstrong and Taylor, 2023, p.52)


Q5 AC 2.1 
Thank you for sharing your perspective. While Nexxobyte is currently performing well financially, research suggests that disregarding inclusion and wellbeing policies could place that success at risk, furthermore, the assumption that people work harder without such protections is not supported by evidence.
Research consistently shows that employees who feel included, valued and fairly treated are more likely to be engaged with their work, more productive and more likely to stay in the organisation longer (CIPD, 2025f). People have the right to be treated fairly which promotes fairness, dignity and respect (Armstrong and Taylor, 2023, p.302). Frost and Kalman (2016, p.182) consider that culture and technical fixes correlate with Herzberg’s two-factor theory, which focused on motivators and hygiene factors. Having a sense of purpose and being valued are intrinsic motivators. When employees feel good about their work, the better they perform, and the longer they remain (Lai, 2017). 
The CIPD Good Work Index 2025 (CIPD, 2025f) found there is a strong connection between health and work outcomes: those whose work has a negative impact on their mental health are more likely to quit and report lower job satisfaction. People leave because they no longer enjoy what they are doing, therefore engagement and retention are closely linked (Armstrong and Taylor, 2023, p.201). The financial implications of Nexxobyte having to invest in recruitment, onboarding and training can be damaging (Torrington et al., 2020, p.154). 
At the organisational level, these policies build a better working relationship between employees and employer. The CIPD Good Work Index 2025 suggests that people who enjoy their work are likely to demonstrate higher engagement and performance. They are more inclined to recommend the employer to others (CIPD, 2025f). ACAS further highlights that keeping employees motivated and happy contributes to increased productivity (ACAS, 2024). However, Lin (2019) argues that there is solid evidence supporting a positive correlation between employment engagement and individual performance, the same conclusion cannot be drawn at the organisational level. In contrast, a McKinsey report found that organisations in the top quartile of racial/ethnic diversity were 35 per cent more likely to have financial returns above their national industry median (McKinsey, 2015b), with McKinsey (2015b) viewing inclusion and diversity as a source of competitive advantage. 
These “feel-good” policies and procedures should not be underestimated, as they are protected by the law. The UK operates one of the most regulated labour markets in the world, meaning employers are restricted from managing their people as they please (Torrington et al., 2020, p.351). The Equality Act 2010 outlined the “protected characteristics”, failure to comply with discrimination law carries serious legislative implications (ACAS, 2024).

Q6 AC2.2
To devise a fair Learning and Development (L&D) policy, it’s important at the planning stage to identify and involve key stakeholders and promote effective employee voice, in order to understand people’s different needs and how these can be met.
The first step is to identify key stakeholders to gain insight into their perspective and needs (Beevers, Rea and Hayden, 2020, p.99). I will arrange one-to-one interviews and group meetings with the management team to ensure the L&D policy aligns with the overarching business strategy and there is horizontal fit between the L&D policy and people management policies (CIPD, 2026; Armstrong and Taylor, 2023, p.322). It will also be important to agree what success would look like (CIPD, 2025g), and to establish that L&D should operate as a three-way partnership between individual learners, the organisation and L&D function (Beevers, Rea and Hayden, 2020, p.38). Engaging the management team will also help ensure training budgets are realistic and that learning activity does not negatively impact productivity or performance.
To promote employee voice, data will be collected through anonymous surveys and focus groups, gathering feedback on proposed paid time for L&D activities, preferred learning styles, and how employees would like Nexxobyte to address previous unfair practice. Anonymity provides psychological safety to speak honestly and contributes to a positive learning culture ACAS (2022). Since people learn both formally and informally, line managers will also receive training on creating an inclusive workplace, so they are better equipped to support their teams in reaching their full potential (Armstrong and Taylor, 2023. p.322; CIPD, 2023b).
When introducing the L&D policy, it’s important to communicate clearly to employees that we will review the effectiveness of the programme after three months. Evaluation methods should be identified at the planning stage (Armstrong and Taylor, 2023, p.350). CIPD (2026) suggests that the evaluation should be data-driven and outcome-focused. 
Kirkpatrick's four-level methodology provides a useful framework for this review. Reaction can be measured using a 'happy sheet', though this alone does not confirm learning transfer (CIPD, 2025g). Learning can be assessed through questionnaires and feedback surveys. Behaviour should involve line managers assessing improvement against specific learning objectives, and a diversity training course on unconscious bias could be beneficial at this stage (Taylor and Woodhams, 2022b, p.84). The fourth and final level involves analysing return on investment to determine the added value of the learning activity (Armstrong and Taylor, 2023, pp.350-351), though CIPD (2025g) cautions that this step can be difficult to measure and time-consuming. 
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Q7 AC. 2.3
For this activity, I asked a colleague — a Student Recruitment Officer in the same team — for their honest feedback on how I work with others. Their observations provided valuable insights into my strengths and areas for improvement. Please see the table below:
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Figure 1.1 Self-reflection and Feedback 
Against the six standards, I feel confident in inclusivity, valuing diversity, building relationships and sharing knowledge. My colleague confirmed I am approachable and friendly. I was their onboarding buddy when they joined, ensuring they settled in smoothly by sharing my knowledge of the team and its ways of working. My employer, KPMG, has a strong inclusion, diversity and equity drive, and our Student Recruitment team reflects this with people from over 10 countries and backgrounds. Having lived and worked internationally for almost a decade before returning to the UK, I have developed adaptability in working with people from diverse backgrounds and ensuring everyone feels included.
My weaker areas are conflict resolution and psychological safety. My colleague noted I can appear uncomfortable engaging in conflict. I also tend to wait before seeking clarification rather than raising concerns promptly, which can slow project progress.
Overall, this activity confirmed I meet Associate-level expectations in several areas, but I need to develop confidence in conflict resolution and speaking up earlier when concerns arise.

Q 8 AC 3.1
There is little doubt that artificial intelligence (AI) and technological advancement are changing the way people professionals work, particularly in talent acquisition. The CIPD Resourcing and Talent Planning Report 2024 (CIPD,2024e) found that nearly a third of organisations use some form of AI in their recruitment and onboarding process to screen candidates and arrange interviews. The automation of operational tasks has freed up time previously spent on administration, enabling people professionals to add value in areas such as HR analytics, relationships building and candidate experience (CIPD, 2021; (Armstrong and Taylor, 2020, p.152).
For my own professional development, this means building genuine digital skills in recruitment technology. Tools such as Microsoft Copilot and video interviews have made personalised communication more efficient; however, I need to develop a more rounded understanding of ethical considerations such as algorithmic bias, whereby AI tools typically follow past patterns, and compliance risks around the General Data Protection Regulation (GDPR)  (CIPD,2025c; Armstrong and Taylor, 2020, p.154).
A second key development is the growing awareness of Inclusion, Diversity, Equality (IDE) in recruitment. Promoting IDE is a key to improving creativity, innovation and social reputation (Taylor and Perkins, 2021, p.340). However, the CIPD reports that 48 per cent of respondents believe over-reliance on technology can create barriers for certain groups and result in an impersonal candidate experience CIPD (2021). This highlights the need for people professions to actively embedding inclusive hiring practices and processes. 
For my own development, it means building knowledge of inclusive recruitment frameworks, such as alternative assessments, reasonable adjustments structured, to reduce bias. It also means developing my professional courage in speaking up and challenging behaviours that may exclude underrepresented groups.

Q9 AC 3.2 
Reflecting on Question 7 and the research in Question 8, a key strength is my commitment to inclusivity. My experience as a Reasonable Adjustment Lead demonstrated my ability to promote accessibility and enhance candidate experience, reflecting the inclusivity and building relationships standards in the CIPD Profession Map. My colleague also confirmed I am approachable and create an inclusive environment. Another strength is my growing confidence with Microsoft Copilot, which I use to make my day-to-day recruitment activity more, freeing time for higher-value and more meaningful work.
However, I recognise two areas for development. Whilst I can use AI tools effectively in practice, I need to develop rounded understanding of algorithmic bias and GDPR compliance within a recruitment context. Additionally, as both my self-reflection and colleague feedback confirmed, conflict resolution and psychological safety are areas where I lack confidence, often waiting too long to raise concerns.
My areas for improvements are therefore developing my understanding of ethical AI use and building the professional courage to speak up and challenge behaviours that may unintentionally exclude underrepresented groups, both of which inform the activities in Question 10.

Q.10 AC 3.3 . 
Activity 1: CIPD course or module on AI and ethics
I plan to read CIPD resources and KPMG's internal policies on AI in the workplace, with a focus on the ethical implications of AI within people practice. As identified in my self-assessment, whilst I have developed practical confidence with tools such as Microsoft Copilot, I recognise that my understanding of algorithmic bias and GDPR compliance needs to develop further. As a visual learner, reviewing these resources at my own pace will provide me with an evidence-based framework for using AI responsibly within a recruitment context, ensuring my practice remains both effective and ethically sound.
Activity 2: Participate in KPMG’s IDE Flagship programme Inspire  
I have been selected to participate in KPMG's IDE flagship programme, Inspire. The programme supports KPMG's IDE ambition of building an inclusive environment, accountable leaders, and equitable experiences, focusing on colleagues from historically under-represented groups. It provides bespoke career development support, skills to navigate the KPMG landscape, and opportunities to build a cross-firm community.
By completing this programme, I will gain insights into emotional intelligence and conflict resolution from senior leaders and engage in discussions on AI and compliance risks from a business stakeholder perspective. I will then reflect on how these insights inform and improve my own practice.
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Q11 AC 3.4
CPD Activities 
One - Video Assessing Training
Two - Microsoft Copilot at work
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this knowledge across the team would contribute to a more
consistent and productive way of working.
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Video Assessing Training
20/11/2025

Talent management
Attended an event

N/A

https:/www.kpmgcareers.co.uk/graduate/applying-to-
kpmg/application-process/

https:/www.shl.com/shldirect/en/practice-tests/

Assessing video interviews online

The Student Recruitment Team brought the video assessment in-
house to strengthen the quality and consistency of hiring decisions.
We completed a structured training programme organised by the
assessment provider SHL to develop our understanding of the
assessment format and the criteria used to evaluate candidate
performance.

Bringing the video assessment in-house has allowed the Student
Recruitment Team to align our selection approach more closely with
business needs. We, as a team, now has greater control over which
candidates are progressed and when — a particularly important
factor given that KPMG invites applicants from across its graduate
and apprenticeships programmes, including Audit, Consulting, and
Tax & Law, to in-person assessment centres at locations throughout
the UK.

To extend the impact of this work, | took on the role of Reasonable
Adjustment Lead at one of our in-person assessment centres. Prior
to the event, | contacted each candidate individually by phone to
introduce myself and outline what to expect on the day. On the day,
| welcomed them at registration and accompanied them to their
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profession, society)? (Suggest designated space, ensuring the transition into the assessment

100-150 words) environment was as smooth as possible. The feedback was
overwhelmingly positive — candidates felt more at ease and better
able to perform knowing their needs had been met. This experience
demonstrated my commitment to advocating for inclusive
assessment practice within KPMG. | plan to use these insights to
champion inclusive design as a fundamental part of fair and
effective talent selection, rather than an afterthought.
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Microsoft Copilot at work
21/02/2026

Technology and people
Attended/completed a course

N/A

| attended a training course on using Microsoft Copilot in Teams,
Outlook and Excel to improve work productivity.

| developed my ability to use Microsoft Copilot to improve
efficiency across a range of everyday tasks. For example, | now use
it to prepare for meetings and capture outcomes directly in Teams;
draft, summarise and triage emails in Outlook; extract decisions,
actions, blockers and deadlines from email threads; analyse trends
and identify insights in Excel using natural language; and create
charts and summaries through guided Copilot analysis.

This has had a positive impact on my productivity. For example,
before the training, | would read through lengthy email chains in full
before being able to contribute to a discussion. | can now use
Copilot's built-in function in Outlook to generate a concise
summary, saving considerable time and allowing me to focus my
attention where it adds the most value.

| recognise that not everyone in the Student Recruitment Team is
yet familiar with Copilot. To address this, | plan to introduce it as a
discussion point in our weekly officers and coordinators meetings,
sharing practical examples of how it can be used to improve day-to-
day efficiency. For instance, | plan to demonstrate how Copilot can
summarise lengthy email threads and capture meeting notes, freeing
up time for colleagues to focus on higher-value work. Embedding
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