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Foreword from Gill Rider
President, CIPD

The last year has been difficult for most
organisations, including the CIPD. The economy
stayed flat and did not show signs of recovery, as
many of us had hoped it would. It has also been
particularly difficult for the CIPD as we worked hard
to continue to deliver progress for the benefit of
members while our inspirational chief executive,
Jackie Orme, fought with cancer. Sadly, she died on
19 July 2012 and we miss her commitment, energy
and passion.
Nevertheless, Jackie would have been proud of
what the CIPD achieved in such a challenging
year. Against a backdrop of rising unemployment,
faltering growth and continued public spending

We have made great
progress against Jackie’s
ambitious vision to
position HR as a driver of
sustainable organisation
performance and developing
HR leaders capable of
delivering it.

strong commercial performance. Throughout the
year, our operating activities generated a surplus of
£2.3 million, providing us with the sound financial
footing we require to deliver against our charitable
purpose.
We have made great progress against Jackie’s
ambitious vision to position HR as a driver of
sustainable organisation performance and
developing HR leaders capable of delivering it. In the
pages of this report you’ll read about the insights
we’ve gained from our programme of research and
how these are being fed into the HR Profession
Map. For these achievements, and many more, we
owe much to CIPD staff and branch volunteers, but
also to the wider community of HR practitioners and
academics – who share our determination to drive
organisational performance through better people
management.
The change and progress Jackie led at the CIPD
created the platform for the future. The board was
delighted to recruit someone of Peter Cheese’s
calibre to lead the CIPD and the HR profession.
Supported by a dedicated and able team at the
CIPD, Peter has the ambition and capability to set
the strategic direction that will lead the CIPD into its
centenary year and beyond.

cuts, we maintained a stable membership base at
just over 134,000 and we continue to attract new
talent into membership through our qualifications
and other routes to professional recognition. Despite
tough trading conditions, our conferences and
training business also contributed to our relatively
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Foreword from Peter Cheese
CEO, CIPD

I joined the CIPD on 1 July at the start of our 2012–
13 financial year. Last year was clearly a challenging
year given the economic context that all businesses
continued to operate in. And it was particularly
difficult for the CIPD with Jackie Orme’s illness
taking her away from the business. It is testimony
to the vision Jackie set and the commitment of all
at the CIPD, including the executive team – which
Sue Upton stepped up to lead as interim managing
director – that the organisation achieved so much
in such a difficult year. In this annual review,
you will be able to read and learn about all the
accomplishments and positive progress made by
the Institute over the last year.
Jackie leaves behind a great legacy to build upon and
I hope that this year will give us much to celebrate,
not least because 2013 marks the CIPD’s centenary
– 100 years of leading HR
into the future. Over the
past 100 years, our role
in building HR capability
and setting professional
standards has become
widely recognised and
valued. It’s now my role
to ensure we continually
update and refresh
everything that we do so
that we can support the profession to be fit for the
future and equipped to add value to the enterprises
and communities we serve.
The uncertain context we’re operating in, coupled
with an ever increasing focus on corporate values,
leadership, the importance of engagement and
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alignment, and the value of effective people
management, has shown us that what we do in
the world of HR has never been more relevant or
important. As the CIPD, we must continue to seek
to influence the debate and have the confidence to
challenge.
Our core agenda will always be about supporting the
HR profession and L&D community. We will continue
to seek to understand and define what great HR
looks like and how we can better measure the value
we deliver. But we must also continue our quest to
understand and influence the context in which we all
operate – the nature of the changing economy and
regulatory environment, globalisation, technology and
other social trends and how these impact work and
the evolving workforce, and therefore the future of
HR. To do this, we need a clear agenda when it comes
to the research we embark upon, the campaigns we
develop, the partners we work with and the policy
agendas we engage with.
I’ll be working with colleagues within and outside of
the CIPD to shape and refine that agenda over the
coming year and to ensure that we continue to grow
and evolve our support to our members and the
different groups and customers we serve. In embracing
this purpose, I’m clear that we need to do more to
recognise that the practice of people management
and development is not neatly confined within the HR
functions of large organisations, but is also critical to
small and mid-sized businesses, where there is much
more limited professional HR support. Equally, effective
HR can be delivered only when we have managers
and leaders who understand and deliver good people
management themselves.

There are high levels of
interest from around the
world in improving HR
skills and capabilities and
the CIPD’s qualifications and
standards are increasingly
recognised as a benchmark.

Our engagement with these different communities
will need to recognise and support their different
needs and interests. For those just coming into
the workforce, we have recently launched a
Higher Apprenticeship in HR Management to
encourage more people in to HR, and we have
launched our Learning to Work campaign aimed
at raising awareness of the benefits of bringing
more young people into work. We will engage
more on programmes aimed at improving people
management capabilities within SMEs and I want
us to work more with the consulting community,
which is a major influencer and driver of change
within HR. I also want to continue to grow the
ways in which we work and add value to HR teams
and organisations, as well as our traditional base of
individual learning, certification and membership.
Providing opportunities for continuing professional
development and ongoing learning will always
be a vital part of what we do and, for example,
we will seek over the next year to provide more
support and better connections for our branch
networks and the other channels through which
our members engage.

Internationally, there are high levels of interest
from around the world in improving HR skills
and capabilities and the CIPD’s qualifications
and standards are increasingly recognised as a
benchmark. We already carry out training and
accreditation programmes in many countries and,
in particular, have made great progress in Asia since
the opening of our regional hub office in Singapore.
We will continue to grow our reach and impact next
year, but we will remain careful not to over-extend,
to understand the value of international growth to
our existing base and to consider carefully how we
align and partner with others to manage this growth
in the right way.
I hope you enjoy reading our annual review and
hearing about the many things the CIPD has done
over the past year. I look forward to engaging with
and serving our profession, which can do so much to
benefit work and working lives, positively impacting
individuals, businesses, the economy and wider
society. That is a compelling purpose for all of us.
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The latest refresh was based on research
with a range of organisations that reflect the
increasingly global and international nature of
the profession. This has ensured that the Map
sets out globally transferable capabilities that
will deliver value in organisations regardless of
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Our HR Profession Map – which lays out
global standards for the HR profession and
provides an underpinning framework for our
qualifications and membership criteria – has
undergone its first major refresh. From the
outset, the Map was designed to be a live,
dynamic document based on insights from our
research programme and interactions with HR
practitioners around the world – this enables us
to keep our understanding of the behaviours
that form the foundations of great HR current
and relevant.
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Advancing the art and science of people
management sits at the very heart of the
CIPD’s charitable purpose. Stemming from
this is our commitment to supporting and
engaging the HR profession in building its
capability to drive sustainable organisation
performance. Much work has been done in
the past year to build on our role in helping
HR professionals and organisations to define,
diagnose, build and recognise great HR. None
of this could have been achieved without the
active engagement of our members and the
wider HR community.
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market and the development of a more global
mindset in all practitioners. We continue to
run focus groups and interviews, as well as
capture insight from conversations with our
members and the HR profession, to form an
‘insight bank’ to feed into our next major
refresh. As of September 2012, the Map will
be opened up to non-members alongside a
call for feedback and entries into the insight
bank to ensure that it reflects the work of
the entire HR profession. For members only,
the MyHR Map tool has also been updated in
line with the new HR Profession Map content
and we are developing new diagnostic tools
to help members gain insight into their own
HR capabilities, benchmark them against our
global standards and identify development
opportunities accordingly.

Building great HR
As well as supporting current and future HR
capability at an individual member level, we’ve
also been working closely with a number of
organisations to build the capability of their
entire HR functions. In the last financial year
we have further developed our ability to
support and engage with the profession at an
organisational level, with multinational and
international organisations seeking organisationwide HR transformation and professionalisation.
Over the last year, we have worked with
organisations within and outside the UK to
diagnose HR function capabilities against the
global standards laid out in the HR Profession
Map; build those capabilities through our
suite of qualifications and L&D solutions; and
ultimately recognise those capabilities through
professional accreditation that signals a global
badge of competence. Good UK examples of
the organisations we’ve worked with in these
ways include Virgin Atlantic, the Co-operative
Group and the Civil Service. Further afield, we’ve
been working with Unilever’s global HR team,
with PwC in Central and Eastern Europe, with
Maxis Telecom in Malaysia, and with a number
of organisations in the Middle East including

Over the last year, we have worked
with organisations within and
outside the UK to diagnose HR
function capabilities against the
global standards laid out in the HR
Profession Map.
SEHA (the Abu Dhabi Health Authority). Bridge
is also working with seven organisations on a
truly global level, including one of the largest
Chinese-owned multinational companies.
We have also strengthened our support for
HR leaders as they further professionalise and
build the capability of their HR functions. Our
HR Leaders’ Network continues to engage
those at the top of the profession in topical
and strategic debates, informed by our own
research and thinking. Over the last year,
speakers have included HR directors from
FTSE-100 organisations such as ARM Holdings,
Tullow Oil, Unilever and BSkyB; public sector
organisations such as the RAF and Transport
for London; and third sector organisations
such as Cancer Research UK. We’ve also
extended the debate by launching a LinkedIn
group associated with the network, which

Case study: The Co-operative Group
Using the CIPD HR Profession Map, The Co-operative Group worked with CIPD consultants to identify
standards of professional excellence and create an accredited structured development programme for their
newly created in-house Resourcing team. Helen Hartshorne, Group Resourcing Manager at The Co-operative
Group, comments: ‘The CIPD HR Profession Map was particularly useful in providing an external benchmark for
our team and helping to clarify what they needed to know, how they needed to behave and what they needed
to do to be recognised as credible experts within the business. On the back of our success with the Resourcing
team we are now planning a development programme for our wider HR Shared Service team which is based
on the Service Delivery segment of the Map. We’re working with the CIPD to scope requirements and align
roles to professional bands and formal qualifications as appropriate.’
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Serving an increasingly international profession
Having clearly defined what great HR looks like and developed internationally relevant
professional standards as laid out in the HR Profession Map, we also extended our international
footprint to reflect the increasingly global nature of the profession and our membership.
September 2011 saw the official launch of CIPD Asia at the Singapore Human Capital Summit,
which received a warm welcome from the Emeritus Senior Minister Goh Chok Tong. Our new
office in Singapore, which provides us with a regional hub for CIPD Asia and our subsidiary,
Bridge, officially opened on 1 September 2011. Since then, we have made much progress
spending time and building relationships with HR practitioners, employers, government bodies
and departments, academics, students and local bodies in Hong Kong, Singapore and Malaysia.
Bridge also opened new offices in North America and Hong Kong, adding to its existing
regional offices in the USA and Australia and a growing network of consultants and associates
spanning Europe, Asia, North America and the Pacific. Taken together, all of these international
developments mean we are now very well positioned to respond to the continued globalisation
of the HR function and the opportunities and challenges this creates.

has helped promote our events and thought
leadership, and offered another way of
engaging a wider circle of leaders.
In addition, we’ve strengthened our Next
Generation HR Senior Leaders programme
by refining some of the key models and
approaches and sharpening the core personal
and strategic leadership competencies. We
worked with BAE Systems, BT, British Gas
and Coca-Cola to develop and test many
of the core concepts and implications for
HR functions. The second cohort on this
programme included 12 HR professionals at
the most senior levels from Thomson Reuters,
Ministry of Justice, Virgin Money, HSBC,
Standard Chartered, BAE Systems, Logica,
Nationwide, BT and Whitbread.

Engaging with the
profession
In addition to our direct engagement with
many HR professionals and organisations,
an important element of our support for the
HR profession, and members in particular,
is the wealth of knowledge, information
and insight we develop and share via our
website and our weekly electronic newsletter.
Over the past year, our website attracted
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more than 300,000 visitors each month
and 230,819 people have opted in to our
weekly CIPD Update email. As well as our
survey reports, research insights, practical
tools, guides and public policy papers, which
collectively attracted more than 600,000
visits in the past year, the site also holds a
total of 146 factsheets, which received more
than 2 million visits in the past year. Our
monthly series of podcasts reached its 70th
edition this year, and the series attracts an
average of 10,000 listeners.

Online resources
At our annual conference in November 2011,
we re-launched HR-inform, our online resource
designed to keep subscribers up to date with
changes in employment law and provide
practical guidance on how to comply with new
legislation. User feedback told us that the most
useful aspects of HR-inform are the template
policies and documents, so we nearly doubled
those in the past year and continue to add
more every day. The new content has been
received very well, with year-on-year subscriber
numbers increasing by 250%. Also in response
to member feedback, we spent much of the
year developing a new set of online resources
for learning and development professionals
to be launched later in 2012. Toolclicks offers

CIPD’s online resources have a wide reach
cipd.co.uk
More than

The CIPD website
attracted visitors from

1,706,979

2.5
million

194
countries

Member visits

3,511,905

people visited
the CIPD website
last year

Non-member visits
across the world

Email communications

51.6%

230,819

96,054

118,576 Members

people have opted in
to receive our
email newsletter,
the CIPD Update

Subscribers
to the PM Daily
more than doubled
in the last year

48.4%
112,243 Non-members

HR resources currently on the CIPD website

544
HR resources are
available to members
and non-members
online

144

Factsheets

127

Survey reports

115

Research reports

50

Guides

43

Practical tools

37

Public Policy reports

28

Event summaries

24,757

anyone involved in designing or developing
@CIPD
training programmes
an online version of our
87.2% Increase
popular training toolkits. These have been
grouped into three bundles (‘Management’,
‘Interpersonal@PeopleMgt
skills’ and ‘Learning’),
each
91% Increase
containing 20 toolkits giving annual subscribers
a one-stop shop for content they can download
and customise as often as they like.

17,624

4,982
49.7% Increase

10,606

70

Average
monthly
downloads

Podcasts
available to
download

127,274
Total
downloads

People Management

5,206

@CIPD_Events
Alongside our website and online resources,
44.7% Increase
one of the most highly valued benefits of CIPD
membership is People Management magazine.
Subscribers for the PM Daily
news email @CIPDcommunities
more than
73.2% Increase
doubled in the last year and a concerted effort to
engage with readers directly saw the magazine’s
following on LinkedIn, Twitter and Facebook grow
exponentially. As of 1 July 2012, the contract
for the publishing of the magazine successfully

2,331

14,576
97.3% Increase
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544
544

HR resources are
available to members
HR non-members
resources are
and
available
to members
online
and non-members
online

144

Factsheets

127
144

Survey
reports
Factsheets

115
127

Research
Survey reports

50
115

Guides
Research reports

43
50

Practical
tools
Guides

37
43

Public Practical
Policy reports
tools

28
37

Event
summaries
Public
Policy
reports

28

Event summaries

10,606
Average
10,606
monthly

70
Podcasts
70 to
available

Average
downloads
monthly
downloads

Podcasts
download
available to
download

127,274
Total
127,274
downloads
Total
downloads

CIPD is at the heart of conversations about people management
Twitter followers

@CIPD
@CIPD
@PeopleMgt
@PeopleMgt

24,757
24,757
87.2% Increase
87.2% Increase
17,624
17,624
91% Increase

5,206
5,206
44.7%
Increase
44.7% Increase
2,331
2,331
73.2%
Increase

91% Increase

73.2% Increase

Facebook likes

4,982
4,982
49.7%
Increase
49.7% Increase
3,835
3,835
50%
Increase

14,576
14,576
97.3% Increase
97.3% Increase
8,277
8,277
700% Increase

50% Increase

700% Increase

The most popular
thread was read
The most popular
thread was read

@CIPDcommunities
@CIPDcommunities

YouTube

There was
an average of
There was
an average of

6,452
6,452 1,500
1,500
times
times

posts per month
posts per month

transitioned from Personnel Publications
Limited to Haymarket Media Group following a
comprehensive tender process. Over the next year,
we will draw on Haymarket’s extensive experience
as a leading international business-to-business
publisher, as well as feedback from readers, to
deliver an even more valuable product for our
members in terms of quality of content and reader
experience.
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@CIPD_Events

LinkedIn group members

CIPD Communities

24,676
24,676

@CIPD_Events

8,073
8,073

Channel views
for CIPD Global
Channel
views
on YouTube
for CIPD Global
on YouTube

Social media engagement
We’ve seen increased social media engagement
this year between the CIPD, members and nonmembers, extending the reach of our research
and online resources. We have built relationships
both on- and offline by joining in conversations
with the wider HR community through blogs
and social networks, sharing useful content and
thought leadership and making ourselves more
accessible and collaborative.

Forums and networks
The CIPD’s commitment to engaging the
profession is also reflected in our research,
which is moving towards a model of more
co-creation and ongoing engagement with the
HR profession. Early examples of this include:
our series of thought pieces on global talent
management, Talent Forward, which brought
together insights from a variety of academics and
senior practitioners, each one concluding with a
list of provocations designed to stimulate further
debate; our ongoing research into corporate
responsibility, which also began with a series of
thought pieces; and our collection of insights
on Harnessing Social Media for Organisational
Effectiveness. Further details of our research
programme can be found on page 11.
This year, CIPD special interest forums have been
invited to contribute to CIPD research following
the set-up of smaller focus group meetings. This
new format has been popular with members
and a useful input to our research projects.
CIPD special interest forums offer members
an opportunity for face-to-face networking to
discuss and debate topical HR issues.
Our Employee Relations Network has been
developing well, offering some highly insightful
discussions and a range of mutual support in an
increasingly challenging area. Our VP Reward
Panel has been active in helping inform the
CIPD’s response to a number of government
consultations concerning pensions, real-time
information and senior remuneration. The
Reward Forum Committee has been busy
organising events for reward professionals on
such topics as real-time information, automatic
pension enrolment, local pay in the public

The CIPD’s commitment to
engaging the profession is also
reflected in our research, which
is moving towards a model of
more co-creation and ongoing
engagement with the HR profession.

sector and the links between reward and talent
management. Members of both the panel and
forum committee have spoken at a number
of CIPD conferences and branch events.
Meanwhile, the HR Police Forum has had a busy
12 months responding to such issues as the
implications of the Winsor reports on pay and
conditions, the development of a professional
body, the transfer of staff to the new police and
crime commissioners, and the creation of the
National Police Air Service.

Conferences and events
More than 13,000 people attended the CIPD’s
core conferences and exhibitions this year and,
despite the challenging economic environment,
the majority of our events saw an increase in
attendance. This is testimony to the value our
members and the wider HR profession place on
the opportunity to network face to face with
the HR community and learn from organisations
that are displaying best practice in people
management. Our one-day conference series
introduced new topics such as ‘social media for
HR’ and ‘HR business partnering’, both of which
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Annual Conference and Exhibition
Our Annual Conference and Exhibition in November 2011 took place in Manchester for the third consecutive
year and brought together keynote speakers including Sir Terry Leahy and Marcus Buckingham. In addition,
the programme featured case study presentations from leading organisations including GlaxoSmithKline, O2,
Toyota GB, John Lewis, Aviva, Coca-Cola, Essex County Council and Innocent Drinks. Our annual learning
and development event, HRD, took place in London in April 2012. The conference was organised around
four key themes: learning and talent development; coaching and OD; technology for learning; and leadership
development. The HRD exhibition included a range of free learning opportunities in the Technology for
Learning Zone, HRD Interactive, Topic Tasters and the Learning Arena.

proved extremely popular. Key subjects such
as employee engagement and coaching also
continue to attract a wide audience. This year
we introduced a number of new workshops
which offered delegates the opportunity to
explore topics in an interactive format; these
were well received and will continue to form
part of our portfolio for next year. In addition,
CIPD Ireland organised a
nationwide series of CPD
events across its six
regional branches in
2011–12, which
were attended by
more than 2,000
members; our
branch network
also delivered more
than 900 events across
the UK (see more detail
on page 26).

Recognising great HR
An important part of engaging the profession
is, of course, recognising and celebrating
best practice. Our two award programmes,
the People Management Awards and the
Recruitment Marketing Awards, both continue
to be popular. Entry numbers continue to rise
year on year and the panel of judges for both
awards continue to be impressed with the HR
excellence highlighted. 2011 saw the People
Management Awards ceremony held in London
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as a standalone event for the first time and
featured the launch of four new categories:
• Building HR capability – won by Amey,
who were also the overall winners
• Change management – won by West
Midlands Fire Service

• Health and well-being – won by Police
Service of Northern Ireland
• SME HR initiative of the year – won by
Vine HR
We also added a new category, Best Use of
Social Media, to the Recruitment Marketing
Awards.
CIPD Ireland, which celebrated its 75th
anniversary this year, also launched a new
awards scheme entitled the CIPD HR Leadership
and Innovation Awards.

Influencing business
outcomes through
thought leadership

At a time of great change and challenges for
many businesses, the CIPD has been focusing its
thought leadership role on HR’s core purpose:
its role in driving sustainable organisation
performance. By sharing the insights and best
practice we learn from our intensive research
programme with our members and – through
traditional and social media – with the wider
profession and business community, we hope to
have a real impact on business outcomes and,
ultimately, the UK’s economic performance. We
use these insights to deliver practical guidance
for HR professionals and business leaders,
as well as to shape our recommendations to
policy-makers and opinion-formers – including
the Government, opposition, other employer
organisations and influential think-tanks.
During the last financial year we embarked on
a research programme focused on HR’s core
purpose, Sustainable Organisation Performance,
under the sub-themes of: stewardship,
leadership and governance; future-fit
organisations; and building HR capability. Our

aim is to put more emphasis on building future
HR capability, with stretching and aspirational
targets, and to give our research a more global
focus. Some 10,000 HR professionals have
already signed up to receive newsletters related
to this specific programme of research, which
will provide them with updates on our research
and opportunities to get involved. Visit
cipd.co.uk/sustainableorganisationperformance
for more information.

Stewardship, leadership and
governance
Under the ‘stewardship, leadership and
governance’ theme, our first
major research project was
Where has all the Trust
Gone? conducted with
Cass Business School.
This in-depth, casestudy-led research
highlighted the
various types of

CIPD in the news
Our strong and continually growing media presence plays an important role in
ensuring that our research and thought leadership is disseminated to as wide an audience as possible, helping
us to fulfil our charitable purpose. In the past year, we regularly appeared in all the major national newspapers
(an average of 30 times per month) and our appearances on national broadcast media exceeded 200. When
you add to this all of the regional and business media appearances we secured, our total print and broadcast
media coverage for the year exceeded 3,000, not including any online coverage.
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trust relationships that can exist within
organisations, how trust is built, how easily
it can be destroyed and the management
practices that can help restore trust when it
has been lost. A key message that emerged
from the research was the need for HR to step
up to the role of stewardship and corporate
governance by challenging workplace
behaviours and practices that risk eroding
trust and damaging organisations’ long-term
growth and success. HR’s role in restoring
trust in the banking sector was also the
core theme of a panel event we co-hosted
with Tomorrow’s Company, following a
series of smaller roundtable events exploring

HR must take responsibility
for challenging workplace
behaviours that risk eroding trust
and damaging organisations’
long-term growth and success.

‘tomorrow’s adaptive organisation’. The
debates were both provocative and broad
ranging, focusing on a range of issues linked
to the changing business environment. The
goal was a call to arms for business leaders to
establish sustainable competitive advantage
through building employee commitment. The
discussions demonstrated that without clear
values-driven leadership from the top, and
without cultures of inclusion and engagement,
employees will contribute little to the longterm success of the organisation.

Future-fit organisations
In terms of ‘future-fit organisations’, we
completed a range of research projects
designed to explore what HR needs to do to
prepare itself for the changing nature of work.
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A series of thought leadership pieces explored
the challenges and opportunities that HR
faces as social media becomes more and more
prolific. Our research insight From E-learning to
‘Gameful’ Employment explored the future role
of e-learning in the workplace and the current
challenges and opportunities for e-learning to
transform the basis of organisational learning.
In particular, the research considered some of
the controversies around the impact of gaming
on learning and cognition. We also completed
the third and final piece of research in our series
with Kingston Business School’s Engagement
Consortium. It revealed that employee
engagement can be either transactional or
emotional, with emotional engagement
being the key to getting the highest levels of
contribution and commitment from employees.
The research suggested that high engagement
scores in employee surveys usually relate to
transactional engagement and can mask low
levels of emotional engagement, which could
be damaging to the long-term success of the
organisation.

Building HR capability
Two major research projects fell under
the theme of ‘building HR capability’. The
first, Business Savvy: Giving HR the edge,
was launched at our HR Business Partner
Conference in London and highlighted the
need for HR to deepen its business knowledge
and use its unique insight into the interrelationship between people, the organisation
and the wider context in which it operates to
drive organisational performance. The report
explored the key foundations required for
HR professionals to pursue their stewardship
role from a grounded business perspective. It
demonstrated how ‘business savvy’ gives HR
credibility and the courage to challenge the
relentless pursuit of short-term goals, which can
be detrimental to the long-term success
of the organisation. This research resonated
particularly well in the Middle East, where we
spent time disseminating the research in Abu
Dhabi, Dubai and Qatar and understanding the
local business and HR priorities to help inform
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Our series of annual surveys.

our future research in the region.
The second, Sustainable Organisation
Performance through HR in SMEs, uncovered
four key stages of organisation transition in SMEs,
each associated with different opportunities
and challenges for people management:
entrepreneurial edge; emerging enterprise;
consolidating organisation; and established
organisation. The research report provided key
insights for HR practitioners in SMEs as well as
those who are responsible for HR activities but
may not have HR explicitly in their job title. The
insights will feed into an HR masterclass for SMEs,
which the CIPD will deliver in Asia next year in
collaboration with the Singapore Workforce
Development Agency (WDA).

Annual surveys
Alongside our research programme on
Sustainable Organisation Performance, we
continued our series of annual surveys. These

provide a temperature check on current
HR practices and enable us to identify the
challenges and opportunities the profession
is facing and areas in which the CIPD can
help build capability. Four of the five annual
surveys are now produced in partnership
with third parties, which has helped us to
improve survey response rates and increase
the reach of the survey findings by opening
up additional communication channels. Our
partners have also been invaluable in helping
us to give our surveys a front-line perspective,
by piloting surveys with their clients and
identifying case studies that help us to bring
the findings to life.
The Resourcing and Talent Planning survey,
in partnership with Hays, continues to prove
particularly popular in terms of media interest
and we have now embarked on a similar survey
in Asia, in collaboration with the Hong Kong
Institute for Human Resource Management.
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The Resourcing, Talent and Learning survey
combines questions from our existing
Resourcing and Talent Planning survey and
our Learning and Talent Development survey
and received more than 1,000 responses from
across Hong Kong, mainland China, Taiwan,
Malaysia, Singapore and South Korea.

The Labour Market Outlook,
which tracks employers’
recruitment intentions and
gives us the opportunity to get
our members’ views on labour
market policies, enables us to
engage with policy-makers on
issues including welfare reform
and youth unemployment.
Quarterly temperature
checks on employers and
employees
Our quarterly Employee Outlook and Labour
Market Outlook series also went from strength
to strength this year. The Labour Market
Outlook, which tracks employers’ recruitment
intentions and gives us the opportunity to get
our members’ views on labour market policies,
enables us to engage with policy-makers on
issues including welfare reform and youth
unemployment. It is well respected by the media
and policy-makers, including the Treasury and
Bank of England, because of its track record of
accurately predicting labour market outcomes.
The Employee Outlook tracks employees’
attitudes to work and their managers, and the
survey results allow us to highlight our thought
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leadership on management and leadership via
the mass media. For example, the spring 2012
survey found that many managers seem to have
an inflated view of their own management style
and capabilities, with the majority of employees
stating that their manager did not regularly
meet with them to talk about their workload,
career progression or other work-related issues.
The survey findings were reported by all the
major national newspapers and radio stations,
as well as the HR and business trade press.
This enabled us to communicate our call to
the Government and employers to invest in
increasing the capability of the UK’s 8 million
people managers.

Engaging with policy-makers
Through our research outputs and our public
affairs activity, we consistently highlight to
policy-makers why effective leadership and
people management is critical to sustainable
organisation performance and, in turn,
economic growth – for example, efforts to
reform public services while maintaining
employee engagement and positive
employment relations. This agenda is also
central to the Government’s stated plans
to create more flexible and diverse modern
workplaces, support employee health and
well-being, and manage an ageing workforce
more productively. We also engaged with
the Government on issues surrounding youth
unemployment, employment regulation,
executive remuneration, the labour market
and welfare reform. Over the past year, we
submitted a total of 16 formal consultation
responses on these issues, gave evidence to
parliamentary select committees four times
and a further two times to parliamentary
groups. We have also influenced policymakers more informally through working
groups, relationships with the select
committees and one-to-one engagements
with relevant ministers and government
departments, including Iain Duncan-Smith,
Secretary of State for Work and Pensions,
the Department for Business, Innovation and
Skills, the Pensions Minister, the Employment
Minister and the Minister for Further

Education, Skills and Lifelong Learning.
In addition to working with the current
government, we have built strong relations
with the reshuffled opposition front bench:
we have been invited to sit on a number of
their policy working groups and the shadow
team regularly solicits the CIPD’s views on
skills, youth unemployment and labour
market regulation. Maintaining relationships
with all of the major political parties is
important to our political independence and
to ensuring the sustainability of our work.
While the majority of our work is UK-wide
and focused on influencing public policy in
Westminster, we do work with policy-makers
in Scotland, Northern Ireland and Wales on
specific policy issues where appropriate. For
example, we worked with Healthy Working
Lives Scotland to develop new guidance,
Managing a Healthy Ageing Workforce. We
have also worked with CIPD colleagues in
Ireland on some aspects of public policy, most
recently on public sector reform.
Since our expansion into Asia, we have also
begun building relationships with the Singapore
Government. The Deputy Prime Minister
announced our arrival in the region at the
Human Capital Summit and since then we
have been working closely with the Workforce
Development Agency and Ministry of Manpower,
with whom we’ve begun discussions about how
we can support their human capital agenda.

decision to drop the proposals. On flexible
working we worked with a number of
members to articulate the business benefits of
flexible working and also to capture some best
practice examples. These case studies were
included in our consultation response and
media activity at the time. Again, we believe
the views of our members and the evidence
base provided by our research on flexible
working has contributed to the Government’s
stated commitment to extend the right to
request flexible working to all employees,
despite opposition in some quarters.
The Government values this input from the HR
profession and has subsequently worked with
us to ensure that the employer voice is reflected
in policy-making behind the scenes, by inviting
groups of HR professionals to attend meetings
with ministers and officials throughout the year.
Over the next year, we will continue to work with
the Department for Business, Innovation and Skills
and political stakeholders to help ensure that any
proposed changes to policy do not undermine
good people management practices and that they
are well designed, fit for purpose and easy for our
members to implement.

Learning to Work:
tomorrow’s workforce,
today’s young people

Employment regulation
We increasingly use social media both to keep
our members up to date with policy issues
and to elicit their views on key proposals.
For example, we had a very strong and
constructive response via the CIPD LinkedIn
page to the consultation on Adrian Beecroft’s
proposals on compensated no-fault dismissal.
We also held a number of consultation events
with members to enable them to feed back
their views directly. This ‘virtual’ and face-toface feedback was used to inform and support
our formal consultation response, which
we hope played a part in the Government’s

Youth unemployment is another key area in
which we are seeking to draw on our members
to help influence business outcomes through
thought leadership with employers and policymakers. Our research has consistently shown
that, even when times are good, young people
are at a disadvantage in the labour market.
That is why we launched our Learning to Work
campaign, designed to deliver a step-change

Research report
September 2012
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in employer engagement with young people.
The campaign will act as an umbrella for many
aspects of our policy work and as a focal
point for collaboration over the next year with
other key stakeholders on this issue, including
the Education and Employers Taskforce,
UKCES and the Prince’s Trust. Through the
campaign, we seek to educate employers
and policy-makers about the importance of
smoothing the transition from school to work
by encouraging employers to engage more
directly with education providers and to make
the workplace more accessible to young people
through programmes such as internships, work
experience and apprenticeships.
At the beginning of the financial year, Jackie
Orme launched the Government’s best practice
code for internships with the Universities and
Skills Minister, David Willetts. The code was based
heavily on the CIPD’s own guidance, Internships
that Work. Later in the year, we re-launched
our employer guidance, Work Experience
Placements that Work, produced in conjunction
with Jobcentre Plus and with the support of the
employment minister at the time, Chris Grayling,
as a call for more employers to deliver the kind of
high-quality placements that many already offer.
The guide has been downloaded thousands of

times and we hope it will encourage and support
employers who wish to offer work experience
by providing them with the resources they need
to ensure placements benefit young people and
employers alike. We also hope it will steer public
debate on work experience away from claims of
alleged ‘slave labour’ and towards the importance
of quality, well-managed placements, particularly
for young people.
Another key strand of the Learning to Work
campaign will be to continue to encourage
more employers to offer high-quality
apprenticeship schemes. To coincide with
National Apprenticeships Week 2012, the
CIPD produced Apprenticeships that Work: A
guide for employers. This was designed to be
a ‘one-stop-shop’ guide addressing the various
issues involved with recruiting apprentices,
including the support and management
of apprentices, integrating them into the
workforce and answers to relevant employment
law questions. The guide was endorsed by the
Further Education, Skills and Lifelong Learning
Minister at the time, John Hayes, and used by
the National Apprenticeships Service as the
basis of their ‘Top Tips for Apprenticeships
Success’, which is aimed at employers. For more
information, visit cipd.co.uk/learningtowork

Steps Ahead Mentoring
The success of our work under the Learning to Work campaign and its ability to have a real impact on business
outcomes and youth unemployment will rely heavily on the engagement of our members, but none more so
than our Steps Ahead Mentoring programme. Run in conjunction with Jobcentre Plus, this initiative asks CIPD
members to volunteer as mentors for young jobseekers. By helping young people improve their understanding
of what employers are looking for in the workplace and how to present and demonstrate their skills accordingly,
the scheme has already had a dramatic impact on the employment prospects of the young people involved in
the pilot scheme in Coventry and Warwickshire. The pilot saw the completion of 82 mentoring relationships,
each of which resulted in the young person either finding permanent employment, securing an apprenticeship
or work experience, or going on to further education. The next financial year will see the pilot region extended
to the rest of the central region, followed by a nationwide roll-out across hundreds of Jobcentres throughout
the year. Visit cipd.co.uk/stepsaheadmentoring for more information.
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Building HR
capability for today
and tomorrow
The CIPD would not exist without its members
and our mission to build an HR profession
capable of driving sustainable organisation
performance relies on attracting the brightest
and best to the profession. We do this by
positioning HR as a career of choice and helping
those individuals to build and gain recognition
for their skills through training, qualifications
and professional accreditation.

CIPD membership stood at 134,437 at the
end of the financial year, representing stable
performance despite a tough global economic
climate. In recognition of the fact that many
of our members may find themselves out of
work during these difficult economic times,
we launched a new portal to offer advice and
guidance to our members on affordable ways
to stay in membership while looking for work.

CIPD membership profile at year end

20,803
Student
members

32,137

19,137

Associate
members

39,715

Graduate
members

Chartered
Members

201
Chartered
Companions

Academic members

14,495

7,763 Affiliate members

Chartered
Fellows

138
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150

We’re always looking to recruit more talented
individuals into the profession and our
membership, as well as to provide support for
professionals at all levels of their career. That’s
why we remain committed to offering a variety
of routes into membership and providing
opportunities for continuous learning at all
levels in recognition of the diverse career paths
that HR professionals follow.

different courses and
certificates delivered
across the UK

Qualifications
During the last year we completed the process
of ensuring that all of our delivery centres
(colleges, universities and private training
providers, including CIPD Enterprises) are
accredited to deliver our revised qualifications,
introduced in 2010. Our new suite of
qualifications has proven to be attractive, with
11,442 new individuals having registered to
study in the past year.

The CIPD has 251 active centres accredited to deliver CIPD qualifications

4,026

registered
individuals

180

deliver at
foundation level

5,464

registered
individuals

115

deliver at
advanced level

95

deliver at
intermediate level

1,952

registered
individuals
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Higher Apprenticeship in Human Resource Management
The apprenticeship offers employers an innovative, cost-effective way of developing HR capability within their
organisations. By combining on- and off-the-job learning, those undertaking an HR apprenticeship will develop
insights into their organisation’s business challenges and capability needs, and therefore be more effective in
applying their HR knowledge to support their organisation’s goals. The apprenticeship will also support the
development of higher-level skills among existing HR staff, enabling HR functions to concentrate more on
transformational HR activities that add greater value and support the needs of their organisation. Stephanie
Bird, director of HR capability at the CIPD, comments: ‘The CIPD promotes apprenticeships as an effective
means of employers recruiting and developing talent and so it was natural and appropriate for us to introduce
an apprenticeship scheme for our own profession, so that we can attract a more diverse array of talent to
pursue careers in HR and business more generally. The Higher Apprenticeship in HR Management will allow
organisations to expand their human resource function while attracting a talented pool of individuals who
might not otherwise have considered the profession.’ For more information, visit cipd.co.uk/HAHRM

We now have 251 active centres delivering
CIPD qualifications in 26 countries across the
world, and we have seen increased take-up
of our qualifications in regions such as the
Gulf, Central and Eastern Europe, Africa and
Malaysia. Outside of our formal network
of centres, we have also partnered with
PricewaterhouseCoopers in Central and Eastern
Europe to deliver Level 3 CIPD qualifications to
HR and L&D practitioners. In addition, CIPD Asia
has been working closely with the Workforce
Development Agency in Singapore to map their
Human Resource Workforce Skills Qualifications
(HR WSQ) against the CIPD qualifications
framework, with the aim of offering WDA
students a pathway to professional membership
of the CIPD.
Our new Level 5, or ‘intermediate’, qualification
has now been embedded across 95 of our
accredited centres and attracted 1,952 new
students in the past year, more than double
the number of registrations we saw last year.
New textbooks for this qualification have been
introduced, which means we now have textbooks
to cover the entire spectrum of CIPD learning
outcomes. We also made all of these available as
e-books and feedback from academic centres and
students has been very positive.

Perhaps the most significant development in
terms of CIPD qualifications in the past year
is that we’ve partnered with Skills CFA to
develop a Higher Apprenticeship in Human
Resource Management, aimed at individuals
working in HR officer or junior HR manager
roles who may not want to go to university but
want to develop a career in a business-related
profession. Successful apprentices will gain a
professional qualification as well as a seamless
pathway to Associate membership of the CIPD.

CIPD Training
Over the year CIPD Training, which is one
of the 251 centres approved to deliver CIPD
qualifications (but also delivers other courses
and certificates), attracted a total of nearly
5,000 individual learners across our portfolio.
Our courses cover a wide range of areas, but
management skills and employment law courses
remain the most popular. Our Intermediate Award
in Employment Law and Law on Tour workshop
series also go from strength to strength, with the
spring 2012 tour attracting its highest number
since spring 2008. 2011–12 saw a significant
increase in the take-up of our competenceassessed route for gaining advanced qualifications.
For those delegates who already have the relevant
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150 different training courses
delivered across the UK

During the course of the year, we have seen
an increased use of technology in the delivery
of our training. This has proved particularly
popular for the delivery of in-company
programmes as well as for online open evenings
about CIPD qualifications. We also had 240
individuals making use of our virtual learning
environment (VLE) to study CIPD qualifications
as part of in-company programmes this year.

Edinburgh

Manchester

Birmingham
Cardiff

London

expertise and are working to a high standard,
the opportunity to take a qualification that is
competency-assessed can be very appealing. The
following advanced awards are now available
through this route: CIPD Advanced Level Award
in Designing, Delivering and Evaluating Learning
and Development Provision; CIPD Advanced Level
Award in Employee Engagement; CIPD Advanced
Level Award in Performance Management; and
CIPD Advanced Level Award in Resourcing and
Talent Management.
Overall, the business saw a decline in the number
of people attending open courses (although we
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saw upturns in the demand for management
skills), but this was largely offset by a particularly
successful year from our bespoke in-company
training services, which delivered a total of 717
courses. Much of the increase came from outside
the UK. Successes included the launch of an
accredited Level 7 Employment Relations Award
for an organisation with delegates from Mexico,
India, Pakistan, Italy, Switzerland and the UK. We
also delivered four Certificate in Learning and
Development (CLDP) programmes for 50 L&D
practitioners at a global airline.

Routes to membership
We registered 10,070 new student members in
the past year, taking our total student population
to 20,810. This was driven partly by our new Level
5 ‘intermediate’ qualifications, which attracted
more than twice the number of candidates than
the previous year – 68% of which were new
members. We also continued to work hard to
position HR as a career of choice to attract the
brightest and best to the profession. This included
webinars related to careers in HR and a series of
‘milkrounds’ at universities across the UK focusing
on what it takes to work in HR and why and how
HR is relevant and indispensible in business today.
However, while training and qualifications will
always play an important role in ensuring that
the HR profession has all the knowledge and
skills it needs to perform at its very best, we
also recognise that HR is a diverse profession.
We know great HR professionals follow many
different career paths into the profession and,
while qualifications are one way of demonstrating
an individual’s knowledge, an ability to
demonstrate the knowledge, activities and
behaviours laid out in the HR Profession Map

and a track record of applying that knowledge
to deliver business impact in the workplace are
also crucial to a successful career in HR. That’s
why professional membership is not automatically
granted to any student member who completes
our qualifications and that’s why our Experience
Assessment route enables HR professionals
who’ve developed knowledge and experience
‘on the job’ can become members without
completing our qualifications. In either case, our
membership criteria are rigorously aligned with
the behaviours and global standards set out in our
HR Profession Map.

Experience Assessment
The Experience Assessment route to professional
membership continues to grow and, since
its launch in January 2011, 877 people have
successfully gained either Associate, Chartered
Member or Chartered Fellow status. Experience
Assessment allows HR practitioners who do
not have the required CIPD qualification to
accredit their HR experience to gain professional
membership. It was introduced to open up access
to CIPD membership to experienced professionals
– 524 people have joined the CIPD through this
route to date. Feedback from candidates has been
consistently positive, with many expressing how
insightful and developmental it is. Our work with
organisations is increasing both in the UK and
overseas – organisations including Unilever, the
UK Civil Service and Maxis (based in Malaysia) are
now incorporating Experience Assessment into
their broader HR capability development plans.
Experience Assessment enables organisations
to benchmark their HR teams against the
CIPD HR Profession Map, identify strengths
and development needs across HR teams
and recognise performance with professional
accreditation.
Susan Gleave, Talent Manager, Maxis
Communications, Malaysia: ‘At Maxis, we are
investing heavily in professionalising all of our
support functions so that they can apply their
knowledge effectively to really add value to the
business. The CIPD has set the gold standard
for professionalism within HR, so they were
the obvious partners for developing our HR
practitioners.’

Academic membership
The CIPD also recognises the unique
contribution individuals engaged in teaching,
lecturing and academic research make in the
HR profession. Our Academic membership
route provides a suitable alternative route
into professional membership for those who
would otherwise be excluded through the
HR practitioner route. Academic membership
differs from the HR practitioner route as it
signals expertise in the development and
progression of the ‘thinking and knowledge’
of the HR profession, without requiring them
to demonstrate the practical experience that is
so crucial in securing access to our professional
grades of membership.

The CIPD also recognises the
unique contribution individuals
engaged in teaching, lecturing
and academic research make in
the HR profession.
Over the past year, the Academic membership
route has become firmly established, with 95
new members registered at this grade. Our
fast-growing community of Academic members
now counts a total of 150 academics, including
well-known and respected academics Professor
Peter Saville and Professor Peter Turnbull, gaining
recognition through this route. We were delighted
to develop and launch group assessment
arrangements that supported applications from
Cardiff University, Kingston University, University
of Hull, Cardiff Metropolitan University, Brunel
University, University of the West of England,
Gloucester University and University of Leicester.
Cardiff University in particular supported 23
candidates and two of the centres are following
up their group assessment by completing an
application for CIPD accreditation. The success of
this new route to membership is helping us
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to cement and strengthen our long-standing
relationship with the HR academic community,
which plays such an important part in advancing
thought leadership and incorporating it into the
tuition of CIPD qualifications.

The CIPD also has responsibility
for promoting and enforcing
high standards of professional
conduct among our members.

Professor Peter Turnbull, Head of HRM Section
at Cardiff Business School, Cardiff University,
comments: ‘Access to CIPD resources is a
tremendous asset for staff who are committed
to developing theory and practice for the HR
profession. We deliver a CIPD accredited MSc
HRM, so we thought it was essential to maximise
the benefits of CIPD membership, both for
students and staff, in particular by strengthening
our relationship with the local branch. With such
a large HRM group at Cardiff, the new group
assessment proved to be a very effective way of
maximising our membership and ensuring that
we have a strong core of staff who will work
with the CIPD in years to come.’
Finally, based on member feedback, we also
streamlined our process for membership
upgrading this year, making it easier for
members to transition from student to
professional membership and from Associate to
Chartered grades as they progress through their
careers. Our membership team made a number
of visits throughout our branch network to
help cement understanding about the various
upgrade options available to members.
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Raising the bar of
professional conduct in HR
As well as helping to develop the skills and
knowledge of the HR professionals and
establishing global standards for the ways
in which these are applied in the workplace,
the CIPD also has responsibility for promoting
and enforcing high standards of professional
conduct among our members. This is critical
given that public expectations of the behaviour
of professionals are rising and HR plays a
powerful role in ensuring organisations have
the trust, integrity and capability to deliver not
just success today, but sustainable performance
for the future. With this in mind, and based on
an extensive consultation with the profession
via our network of branches, a new code
of conduct came into effect on 1 July 2012.
The new code sets out clear and simple
requirements of members under four headings:
•
•
•
•

professional competence and behaviour
ethical standards and integrity
representative of the profession
stewardship.

We also agreed to new complaints and
disciplinary arrangements. These arrangements
will now comprise two distinct phases with
their own specialist panels, resulting in greater
ownership of the investigation process by CIPD
members and a wider group of professionals
being able to hear disciplinary cases. Our
new complaints and disciplinary procedures
are crucial to ensuring that the CIPD has the
tools and capacity to maintain and uphold
the highest standards in HR practice by its
members. Designed by the profession, and with
responsibility for investigating and adjudicating
complaints resting firmly with the Institute and
a qualified body of professionals, this represents
the establishment of modern, best-practice selfregulation for the HR profession – and for the
greater good.

CIPD people

No one understands the crucial importance of
people to organisational success better than the
HR profession. None of the achievements outlined
in this report could have been accomplished
without the ongoing commitment, enthusiasm
and agility of our 354 staff, 1,000 volunteers and
the many contactors we work with. It is crucial
to our objectives to engage and motivate our
people and to ensure that we are fully focused on
building our own future capabilities.
Sadly, we found ourselves without our chief
executive during 2011–12 as Jackie Orme
fell ill with cancer. When it became clear that
Jackie would not return in the near term, the
board acted to appoint Sue Upton as interim
managing director to steer the Institute with
the support of the rest of the executive team.
It is testament to our people and our culture
that we got on with the job, stepping up and
helping each other along the way.
Our people strategy is to promote good practice
in the management and development of our
people and have the right policies and practices
in place to support this. We need to recruit

and retain the best people for the job and to
develop these people so that they’re able to
make the best possible contribution to the
achievement of our organisational objectives.
Our culture is central to helping us achieve our

None of the achievements outlined
in this report could have been
accomplished without the ongoing
commitment, enthusiasm and agility
of our 354 staff and 1,000 volunteers.
objectives. We encourage open communication
and a performance culture to ensure everyone
understands and works towards achieving
our vision and goals. Managers are trained in
how to performance-manage and we develop
their coaching skills so that learning and
development is a continuous process at work.

7 out of 9
people on the CIPD’s
executive team are female

68.9%
of CIPD staff are female
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We have a range of communication channels
and social initiatives to support employee
relations and it is important to us that our
working environment encourages teamworking
and collaboration as well as offering a
rewarding experience for our employees.
We are proud to have achieved
Investors in People Gold Status
this year, which is a reflection of
our commitment to all of these
things. This commitment is also
reflected in the average length of
We achieved Gold
Status this year
tenure for CIPD employees, which
stood at 6.58 years at the end of the
financial year, compared with a UK
average of five years.
We are also proud of the diversity of our
workforce. In particular, the high proportion
of women we employ at all levels reflects our
membership base and the HR profession more
generally. Our flexible working practices and

Our flexible working practices and
commitment to health and well-being
play an important role in helping us
attract and retain a diverse range of
employees.
commitment to health and well-being play an
important role in helping us attract and retain
a diverse range of employees, meaning we can
recruit from as wide a talent pool as possible and
ensure that our employees are as productive and
engaged as possible when they are working.

Flexible working
Just over 20% of CIPD staff work
part-time, several members of the team take
part in job-shares and the majority of staff
make use of flexi-time arrangements from time
to time. During the last year, we also upgraded
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our IT infrastructures to allow more members of
staff to work from home when they need to.

Health and well-being
The CIPD’s average number of sick days per
employee is 3.09, well below the national
average of 6.8 days. The Institute holds at least
two large health awareness days per year to
provide staff with valuable information and
advice on key health areas such as diet, exercise
and cancer. Staff are also eligible for free flu
vaccinations and discounts at local gyms.

Employee engagement
Our latest employee engagement survey, which
we ran in January 2012, achieved a response
rate of 79%, and the overall results were very
positive. Our Employee Engagement Index,
which measures staff positivity in response to a
group of key questions on employee advocacy
and overall satisfaction – and which is a very
good indicator of engagement – stands at
74, which puts us eleventh out of the 65
comparator organisations and indicates strong
engagement with our staff. This score has
increased significantly from 56.7 in the last full
survey we completed in 2010.

Most staff say they:
• are committed to doing their very best for
the CIPD – 97% agree, and more than half
of these strongly agree
• would recommend the CIPD as a good place
to work – 80% agree
• are satisfied working for the CIPD – 78% agree
• are proud to say they work for the CIPD –
79% agree.
However, the survey did identify areas in which
we have room for improvement: managing
change and improving collaboration between
teams across the organisation. While we didn’t
receive high numbers of negative responses
in these areas, we did receive high numbers
of neutral responses, which suggests this
is something we should focus on over the
coming year.

Developing capabilities
Learning and development are integral
to the CIPD’s culture. All staff have a
personal development plan aligned to the
organisation’s strategic priorities and the
individual’s own career aspirations. In support
of these development plans, the CIPD ran
almost 500 days’ worth of staff training in
the last year, equivalent to 1.2% of the staff
payroll. Much of this training focused on
areas such as leadership and management
development, international awareness,
digital skills and the CIPD’s core behavioural
competencies: business awareness, problemsolving and decision-making, building
relationships, continuous improvement and
innovation, results-oriented, and customer
focus. Each member of staff is assessed and
rewarded according to their performance
against their own individual objectives
and their ability to demonstrate that they
have achieved this by means of the core
competencies.

Pension schemes
During the year, trustees and active members
of the CIPD’s Staff Retirement Scheme were
consulted on a proposal to cease future
accrual of benefits in the scheme in order to
reduce the Institute’s ongoing financial risks.
Following consultation, a decision was reached
and members received an announcement
that the scheme will cease future accrual of
benefits with effect from 30 September 2012.
These members were invited to briefings about
our new DC Group Personal Pension Plan
(GPPP), which has been awarded the Pensions
Quality Mark Plus status, recognising the
quality of the scheme.

Branches and volunteers
In addition to our paid staff, over 1,000
volunteers contribute to the CIPD’s success,
including non-executives and trustees, branch
committee members, vice-presidents and
membership upgrade assessors, with many
representing the local face of the CIPD for our
members. Also included in this number are

20%
of CIPD staff
work part-time

Number of sick days per employee

3.09 days
CIPD average

6.8 days

national average

68.9% female
1.4% report disability
12.4% report they are from
an ethnic minority

12 members of the board (who are the CIPD’s
directors and trustees), 7 vice-presidents and
52 branch council representatives, who form
the CIPD’s council.
Our governance structure, pictured on page
27, shows you where some of our volunteers
give their time to the CIPD. Our directors and
trustees, vice-presidents, committee members,
and branch volunteers all help to drive CIPD
strategy forward and contribute to the
good governance of the organisation. More
information on these volunteers can be found
on our website: cipd.co.uk/whoswho
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Regional branch network

North West: Manchester, Merseyside,
North Cheshire and North Wales, Cumbria

East Midlands: South Yorkshire, Derby
& Nottinghamshire, Leicestershire,
Coventry & Warwickshire, and
Northamptonshire

London consortium: South London,
West London, North London, South East
Thames and Central London

More than 900 people serve on local branch
committees throughout the UK and Ireland.
CIPD branches delivered a total of 967
member events in the past year to support
members in their professional development
and to enable member networking; with an
impressive average attendance of 34 people
per event, these events reached more than
30,000 members. The events focused on
a wide range of topics including employee
relations, employee engagement, learning
and talent development, as well as managing
the HR function. Each branch also maintains
a dedicated web area for local members, with
some of the larger branches receiving more
than 1,000 visits per month.
A full list of our branch volunteers can be found
at: cipd.co.uk/branch/_volunteerthanks.htm
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In the last year we expanded our regional network
and appointed regional co-ordinators (employed
as CIPD staff) to connect with members locally
and to support the branches by enabling them to
benefit from economies of scale on event venues,
sponsorship and publications. The regional coordinators act as a point of contact for members
and also facilitate meetings between each branch
chair within their regions, so that ideas and best
practice can be shared more easily.
To ensure all of our volunteers are fully equipped
to represent the CIPD and support our members,
we invested in a number of training events
in the last year, many of which we delivered
via webinars to make them more accessible
to our volunteers who give up their personal
time outside of their day jobs. These included
induction sessions for branch officers, committee
members and treasurers, as well as update
meetings for chairs and council representatives.

Governance structure
President and
Vice Presidents
Gill Rider
Stephen Frost
Nita Clarke
Hugh Mitchell
Bill Parsons
Anna Kyprianou
Clare Chapman
Katharine Turner

Council

CIPD Board

Stephen Moir

Audit Committee
Stephen Moir
Barry Hoffman
Louise Fisher
Martin Ferber
Robert Booker

Made up of
the CIPD Board,
the Vice Presidents,
and a representative
from each of
the 48 branches.

Code of
Conduct
Panels

Barry Hoffman

Louise Fisher

Online
Contributors
Martin Ferber

Membership
and Professional
Development
Committee
Anna Kyprianou
Brian Benneyworth
Barry Caygill
Julie Davis
Peter Hammond
Sarah Harvey
Kate Lefever
Clive Lewis
Shelagh O’Leary
Jonathan Smith
Richard Waters

Robert Booker

Gill Rider
Chair

Vicky Wright

Anna Kyprianou

James Cullens

Branch
Network

Robert Booker
Gill Rider
Dean Royles
Vicky Wright

Dean Royles

Peter Cheese

Membership
Upgrade
Assessors

Remuneration
Committee

Nominations
and Professional
Conduct Committee
Samantha Allen
John Beadle
Peter Cheese
Stephen Dando
Barbara Duffner
David Fairhurst
Chris Garcia
Mike Kelly
Tim Miller
Jon Sparkes
Alex Wilson
Vicky Wright

Frank Douglas

Jacky Taylor

27

Financial review

Our operating activities generated a surplus,
before deducting investment expenditure, of
£2.3 million. The investment expenditure, on
projects and initiatives to support the future
growth and effectiveness of the CIPD, was
£2.8 million.
Over a third of the group’s total income
continues to come from members’
subscriptions. Commercial turnover held up
well despite tough trading conditions and
results from the Bridge companies were
stronger than last year, with good results from
overseas activities.
Our charitable expenditure helps provide highquality services to members and to the wider
public, for example through our website, our
published research and surveys, our media
comment and our journal People Management.
During the year we invested in our office in
Singapore to support our expanding activities
through both the CIPD and Bridge in Asia;
we also invested in Experience Assessment
activities to increase awareness of this route
into membership.
The FRS17 valuation of the CIPD’s defined
benefit pension scheme at 30 June 2012, as
determined by the Institute’s appointed actuary,
showed an increase in the deficit from
£4.7 million to £9.1 million. During the year
the Institute paid a special contribution of
£481,000 into the scheme.
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The increase in the FRS17 deficit was driven
by exceptionally low bond yields, which are at
historic lows due to the continuing economic
and fiscal challenges we face in the UK. Swings
in the valuation are not uncommon due to
the volatility of the assumptions prescribed by
FRS17 – positive swings of equal magnitude
have occurred over the previous three years.
The underlying deficit valuation calculated by
the scheme actuary for the formal triennial
actuarial valuation as at 30 September 2011
showed a draft deficit of £6.7 million using the
recommended solvency assumptions, which are
based on a long-term view over the life of the
scheme, rather than at a point in time.
Following the valuation, the Institute agreed a
revised recovery plan with the scheme trustees
and in early July announced that the scheme
will close to new benefit accruals from
30 September 2012. We closed the scheme to
new entrants on 1 January 2010.
The Institute also has a defined contribution
scheme which is open to all CIPD employees in
the UK. The Institute more than matches the
amount of employee salary sacrificed into the
scheme up to a total combined contribution
of 16% of salary. The scheme qualifies for the
NAPF pension quality mark, with the 16% total
contribution option qualifying for the PQM Plus
standard – the highest available industry award
for defined contribution schemes.

Investments
The CIPD aims to improve the real buying
power of its investments and has adopted a
target return relative to RPI. The Institute seeks
to maximise the investment return on assets
while not investing in any assets that could put
the CIPD at significant risk. We follow a strategy
which exercises control over asset allocation
and uses specialist fund managers for each class
of asset. The asset allocation is tracked by an
investment adviser on behalf of the Institute.
A working group appointed by the board
meets quarterly with the adviser to review
performance and makes recommendations to
the board as to fund managers, asset allocation
and the outcome of performance reviews.
The market value of the investment assets held
at the year-end was £21.1 million compared
with £21.3 million at 30 June 2011. The book
costs were £20.6 million and £20.4 million
respectively.
During the year our investment portfolio
returned –2.1%, while the target blended
benchmark was flat at 0.0%. In the context
of global equity markets returning –2.7%,
UK equities –3.1% and commodities –15.6%
during the same period, the CIPD’s portfolio
held up relatively well. However, the UK
property benchmark returned 4.1%, while
the CIPD’s property fund managers returned
–5.4%. This reflects our long-term strategy
and such illiquid strategies typically exhibit
negative performance during their initial

years; we expect our property fund portfolio
to exhibit stronger returns as the illiquid
portion matures. Over the past few years
our annualised return has been 2.3%. The
CIPD’s portfolio is positioned conservatively
with diversification across asset classes and
current sizable allocations to cash and fixed
income. Given the uncertain macroeconomic
environment that surrounds us, we are pleased
with the defensive positioning of the CIPD’s
portfolio.

Reserves and funds
The Institute follows a policy of aiming to
keep sufficient reserves to meet at least one
year’s operating costs, being the total costs
of the CIPD and the staff and related costs of
its commercial subsidiaries. The general fund
was calculated as being £140,000 higher than
required by the policy at 30 June 2012.
The Institute has a policy of keeping £1 million in
cash and readily available funds at any given time.
We also keep reserves as designated funds,
totalling £4.9 million at the end of the year,
which are set aside for investment in projects
and initiatives to support the future growth and
effectiveness of the CIPD in delivering for our
members and the wider HR profession.

29

Summarised statement of financial
activities for the year ended 30 June 2012
		

2012

			
		
£’000

2011
£’000

Incoming resources			
From generated funds				
Commercial income
Investment income

17,182

15,667

170

178

From charitable activities		
21,042

20,384

Research, innovation and dissemination of expertise

152

222

Branches

548

604

39,094

37,055

Membership services and education

Total incoming resources

			

Resources expended			

Costs of generating funds			
Commercial expenditure
Goodwill amortisation
Investment management costs

(16,956)

(15,954)

(878)

(913)

(74)

(59)

Charitable activities			
(14,565)

(13,514)

Research, innovation and dissemination of expertise

(4,803)

(4,826)

Branches

(2,243)

(2,160)

(137)

(94)

(39,656)

(37,520)

Membership services and education

Governance costs
Total resources expended

			
Net outgoing resources

(562)

(465)

			

Other recognised gains and losses			
(369)

2,824

Actuarial (losses) / gains on pension scheme

(4,848)

2,292

Net movement in funds

(5,779)

4,651

Net fund balances brought forward

29,722

25,071

Net fund balances carried forward

23,943

29,722

Net (losses) / gains on investment assets
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Summarised balance sheet at
30 June 2012
		

2012

			
		
£’000

2011
£’000

Fixed assets			
1,622

2,500

Tangible assets

11,807

12,949

Investments

21,137

21,313

		

34,566

36,762

Intangible assets

Current assets			
885

606

Debtors

5,680

5,326

Cash at bank and in hand

5,807

5,520

Stocks

		
12,372
11,452
Creditors			
Amounts falling due within one year
Net current liabilities

(13,914)

(13,550)

(1,542)

(2,098)

			
Total assets less current liabilities

33,024

34,664

			
Creditors – amounts falling due after more than one year
Net assets excluding pension liability

–

(277)

33,024

34,387

			
Defined benefit pension scheme liability
(9,081)

(4,665)

			
Net assets including pension liability

23,943

29,722

Funds			
General fund

28,115

26,659

Pension liability

(9,081)

(4,665)

Net general funds

19,034

21,994

			
Designated funds:			
Building fund

693

1,237

1,678

4,472

New learning fund

156

808

Research and development fund

462

792

1,920

419

4,909

7,728

Information technology fund

Strategic initiatives fund
Total designated funds

			
Total funds (all unrestricted)

23,943

29,722
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Summarised statement of cash flows
2012

2011		

£’000

£’000

Net cash inflow / (outflow) from operating activities

813

(257)

Returns on investments

166

179

Capital expenditure and financial investment

(425)

(1,009)

Acquisition related payments

(267)

(252)

Increase / (decrease) in net funds

287

(1,339)

			
Summarised as follows:			
Decrease in funds placed in long-term deposit
Increase / (decrease) in cash and bank
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-

(500)

287

(839)

287

(1,339)

Summarised trustees’ report
The CIPD is established to advance the art and science of the management and development
of people for the public benefit. It is the leading professional body in the United Kingdom and
Republic of Ireland for all those specialising in the management and development of people.
The document in which this summarised report is published contains an overview of the
Institute’s key activities and achievements during the year, including: membership growth; new
research, guidance and online resources for our members and the wider public; a greater profile
and impact for our research and other work; and our contribution to public policy.
This summarised financial statement and trustees’ report gives a synopsis of the information
contained in the Institute’s Statutory Accounts that were prepared in accordance with the
Statement of Recommended Practice ‘Accounting and Reporting by Charities’ (SORP 2005) for
the year ended 30 June 2012. The full report and financial statements were approved by the
board of trustees on 28 September 2012, have been audited by Crowe Clark Whitehill LLP,
received an unqualified audit report and will be sent to the Charity Commission. The auditor
has confirmed to the trustees that these summarised accounts are consistent with the year-end
statutory accounts.
For a full understanding of the results of the group you can access the annual review, statutory
trustees’ report and financial statements on the web at cipd.co.uk/annualreview or obtain a
hard copy from the enquiry team on 020 8612 6210 or annualreview@cipd.co.uk
By order of the Board

Marianne Wyles FCIS
Secretary
1 November 2012
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