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About us
The CIPD is the professional body for HR and people development. It has over 130,000 members
internationally working in HR, learning and development, people management and consulting
across private businesses and organisations in the public and voluntary sectors. As an independent
and not-for-profit organisation, the CIPD is committed to championing better work and working
lives for the benefit of individuals, business, the economy and wider society – because good work
and all it entails is good for business and society at large, and what is good for business should
also be good for people’s working lives. The CIPD brings together extensive research and thought
leadership, practical advice and guidance, professional development and rigorous professional
standards to drive better capabilities and understanding in how organisations of all kinds operate
and perform, and in how they manage and develop their people. A Royal Charter enables the
CIPD to confer individual chartered status on members who meet the required standards of
knowledge, practice and behaviours.
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This year has been a very important one for the CIPD, as we celebrated 100 years since the
foundation of the Welfare Workers’ Association from which the Institute, as we know it today,
developed. I have been privileged to join the CIPD at this time and have been inspired by the
level of pride and enthusiasm across all of our organisation and membership in celebrating this
point in our history.
Since 1913, our membership has grown from 68 to more than 134,000. Even against a
backdrop of prolonged challenging economic times, our total membership population has held
steady in recent years and we continue to attract new talent into the HR and L&D professions.
Our centenary celebrations provided the perfect opportunity to reflect on the story of where
we’ve come from and where we’re going. We have a strong history of providing leadership and
support in building the profession, and in developing the skills and knowledge of HR and learning
professionals, at all levels, so that they in turn can add real value in enabling better organisations,
higher levels of performance, and more opportunities for people in work. But we recognise
that the world of work is changing faster than ever before and we are not always changing fast
enough to keep up, or to help shape the future. That’s why you may have heard me say over
the past year that there’s never been a more important time for the CIPD, and the professions it
represents, to take the lead in championing better work and working lives – which is the
CIPD’s newly defined purpose, and I believe ultimately reflects what our profession is about.
Reflecting on the CIPD’s history demonstrates how
much has changed in the world of work over the
past 100 years and how much the HR profession has
achieved. But there is still much more we can do to
bring some HR practices up to date with the new
realities of today’s workforces and workplaces, and
we need to be better equipped to anticipate and
respond, now and in the future. Business leaders and
HR professionals alike need to get better at recognising
and identifying the changing context and environments
in which we work, and the changing nature of the
workforce. Organisations that can anticipate and
harness these changes will thrive and prosper, benefiting individuals, economies and society.
But to reap these rewards, we need to challenge conventional wisdom about what drives
performance and success, as well as create truly agile organisations that change continuously.
We need to collaborate more broadly to develop new thinking, tap into thought leadership
everywhere, and be able to distil ideas into practical actions and learnings. A great example of
how we can reach out to a broader audience to collaborate and share ideas is the ‘Hackathon’,
a mass innovation event using social media techniques and platforms we have created with Gary
Hamel, which you can read about later in this report.

There’s never been a more
important time for the CIPD, and
the professions it represents, to
take the lead in championing
better work and working lives.
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1 Foreword from
Peter Cheese, CIPD
Chief Executive

With a renewed sense of purpose and definition of our core values, we have developed a new
strategic framework and set of priorities for the CIPD. We want to increase the value of our
services and support to our members, as well as creating more engagement with students
and helping build clearer career paths and support opportunities. We also want to increase
our broader impact for the good of the profession in research and policy, and in our ability to
influence the broader agendas impacting work and the workforce, such as youth employment
and training, and helping to define better practices in building positive organisation cultures in
every sector. It is important that we extend our relevance to all sizes and types of business, not
just large organisations, and that we connect better with consultants who play a key role in
supporting and influencing HR and learning in so many businesses.
In support of all these ambitions, we have identified a number of strategic priorities for the
organisation to help focus our efforts:
•

extending our impact and voice

•

broadening our reach, relevance and value

•

developing progression paths, career development and recognition

•

developing and segmenting the membership offer

•

strengthening branch networks and regions

•

clarifying and extending our international presence.

These strategic priorities translate into the three main sections of this report:
•

The CIPD as your career partner – how we support continuing professional development
and recognition for members at all stages of their career.

•

Broadening our reach, relevance and value – the work we’re doing to ensure we cater for
all the different groups we serve, from students to consultants and senior HR and L&D leaders.

•

Championing better work and working lives – the work we’re doing to extend the impact
and voice of the CIPD and the profession as a whole.

I hope this annual review leaves you feeling as energised as I am about the impact our
professional body is making on the world of work. More information on all of the work outlined
in the pages that follow can be found on our website and I welcome any feedback you may have
via chiefexecutive@cipd.co.uk

Peter Cheese, Chief Executive
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Collaboration for us is so important we have called it out as one of our newly defined core values
that help to focus on the behaviours and mindsets we need in order to build the CIPD into a
stronger and even more relevant professional body. More information on our new values can
be found in the ’CIPD at work’ section of this report. Not only do we strive to collaborate with
one another internally and to ensure we are easy to do business with externally, but we are also
committed to collaborating with other organisations and individuals with whom, together, we can
build a stronger voice and increase our impact. More information on the work we’ve been doing
with a number of organisations and respected thought-leaders, as we focus on more strategic
collaborative relationships, can be found in section 5.

Centenary
celebrations
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2 Celebrating our centenary
On 6 June 2013, we were proud to celebrate
100 years since the inaugural meeting of the
Welfare Workers’ Association in York, chaired
by Seebohm Rowntree, and the formation of
the professional HR body that we now know
as the CIPD. For details of how the Welfare
Workers’ Association later became the CIPD
as we know it today, visit cipd.co.uk/100
Our network of branches across the UK and
Ireland was integral to centenary celebrations
over the course of the year, supported by
initiatives led by the CIPD HQ including a
dedicated area of the CIPD website providing
updates on all the branch and regional
events that have continued throughout
the year, as well as lots of other centenaryrelated activities and initiatives, including
our ‘100 thoughts’ project. In addition,
People Management produced a special
commemorative supplement which charted
the history of the CIPD, HR and the world of
work. Informed by prominent academics and
HR directors, it also included a list of the 20
Best Organisations of All Time for HR, with
Cadbury crowned as the winner.
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100 thoughts of leading HR
into the future
To mark our centenary we asked members
and prominent thinkers in the world of
work to reflect on their vision for the future
of work, the workforce and the workplace.
Many of the contributions, available to read
on the CIPD website, focused on a world
changing faster than business is and the
need to ensure HR functions are equipped
to match the pace of change. However,
other contributors were keen to avoid the
risk of losing sight of HR’s core purpose:
to create better work and working lives
by recruiting, developing and treating
employees in ways that let them reach
their full potential. Contributions were
received from a range of practitioners and
big names in the world of work including
Michael Davis, CEO at the UK Commission
for Employment and Skills, Karina Rook,
HR Director at Canterbury College, Mike
Campbell, Group Director Europe at easyjet,
and Frances O’Grady, General Secretary at
the TUC.
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Centenary
celebrations
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Celebratory events
Almost every branch in our network hosted
a celebratory event, ranging from centenary
conferences, lunches and visits to local employers
with connections to our founding members.
The Northern Area Partnership dedicated its annual
conference in York to celebrating the CIPD’s
centenary. With the title ‘Positive people – from
welfare to winning strategies, the next 100 years’,
it explored issues such as engaging leadership and
building successful international teams. CIPD Chief
Executive Peter Cheese also shared his views on
the future for HR and the CIPD. The CIPD Scotland
Centenary HR Conference saw Lord Sugar’s righthand man, Nick Hewer, give participants some
behind-the scenes stories from The Apprentice.
Delegates attending CIPD Scotland’s event in
Glasgow heard about HR challenges from an
organisational perspective. And, following on from
his masterclass at the CIPD Annual Conference,
David Fairhurst, chief people officer at McDonald’s,
shared the views of young people to provide insights
into the next generation of workers and why HR
needs to listen to them.
At the CIPD’s 2013 Annual Conference in
Manchester, delegates heard from representatives
of two of the CIPD’s founding organisations: Shaun
Rafferty, Director of Central Services at the Joseph
Rowntree Foundation, and Stephen Lehane, Group
HR Director at Boots, both shared their experiences
on how to create cultural purpose and vision.
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Presentation of CIPD Gold
Medal to the President of
Ireland, Michael D. Higgins

To mark our centenary, the CIPD presented its Gold
Medal to President Higgins. The presentation was
made in the official residence of the President, Aras
an Uachtaráin, in Dublin’s Phoenix Park. Speaking at
the event Peter Cheese said that ‘on the occasion of
the centenary of the CIPD, it is appropriate to award
our Gold Medal to President Higgins for his lifetime
commitment to human rights and for promoting
peace and democracy in Ireland and many other
parts of the world’. In turn, the President praised
the commitment of the CIPD to championing better
work and working lives over the past century.
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3 CIPD as your career partner
The CIPD is committed to providing the support, advice and guidance
professionals at any stage in their career need in order to continually
learn, stay ahead of their game and pursue a successful career.

Starting out in HR and L&D

CIPD qualifications
Our qualifications provide students with the
underpinning knowledge they need to pursue
successful careers in HR and L&D and are
highly regarded by employers. Our Foundationlevel qualifications continue to be the most
popular, but our Intermediate qualifications
in human resource management and human
resource development, which we launched
in 2010, continue to attract more and more
students each year. For those preferring a more
vocational route to professional accreditation,
combining classroom-based learning with
on-the-job experience, 13 of our centres are
now offering a Higher Apprenticeship in
HR Management and we hope to roll this out
further over the coming year.

CIPD students
However, we recognise that there is more we
can do to better serve the unique needs of
our student members and the centres that
deliver our qualifications. During the
past year, focus groups with centres and
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students enabled us to investigate the
relationship we have with these two key
stakeholder groups and the needs and
expectations they have. The results have
shown that we could do more to make
students aware of the full breadth of
resources CIPD membership affords them
and to increase our engagement with
students on completion of their studies
to help them make the transition into a
career in HR or L&D.
The focus groups also
confirmed that our
students have strong
relationships with the
centres with which
they are enrolled but
there is more the CIPD
could do to enhance
our direct relationship
with students as
well as the centres
themselves.

We registered
10,232 new student
members in the past
year, taking our total
student membership
to 23,841.

Into the next financial year we will
continue to gather insight to enable us to
develop a much more compelling value
proposition for students. This will include
developing more dedicated and easily
accessible resources to help students
before, during and after their studies, as
well as piloting a coaching and mentoring
scheme where students can learn from our
more experienced members. We’ll also be
striving to have more direct contact with
students, for example through careers
fairs, social media engagement and closer
working relationships with our centres.
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Many of our members’ first experience of
the CIPD is while studying for one of our
qualifications, delivered by one of 255
learning centres (colleges, universities and
private training providers) across the UK,
Ireland, central Europe, Middle East and Asia.
We registered 10,232 new student members
in the past year, taking our total student
membership to 23,841. We are committed
to continually improving our ability to serve
the needs of this significant segment of our
membership, which represents the future
talent for the HR and L&D professions.

CIPD as your
career partner

How we support student members

Advancing your career

Our routes to membership have always been
open to both specialists and generalists
across the profession, but we know we need
to do more to promote this, particularly to
the L&D community. In the coming months
we’ll be updating our communications to
make sure we appeal to both generalists and
specialists across HR and L&D.
Both routes to membership are underpinned
by the CIPD Profession Map, which
captures what successful and effective
HR and L&D practitioners do and deliver
across every aspect of the profession.
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The Profession Map,
and the associated
MyHRMap tool, can
also help members
benchmark their
own capabilities and
identify areas for
development to take
them to the next
stage of their careers.
Over the past year
we’ve improved the Map
to make it more relevant and
accessible for professionals
The CIPD Profession Map
specialising in different areas
© CIPD 2013
of HR and L&D. We’ve also
made sure that both our assessment tools
and the Profession Map are valuable not
only for individuals looking to map out
their own career path, but for organisations
seeking frameworks for the development of
their entire HR function (read more about
our work with organisations in section 4).

Experience Assessment provides a direct route to
professional membership and continues to grow year-onyear since its inception in 2011. Over 750 individuals came
into professional membership through this route in the last
year, over 160 of whom completed the assessment as part of
a team-wide initiative through their employer. Throughout
the course of the year we have recruited and trained an
additional 40 associate assessors who will carry out all
Experience Assessments and introduced a virtual learning
environment for candidates and assessors. These changes to
our delivery model will help us forge closer relationships with
candidates and make it easier for the CIPD to monitor quality
at every stage.
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Our qualifications only form part of the
requirement for professional membership
of the CIPD, and just one of two possible
routes to membership. Members with the
relevant CIPD qualifications can progress to
professional membership via our upgrading
process. Upgrading involves a straightforward
yet rigorous assessment process where
individuals are invited to demonstrate that
they have the required levels of experience
and competencies to achieve professional
membership status. Upgrading has
traditionally been completed via an application
form, but from this autumn we’re introducing
an alternative in the form of a 45-minute
telephone interview where members will be
able to discuss their career options alongside
their assessment. Our second route to
professional membership is Experience
Assessment, which offers a direct route for
individuals who’ve developed their HR and
L&D knowledge and expertise ‘on the job’,
without necessarily completing one of our
qualifications. Professional membership is
achieved following the successful completion
of a range of assessment exercises designed
to showcase an individual’s expertise in the
workplace.

CIPD as your
career partner

How we help members assess and benchmark
their skills and capabilities

Continuing professional development

CIPD as your
career partner

How we help members learn and develop in their roles

Conferences
and events
143

3

Issue

Issue 143

People Management
magazine

CIPD website

CPD

Social media

Online communities

CIPD Training
The world of work is changing fast, meaning
HR and L&D professionals at any stage in
their career need to work hard to keep
ahead of the game and continually develop
in their roles. The CIPD offers a wealth of
formal and informal learning opportunities,
from short training courses to conferences,
and online resources, communities and local
networking. In the next financial year, we will
be launching a CPD planner to help members
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identify their individual development needs
and career ambitions and map these to the
various learning opportunities available.
We are also looking at ways to really bring
CPD to life for our members, enabling the
undertaking and recording of CPD to be an
easy, everyday part of their routine. Above
all, we aim to make it easy for members to
continuously develop themselves and let us
know what they’ve learned.
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Conferences and events

CIPD qualifications are delivered by a number
of private training providers, including our
own specialist learning division, CIPD Training
– which also delivers a popular array of shorter
training courses. Over the course of the last
year, CIPD Training delivered a portfolio of
156 different courses and certificates to over
5,000 individual learners. Our portfolio caters
for different levels and specialisms within

Our conferences and exhibitions also
offer valuable learning opportunities for
practitioners at all levels. As well as our
Annual Conference and Exhibition in
Manchester, which covers a wide range of
HR and L&D subjects, our annual Learning
and Development Show (previously known as
HRD) offers a greater focus on L&D, coaching
and organisation development. Both these
events, as well as the HR Software Show
and Recruitment Exhibition, saw an increase
in attendance in 2012–13, testimony to
the value practitioners place on them as an
opportunity to hear from leading thinkers
and expert practitioners as well as network
with peers and engage with suppliers. We
also ran 12 specialist conferences throughout
the year, including two brand new ones on
HR Analytics and HR in SMEs, both of which
were sell-out events.
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CIPD Training delivered a
portfolio of 156 different
courses and certificates
to over 5,000 individual
learners.

CIPD as your
career partner

Training and development

people management and development, as
well as related fields, so we can support both
those new to HR and L&D as well as more
established practitioners. Our courses cover
a wide range of areas, but HR, management
skills and employment law courses remain the
most popular, and our Law on Tour workshop
series gets more popular every year.
We now have 35 qualifications, with our CIPD
Advanced Award in Organisational Design and
Development (AODD) and our Advanced-level
Qualifications in Employment Law continuing
to prove popular, as well as our Introductory
and Foundation-level programmes in HR and
L&D. Strong demand for organisational design
and development programmes, especially
amongst international practitioners, led us to
create our first ever summer schools, which
took place in July 2013. All available places
were filled within a matter of days and so we
plan to introduce summer schools on other
topics in the near future.
During the course of the year, we have seen
a further increase in the use of technology
in the delivery of our training, with webinars
now built in as a core component in all
new qualifications to help facilitate group
learning. This has proved particularly popular
for the delivery of in-company programmes
for organisations that have global teams and
networks.
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In April 2013 CIPD Ireland had a successful
re-launch of its annual conference and
exhibition, which was last held in 2008.
The event was an outstanding success,
attracting 400 people and a sell-out number
of exhibitors. A distinguished line-up of
national and international speakers discussed
the challenges and opportunities facing HR
in the emerging economic environment.
Plans are already in train for the next annual
conference in 2014.
Encouraged by our centenary year, we also
saw a number of more regional conferences,
including a Northern Area Partnership
conference held in York, the CIPD Scotland
conference, and an awards event in Northern
Ireland. These events were all very well
attended and allowed a wider group of
members to come together, hear from senior
practitioners, experts and thought leaders
and discuss in a context relevant to their part
of the country. As we continue to grow the
regional connections and support, we look
forward to continuing to develop and run
this level of event as well.
Our volunteer-led branches throughout the
UK and Ireland also hosted 1,931 learning
events throughout the year on topics
such as employment law and employee
relations, and we hosted ten forum events
enabling specialists in areas such as reward,
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Members can also subscribe to HR-inform,
the CIPD’s HR and employment law web
product, to access additional online
resources. In July we upgraded the HRinform platform, improving the layout,
navigation and search function, included a
greater number of HR guidance resources,
increased our bank of model documents
and policies available to download and
customise, and created a new comment and
analysis section covering news and CIPD
research. We will be introducing more new
features in 2014.
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Our volunteer-led branches
throughout the UK
and Ireland also hosted
1,931 learning events
throughout the year.

The Employment Law at Work area, which
includes FAQs, case reports, legal timetables
and much more, gets an average of nearly
23,000 visits every month.

CIPD as your
career partner

employee engagement and learning, talent
and development to network and share
best practice. Topics covered this year have
included: Pensions Auto-Enrolment – the
lessons to date; Building Diverse Teams
for Performance; Social Media, Voice and
Collaboration; Serious Gaming and Learning;
and Changing the Future: HR’s Role in

Innovation. Our senior leaders and employee
relations networks also went from strength
to strength this year and the Institute,
through the CIPD Employee Relations
Network, is piloting a mentoring scheme for
those needing to develop their ER skills.

Membership factsheet
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Online resources
Our website attracts nearly 300,000 visits
every month. It hosts a wide range of
online resources including factsheets, survey
reports, guides, research reports and practical
tools.

A guide to

professional memb
ership

guides

49

Achieving sustainable
organisation performance
through HR in SMEs

This tool will help

practical tools

you:

• put people management
and HR
strategies into practice
within an SME
• identify what people
management
activities are working
well and build
on your achievements
to increase
the contribution people
make to the
organisation as a whole

43

• envisage what else
you can do to
support the transition
process for an
SME that needs to change
and develop.

1 of 54
5960

There are also hundreds of employment law
FAQs across 30 topics. Factsheets are our
most popular resources, getting an average
of more than 75,000 visits per month. Our
guides, practical tools, survey reports and
research summaries are downloaded on
average nearly 21,000 times every month.
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survey reports

in partnership with

2013

Aside from CIPD-hosted events, the CIPD’s
executive team and expert research and
policy advisers also spoke at a wide range
of industry events throughout the year,
providing advice both on HR careers and
on various specialist subjects, including
employee engagement, employment
regulation, diversity and pensions autoenrolment.

The CIPD website hosts a wide range of resources.

© CIPD 2012
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The CIPD’s social media presence continues to

38,000

Twitter
followers

The CIPD’s social media channels and
online communities provide many different
ways for members to exchange views and
expertise both with the CIPD and their
people management and development peers.
The CIPD Facebook fan page has almost
9,000 fans and the @CIPD Twitter account
has over 38,000 followers. We regularly offer
advice and customer service through these
channels, as well as listening to feedback.
CIPD advisers, researchers and guest experts
also regularly contribute to CIPD blogs
(six per month on average) and monthly
podcasts (600 listens on average) on topics
including culture, coaching and reward.
The CIPD Members LinkedIn group is
a group run by members, for members,
with the support of the CIPD. Discussions
range from ‘debate of the week’, where
professionals stretch their cerebral muscles
on an HR-related topic, through to induction
advice, changes to employment law,
selecting HR systems and talent strategy. The
group counts in excess of 22,000 members
– 53% of which are managers or senior
professionals – and is growing at a rate
of 100–150 people per week. The group
typically has 20 new discussions a week with
200+ comments, making it a highly engaged
and collaborative environment.
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The Communities area of the CIPD
website is a valued member service that
will soon celebrate its tenth anniversary.
The Communities attract more than 6,000
unique visitors, who contribute more than
2,000 posts each month. In the six months
to 30 June 2013, over 22,000 CIPD members
visited the Communities. Day-to-day HR
and development concerns feature strongly.
Whether it is to provide a sounding board

CIPD students preparing for their
exams also use the Communities to
exchange study advice or explore
their next steps.
about a particular challenge or to confirm
a course of action, the discussions often
open up wider debate and insights beyond
the initial query. A snapshot of recent online
threads gives an indication of the broad
span of activities that are handled by the HR
and learning community: flexible working,
mediation, references and workplace sexism
are among the subjects on the agenda. CIPD
students preparing for their exams also use
the Communities to exchange study advice
or explore their next steps. A discussion
thread on ‘standalone HR’ also highlights the
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Facebook
fans

LinkedIn
members

CIPD as your
career partner

9,000

22,000

April 2013

17%

9%

Chartered Fellows
Chartered Members
Associates
Graduates
Students

27%

29%

In the six months to 30 June 2013, over 22,000
CIPD members visited the Communities.

It is clear from the growing numbers of
visitors and users of our website and social
media that we need to continue to evolve
and develop our capabilities and services in
the digital and social media arena. Together
with the huge amount of communications
we send out through various digital channels,
particularly email, we have to be able to
stand back and look at how we continue to
grow and optimise all these channels and
services. The rapid pace of development
is challenging for all organisations today,
and we are embarking on a review and
development of a comprehensive digital
strategy with some external facilitation and
support to provide a clear direction and
framework for future investments. Particular
areas of focus will be the website, digital
content management and publishing, and
communications.
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Lies!

Members continually tell us
Getting to grips with your
that our monthly magazine,
biggest workplace problem
People Management, is
one of the most valued
benefits of membership.
The magazine was relaunched in November
2012, in response to member feedback that
suggested People Management should have
a more practical focus, to appeal more to HR
managers and HR business partners, while
still retaining articles of interest to the entire
HR and L&D community. The magazine was
re-scoped and redesigned by Haymarket
Network, to feature a more contemporary,
edgier design while still retaining sufficient
weight of information to retain its place as a
professional title.
The magazine evokes discussion and debate
on important topics among HR professionals.
Particular highlights this year include a
thought-provoking debate on unconscious
bias in the workplace. This was immediately
followed by an in-depth report on whistleblowing, while other topics tackled included
banking, supply chains, recruitment and
lies in the workplace. The new-look People
Management has attracted hundreds of
positive emails and tweets from members,
and the editorial team has evolved the title in
response to specific suggestions from readers
over the course of the year. The magazine
was nominated for PPA Business Magazine
of the Year 2013 and drew plaudits from
leading management thinker Charles Handy,
who praised the new format as ‘a joy to
read, with many interesting features’.
We will continue to listen to feedback on
the magazine and its format to be sure we
are meeting the needs of the widest possible
audience.
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14%

People Management
magazine
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value of individuals sharing their experiences
and offering support via the community
network, particularly when a practitioner
may not be part of an in-house HR team and
values a perspective from others in a similar
position.

A hallmark of professionalism
How we recognise and promote high standards
of professionalism in HR and L&D

Professional membership
Professional membership of the CIPD helps
individuals demonstrate to their employer or
prospective employer that they have met the
CIPD’s rigorous criteria and standards for best
practice and an ability to create a real impact
in the workplace. It provides recognition
of individual professionals’ commitment to
continuing professional development and to
making a difference to their organisation’s
people and success:
•

Associate members typically work
in a supporting HR role, providing
professional advice to managers across
the business.

•

Chartered membership is for those
responsible for managing, developing
and implementing HR policies that
support organisational objectives.

•
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Chartered Fellow status is granted
to those leading the development of
strategic HR plans that drive sustained
business performance.

The CIPD’s updated Code of
Professional Conduct, launched on
1 July 2012 following consultation
with a wide range of stakeholders,
plays an important part in ensuring
that membership of the CIPD
remains a respected and credible
benchmark of HR professionalism.
It applies to all members,
including Students and Affiliates,
and is constructed around four
fundamental principles:
•
•
•
•

Code of
Professional
Conduct
July 2012

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

The new Code of Professional Conduct
is supported by revised complaints and
disciplinary procedures with more than
50 volunteers recruited and trained to
investigate referrals or hear cases. In the year
covered by this review, five investigations
concluded, with one proceeding to a
disciplinary hearing (scheduled after the
year-end). Five investigations were in
progress as at the end of June.
We report to Council annually on the
operation of the Code and specific
complaints are publicised on the CIPD
website if a disciplinary panel finds our Code
of Professional Conduct has been breached
and it is in the public interest, or interest of
the profession, to do so.
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CIPD as your
career partner

Code of Professional
Conduct

3

CIPD members benefit from being part
of a community of more than 130,000
professionals working in HR, learning and
development, people management and
consulting across all industry sectors. The
CIPD’s rigorous entry requirements for
professional membership, along with its code
of professional conduct, provide a hallmark
of professionalism for all its members, and
our annual industry awards help celebrate
and share best practice.

Each year, we encourage CIPD students
who have shown exceptional skill in
harnessing their studies to bring about real
business benefits to enter the Michael Kelly
Outstanding Student Awards. The student
awards are just one of many categories
in the annual CIPD People Management
Awards, which recognise outstanding
achievement and the impact that HR and
L&D professionals have on business success.

The Recruitment Marketing Awards,
meanwhile, recognise best practice in the
implementation of creative recruitment
campaigns. The 2012 awards saw a recordbreaking number of entries and the most
talked about organisation at the awards
ceremony in July 2012 was the Scottish
Government, which scooped three awards,
including the Grand Prix Award for its
highly effective initiative to recruit a bank of
unpaid volunteers. For more information visit
cipdrmas.co.uk/winners-2012

Congratulations to everyone who entered the CIPD
People Management Awards 2012
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CIPD as your
career partner

Awarding success

The winners of the 2012 student awards
were Becky Shailer from Kent County Council
and Amy Selway from Transport for London.
The overall People Management Award went
to RSA, which also scooped the Employee
Engagement Award, and the London
Organising Committee of the Olympic and
Paralympic Games (LOCOG) was awarded
the first CIPD Special Achievement Award
for mobilising over 200,000 staff, volunteers
and contractors to deliver an undisputedly
spectacular event. For details of winners and
finalists across all categories, visit
cipdpmas.co.uk/winners-2012

3

Given the increased public interest in codes of
practice across all professions, we also intend
to disseminate trends and learning from our
complaints procedure with the Institute’s staff
and discuss ways in which various departments
can find ways to better meet the needs
of our members. Some emerging themes,
for example, are around data protection
obligations and the role of CIPD members
in external processes, such as grievance or
disciplinary procedures.

4 Broadening our reach,
relevance and value
Students
The work we’re doing to ensure we SMEs
cater for all the different
groups we serve, from students to consultants and senior HR
and L&D leaders.
HR and L&D
practitioners

Over the past year, we have identified
a number of ways to make our services
more relevant and valuable to different
constituencies within our membership. In
particular, we want to make sure we are
supporting people specialising in learning
and development (L&D) as well as in other
specialisms within the HR profession. We are
also committed to better servicing the needs
of those with HR and people management
responsibilities within SMEs, including those
HR and L&D consultants who serve SMEs.
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Senior

Consultants

SMEs

Students

HR and L&D
practitioners

Broadening our
reach, relevance
and value

In section 3,
you learned about the CIPD’s
leaders
goal to be a lifelong career partner for
HR and L&D professionals, so as well as
improving our student proposition, we have
been working to strengthen our relationships
with the most senior leaders in the
profession.

4

The CIPD works tirelessly to meet the needs
of all of its members and stakeholders. Our
membership remained stable in 2012–13,
growing just slightly to 134,605. The
majority of our members are HR professionals
working in organisations employing more
than 500 people, and as such our research
and services have historically focused largely
on this group. However, the majority of the
workforce in the UK and most countries
around the world is employed by small and
medium-sized enterprises (SMEs), the world
of work is changing fast, and HR and L&D
come in all shapes and sizes. So, to truly fulfil
our purpose of championing better work and
working lives, we must ensure that we meet
the varying and evolving needs of a broader
range of professionals.

Senior
leaders

Consultants

Finally, we have also been looking at ways to
become less London-centric and strengthen
our regional and local impact throughout
the UK and Ireland as well as growing our
relevance and connections internationally.

The majority of the workforce is
employed by small and mediumsized enterprises (SMEs), the world
of work is changing fast and HR and
L&D come in all shapes and sizes.
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Improving our relevance and value
for L&D professionals

However, over the years the Institute has
gradually adopted a more HR-focused lexicon,
often considering L&D as a specialism of HR
rather than a profession in its own right, and
there is more we can do to better serve the
needs of both independent and in-house L&D
professionals without a background in HR.
To help us do this, we are seeking to better
support the different segments within the
L&D profession, so we can remain relevant
and able to add value whether you are an
independent trainer working with small and
medium enterprises or a head of L&D in a
large multinational.
We have already updated the content of
the CIPD Profession Map (formerly known
as the HR Profession Map) to make it more
accessible and relevant for L&D professionals,
and are making changes to our qualifications
to ensure they more explicitly meet the
needs of the L&D profession. As discussed
in section 3, we are also working to attract
more L&D specialists into membership via
our Experience Assessment route.
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We have also published a number of research
reports focused on the L&D profession over
the past year. Our annual Learning and Talent
Development survey tracks trends in L&D
spend and the use and effectiveness of various
approaches to L&D. In addition, we published
an in-depth evaluation of the evidence base
for coaching and our report From Steady State
to Ready State looked at the need for fresh
thinking in learning and talent development
by providing an overview of the pros and cons
of popular traditional models as well as key
aspects of some newer disciplines.

Broadening our
reach, relevance
and value

In terms of practical support for L&D
professionals, in October 2012 we launched
ToolClicks, a searchable online library of
tools and guidance designed for learning
and development professionals and trainers
who want to develop personalised training
courses from building blocks created by
expert authors. These were developed in
response to member feedback and have
been very well received so far.

4

Ever since the Institute of Personnel and
Development was formed through the merger
of the Institute of Personnel Management with
the Institute of Training and Development,
the L&D profession has been an important
part of the CIPD’s work. For many years we
have conducted research focused on the L&D
profession, including our annual Learning
and Talent Development survey as well as
in-depth research on areas such as coaching
and organisational development. We have
also hosted dedicated conferences for the L&D
profession, including our annual coaching and
OD conferences and our second largest event
of the year, which we have now renamed from
HRD to the ‘Learning and Development
Show’ to better reflect the content it has
always focused on.

We want to help the profession to
stay ahead of the game by creating
the right support and guidance for
the L&D practitioners of the future.
Finally, building on the success of our existing
HR Leaders Network, we have established
a Leaders in Learning Network. This will
provide a forum for heads of L&D and
experienced consultants to discuss the latest
research, thinking and practice in the world
of L&D, helping the CIPD and the profession
stay ahead of the game by creating the
right support and guidance for the L&D
practitioners of the future.
We will continue to develop our offerings
and support to the L&D community in the
coming year.
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Serving the needs of SMEs and consultants
Championing better work and working lives for the 14 million
people who work in small and medium-sized enterprises

Over the next year,
we hope to raise our
engagement with SMEs
and consultants even
further by strengthening
the support we offer to
and through local CIPD
branches.

and practices that businesses may wish to
deploy at various stages of their growth. We
also developed a simple guide for SMEs on
how to use the CIPD Profession Map, helping
them identify which areas of HR to focus on
depending on their size, structure and stage
of growth.
Our first ever conference dedicated to
HR in SMEs was a sell-out and garnered
lots of positive feedback from delegates.
The conference focused on innovative

19

Of course, the majority of SMEs don’t have
a dedicated HR function. Responsibility for
HR and L&D might fall to a combination of
managing directors, office managers or even
line managers, with consultants brought
in to help with specialist solutions. Over
the past year we have begun a series of
conversations with HR and L&D consultants
to find out how we can better help them
to serve the needs of their clients, big and
small. Many have told us they would value
the idea of endorsement of their work by
the CIPD, and so we are exploring different
models through which we might be able
to do this in future. In particular, we are
working with a group of members to
explore the potential for a model of ‘licensed
practitioners’ – this is shaping into a pilot
for SMEs that will include a diagnostic tool
based on our existing research, collaboration
with other bodies that can help (such as local
Chambers of Commerce and the Chartered
Management Institute), and help for SMEs to
understand and access any funding available
to them. We will be sharing more on our
plans as they take shape.
Over the next year, we hope to raise our
engagement with SMEs and consultants even
further by strengthening the support we
offer to and through local CIPD branches and
potentially forging closer relationships with
other organisations, such as local Chambers
of Commerce, Local Enterprise Partnerships,
Investors in People and the Federation of
Small Businesses (FSB).
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Broadening our
reach, relevance
and value

Building on research published in the
previous financial year, in September 2012
we launched practical toolkits to help small
businesses explore the various HR strategies

approaches that can help move HR from
an administrative function to the strategic
function needed for sustainable business
growth, with seminars delivered by experts
from a number of successful businesses
including Cougar Automation and
Interchange and Consort Hotels.

4

More than 90% of the UK’s businesses
are SMEs, and they employ an estimated
14 million people. The same story is true
in other parts of the world, for example
in Singapore. To truly fulfil our purpose of
championing better work and working lives,
we must therefore do more to serve the
needs of those working in HR and people
management in these organisations.

Engaging with the leaders of the profession
How the CIPD is contributing to the professionalisation of
organisation-wide HR functions

Many of our most senior members give
a lot back to the HR community, be it by
sharing their experiences at conferences
and small events, or contributing to
research and public policy debates. But
we recognise that there is more the
CIPD could do to deliver value to them,
so moving into the next financial year,
the CIPD will have a dedicated strategy
and focus on engaging HR leaders and
will be working on developing more
tailored products and services to meet
their needs. We are considering options
for a higher-end journal, to complement
People Management, that could focus on
the bigger strategic issues and challenges
organisations and HR leaders are facing.
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RK

Stand-out thinking for
HR Directors

Thought leadership for
HR Leaders

Our HR Leaders’ Network continues

One way in which we’ve
to garner excellent feedback.
already started to better meet
the needs of HR leaders is to help
them with the professionalisation of their
in-house HR functions, based on a model
of defining what good practice looks like

One way in which we’ve already
started to better meet the needs of
HR leaders is to help them with the
professionalisation of their in-house
HR functions.
for each organisation, diagnosing skills
gaps, building capability, recognising
success and sustaining best practice. For
example, the CIPD has been working with
the Royal Bank of Scotland to develop a
bespoke HR standards framework, based
on the foundations and content of the
CIPD Profession Map, to help define
what good HR looks like in the specific
context of RBS. The CIPD has also recently
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and value

Join the exclusive invite-o
nly CIPD HR Leaders’ Networ
k
– find out more at cipd.co
.uk/hrleaders

4

Our HR Leaders’ Network has been running for
nine years and continues to garner excellent
feedback. In the past year we hosted speakers
including the HR directors from BSkyB, Oxfam,
General Mills, KPMG, 10 Downing Street
and eBay, as well as the brigadier responsible
for HR in the British Army. The associated
LinkedIn group grew to over 500 members
in 2012–13, offering further opportunity for
members to make connections across sectors
and industries. We also organised two Public
Sector Summits, bringing together the key HR
directors across the different areas of public
service to discuss issues such as the strategic
HR response to the fundamental redesign of
some of their organisations and the ‘new deal’
for their employees.

We’ve already met 50 of the top
HR directors in the country to
discuss how to best work with
them and we’re confident that
our ongoing collaborations with
leading thinkers and influencers
in the world of business will
bring value to HR leaders by
helping them tackle the big
issues on their agenda. Our work
with the Chartered Institute
of Management Accountants
(CIMA), and with Gary Hamel,
both outlined in section 5, are
prime examples.

C

Our engagement with our most senior
members is an important part of our work.
Not only do we provide a forum for sharing
ideas and advancing the profession, but
by maintaining a high profile and level
of relevance with senior members of the
profession, we increase the value that
employers attach to CIPD membership for
those at earlier stages of their career.

Partnering with the NHS to transform HR capability and delivery
Our long-standing collaboration with the NHS went from strength to strength in the past year, with
the launch of the ‘NHS HR Partnership’ between NHS Employers, the Healthcare People Management
Association (HPMA) and the CIPD. This has seen us working together on public awareness campaigns;
developing HR and OD skills in various NHS trusts in England and Wales; and featuring insights from the
NHS in People Management magazine and at our conferences and networking events.

Bridge, a CIPD subsidiary specialising in
senior leadership and strategic change,
has also worked with a wide range of
large multinational organisations over
the past year. As well as developing and
running bespoke HR leadership capability
programmes for British Gas, Carlsberg, BAE
Systems and John Lewis Partnership, Bridge
developed and delivered bespoke leadership

Plans are under way to launch a
new HR diagnostic tool to make it
even easier to identify development
needs at both an individual and
organisational level.
Finally, in recognition of the fact that
responsibility for people management often
falls outside of the HR function, the CIPD’s
work with organisations is not limited to
HR practitioners. For example, over the
past 12 months CIPD consultants have
worked with Xoserve to design and deliver
a management development programme
for approximately 300 staff, covering
fundamentals including managing and
developing the performance of others,
building collaborative teams, managing
change and innovation, and visionary
leadership.

Building L&D capability at Virgin Atlantic
The CIPD started working with Virgin Atlantic in early 2012. The company’s mission was to up-skill
all of its in-house trainers and set a standard for them all. CIPD consultants worked alongside Virgin’s
learning and development manager to deliver a Certificate in Training Practice. More than 70 trainers
have successfully completed the programme, resulting in improved morale and engagement at team
and individual level.
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development programmes for Mondelez
International (formerly Kraft Foods), Virgin
Atlantic Airways, Tesco, HSBC, Unilever and
NBC Universal International.

4

created a new team at its headquarters in
Wimbledon, which will act as a centre of
excellence in assessment – implementing
membership and endorsement policies
and delivering assessment solutions that
diagnose and recognise capabilities and
expertise across entire HR functions. We
have already worked with a number of
organisations, including Marks & Spencer,
British Airways, Santander, the NHS and
the Civil Service, to help them assess and
accredit HR and L&D capability within their
teams, and plans are under way to launch
a new HR diagnostic tool to make it even
easier to identify development needs at
both an individual and organisational level
and map these to specific steps that can
be taken to fill gaps and build capability.
Examples of the ways in which we’ve
partnered with HR and L&D teams of public
and private organisations are detailed in
the mini case studies found on this page.

Strengthening our local impact
The work we’re doing to support HR professionals across the UK
and Ireland.

The proximity of the CIPD’s head office
to London means our research and policy
teams can easily connect with Westminster’s
policy-makers and with big businesses, but
to date we have relied heavily on volunteers
in our local branches to connect with smaller
businesses and local organisations around
the UK and Ireland.
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other regions and countries that may
require additional support on a case-bycase basis. This will be done in consultation
and collaboration with local stakeholders
to ensure that we tailor our support to
individual needs rather than adopting a
standard regionalised approach. A number of
branches in certain regions joined forces to
host joint events to celebrate our centenary
and we hope they will continue to work
more closely together in the future. We will
also continue to enable branches who want
to share administrative resources to do so
where appropriate.

Broadening our reach
Another way in which we have made strides
towards improving our local reach and
relevance and maximising the accessibility
of our services to our customer base outside
of London, is by expanding a selection of
our short courses to Edinburgh and Cardiff,
adding to the existing courses we offer in
Manchester, Birmingham and London.
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In many regions across the UK and Ireland
our branch networks do an excellent job
of engaging with local businesses, both
directly and through other organisations
such as local Chambers of Commerce and
Local Enterprise Partners. But we recognise
that in some areas there is more we can
do to provide centrally funded resources to
enable our volunteers to create more impact
locally. A prime example is Scotland, where
we have four branches representing 10,000
members. The employment landscape and
issues are different in Scotland, and the
devolved Scottish Assembly has responsibility
for many aspects of employment and
education there. This is why we have recently
appointed a new Head of Scotland, who will
lead a small team of paid staff to support the
existing network of branches that form CIPD
Scotland, and provide the capacity to engage
on and research the issues more specific to
Scotland, including engaging more directly
with the Scottish Government. Similarly,
during the last year we have formalised
arrangements between our seven London
branches, which represent about a quarter of
all our members, and have appointed some
full-time staff to help with administration
and the co-ordination of events. Over time,
we will consider how any lessons learned in
Scotland and London might be applied in

Broadening our
reach, relevance
and value

Better support for local
branches

Improving our international reach and relevance
Our committment to supporting HR professionals beyond the
UK and Ireland

Over the past year, we’ve also extended
the scope of some of our research projects
to help us better serve the needs of the
growing HR profession in Asia. Our survey
report, Talent Resourcing and Retention
in Asia, examined Asian organisations’
approaches to resourcing, recruitment and
retention of talent, while our Learning,
Talent and Innovation in Asia survey report
looked at approaches to learning, talent
development and innovation. We launched
both survey reports at the Singapore
Human Capital Summit in September
2012, where Peter Cheese spoke on a
panel with major employers in the region
about creating a culture of innovation in
Asia. We were pleased to lend our support
to the summit and extended our
sponsorship agreement to the
2013 summit. During Peter’s time
in Singapore he also met with
Survey report
September 2012
various policy-makers, including
the Singapore Government’s
Ministry of Manpower, with which
we continue to maintain close
Learning, talent and
innovation in Asia
Survey rep
relations. Another important
ort
Novembe
r 2012
topic for employers in Asia is
the ageing workforce, which
is why we worked with TAFEP
Talent re
sourcing
to produce a report exploring
and rete
ntion in
Asia
the attitudes of employers in
Singapore towards mature workers
and the return on investment they
bring to organisations.
sustainable
organisation
performance

International training and
qualifications
Over the past year, we have yet again seen
an increase in demand for training services
among international organisations with
operations in the Gulf, Europe and Africa.
In particular, our partnership with PwC,
which delivers CIPD-accredited courses
and qualifications in central and Eastern
Europe, continues to develop. In Asia, we’ve
continued to partner with Maxis, Malaysia’s
leading national telecoms company, to assess
and accredit their HR teams. We have also
forged a new relationship with a not-forprofit organisation based in the Philippines.
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International research and
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In the next year, we will be refining our
international strategy to ensure we are well
placed to meet the needs of HR professionals
in focus markets internationally, in particular
in South East Asia, building from our
Singapore office, the Middle East, where we
already have a significant base of membership
and strong interest, and parts of Europe,
where we have some presence. We will also
continue to evolve our relationship with the
European Association of People Management
(EAPM) and to collaborate with national HR
institutes in all these markets.

The International Rice Research Institute
employs scientists responsible for developing
drought- and flood-resistant strains of rice;
we are proud to be working with them to
deliver HR training to their staff and partners
all over Asia.

4

As the world of work becomes ever more
global, HR is becoming an increasingly
international profession – 30% of our
members tell us they have responsibility for
HR on an international scale. The CIPD’s
research, training and qualifications
are well respected internationally and we
have members in more than 147 countries.
However, because the CIPD relies on a
handful of staff, associates and advocates in
our international markets, the membership
experience differs hugely from one country
to the next.
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Asia

sustain

30%
Refining our international
strategy
Thirty per cent of CIPD members tell us they
have international accountabilities and a
growing proportion of our membership and
commercial revenue streams come from
outside of the UK, so it’s clear that the CIPD
must do more to provide an international
context for everything it does. Increasing
approaches from various organisations
around the world seeking to partner with
the CIPD also point to the lack of definitive
global standards across the profession.
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To address this gap, we will be working hard
over the next year to refine our international
strategy. Our goal is to play a leading role
in developing the HR and L&D professions
internationally and contribute to discussions
around the development of international
standards.

respected senior business, HR and L&D
leaders to act as the voice of the region and
to help inform and guide the CIPD in our
actions, investments and priorities to best
reflect member and business needs. We will
also seek to build closer relationships with
global heads of HR and L&D based both in
the UK and internationally.

Broadening our
reach, relevance
and value

of CIPD members
have international
accountabilities

We are already involved in work being
led by the WFPMA (World Federation of
People Management Associations) and
the ISO (International Organization for
Standardization) to create a set of standards
for various HR processes, and our relationship
with the EAPM has strengthened over the
past year. Since 2011 we have supported the
general secretary function of the association
and produced bi-annual newsletters for
members, and in November 2013 we will
be hosting the EAPM’s annual congress
alongside our own Annual Conference
in Manchester. We are also developing
collaborative partnerships with other HR
institutes and bodies around the world.
Looking forward to our next financial year,
we will be clarifying our proposition for
international members, making sure our
content better meets their needs by setting
up regional advisory councils with highly
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We will be clarifying our proposition
for international members, making
sure our content better meets
their needs by setting up regional
advisory councils.

Finally, plans are already in place to ensure
that our suite of qualifications better serves
those professionals seeking to develop a
more business and internationally minded
approach to their work, and we’ll also be
focusing on building more international
partnerships to help us deliver CIPD
qualifications across more regions.
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5 Championing better work
and working lives
Extending our impact and voice to drive the profession forward

The HR profession has the potential to radically
improve work and working lives, for the
benefit of individuals, businesses, economies
and society. CIPD membership provides a
badge of recognition that professionals are
playing a vital role and working to the highest
possible standards to achieve this purpose.
Not only does our work aim to help members
be the best HR professionals they can be, and
help them play their role in championing better
work and working lives, it also helps raise the
profile and credibility of the profession, making
membership even more valuable to employers.

To achieve this, it’s vital that the CIPD
continues to engage with leading thinkers,
academics and policy-makers to help us all
keep ahead of our game. That’s why we’ve
continued to adopt a much more open and
collaborative approach to research over
the past year. And, as well as helping HR
and L&D professionals track workplace
trends through our annual and quarterly
surveys and measure their impact in the
workplace, we’ve introduced three new
themes on which our research and policy
work will be focused in the coming years:

Workforce
The diverse and changing nature
of the workforce, as well as the
changing skills base and trends in
learning and education.

Workplace
The changing nature of organisations, workplace
contexts and environments, including issues of
culture, trust and engagement.
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The changing nature of work
– now and in the future. This
includes what work is and where,
when and how work takes place.

Championing
better
5 work and
working lives

Work

The changing nature of work
Exploring new ways of working

out lessons for organisations of all shapes
and sizes and encouraging more employers
to allow ‘intrapreneurs’ (people who act like
entrepreneurs within large organisations)
to flourish. The research was covered by
Forbes magazine, as well as a range of
publications aimed at small businesses and
HR professionals. In a similar vein, a series of
research on innovation with the University
of Bath looked at the barriers to, and drivers
of, innovation within organisations across
the private and public sectors, focusing
particularly on the L&D practices that are
most likely to foster cultures of innovation.
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This three-part research series explored what
makes entrepreneurial businesses thrive.
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This research series looked at the barriers to and drivers
of innovation within organisations across the private and
public sectors.
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As the world of work continues to change
at pace, businesses need to get better at
recognising and identifying what work
looks like today and in the future. New
ways of working and doing business are
not science fiction – they are happening
now and continuing to emerge. The CIPD
is committed to examining these new ways
of working and analysing what makes
successful organisations thrive, in order to
share best practice with our members. For
example, a three-part series of research on
entrepreneurship explored the unique
people management practices that make
entrepreneurial businesses thrive, drawing

The Hackathon is an online, open-innovation event in
which participants jointly solve a series of organisational
issues to deliver a set of actionable ideas.

HACKING HR
TO BUILD AN
ADAPTABILITY
ADVANTAGE

Policy-makers are also recognising that the
world of work is changing and over the past
year the Government has launched a number
of consultations on ‘modern workplaces’,
to which the CIPD has responded with
evidence from our members – for
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example on issues such as flexible working
and shared parental leave. In recognition
that the nature of employment relationships
is changing, the concept of ‘employee
ownership’, where employees own shares
in the business for which they work, has
also gained a lot of attention in the public
domain over the past year. Employee
ownership schemes can be very effective, but
the CIPD strongly rejected proposals by the
Chancellor, George Osborne, to allow small
businesses to offer shares to employees in
exchange for employment rights. The CIPD’s
employee relations adviser, Mike Emmott,
was quoted in an in-depth article in the
Financial Times on the topic and secured
‘quote of the day’ in the Independent’s i:

Employee ownership
works best where it is
accompanied by great
management, rather
than enhanced job
insecurity.
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In a world of increasing complexity, business
leaders and managers need to continually
challenge conventional wisdom about
what drives performance. That’s why
we’ve teamed up with Dan Pink, the awardwinning author of Drive: The surprising truth
about what motivates us, to train up a team
of associates to deliver workshops designed
to put his research regarding employee
engagement and reward into practice. We’ve
also teamed up with Gary Hamel, one of the
world’s leading business thinkers and Visiting
Professor of Strategic and International
Management at London Business School,
to run an innovative and ambitious new
project to challenge established thinking
about how we build adaptive and agile
organisations. The project is called a
‘Hackathon’ – which is an online, openinnovation event in which participants jointly
solve a series of organisational issues to
deliver a set of actionable ideas – and has
brought together a number of practitioners
and well-known thought leaders to work
together over a period of months to ‘hack’
the way we change and reinvent and
revitalise the role that HR plays in this. Details
of what we’ve learned from the Hackathon
were shared at our Annual Conference in
November 2013.
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A JOINT CIPD / MIX HACKATHON

The changing and diverse nature of the
workforce
Addressing youth unemployment and skills mismatches

Over the past year, our Learning to Work
advisory group has expanded to include senior
HR directors from well-known employers
such as Marks & Spencer and Nestlé, along
with policy officials from the National
Apprenticeship Service and the UK Commission
for Employment and Skills. The group meets
every two to three months to help the CIPD
shape its research and public policy agenda in
support of the Learning to Work programme’s
mission. In addition, members of the advisory
board have volunteered their time to share best
practice with our members at our conferences
and events.

5

Bridging
gapbetween
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LEARNING
TO WORK

More than 1,500 volunteers

xxx volunteers signed up
signed up to Steps Ahead
to Inspiring The Future
Mentoring and Inspiring the
Future.
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The prolonged economic downturn has
brought issues of youth unemployment and
skills mismatches into sharp focus. But, CIPD
research shows that young people have
been at a disadvantage in the labour market
since well before the 2008 recession – with
employers failing to tap into a valuable pool
of talent on which their futures rely. That’s
why our Learning to Work programme,
first launched in May 2012, is designed to
help employers understand the role they
must play in growing and developing their
own workforces. By getting employers more
involved in young people’s transition from
education to work, we can help bridge the
employability and skills mismatches that are
contributing to high youth unemployment
and preventing employers from futureproofing their businesses with the skills they
need for growth.

CIPD Annual Review 2012–13

An important element of
smoothing the transition from
education to work is improving
young people’s access to quality
careers advice and guidance.
To this end the CIPD and KPMG
hosted a roundtable on the
topic, with Shadow Work and
Pensions Secretary, Liam Byrne,
and the Shadow Minister for
Employment, Stephen Timms,
and fed into a report by the
National Careers Council
making recommendations for
greater employer involvement
in the careers guidance
offered to school children.
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The report, Young People are from
Mars, Employers are from Venus,
received in-depth coverage in The
Times and Financial Times.

and

Our Learning to Work programme could not meet its objectives without the support of CIPD members and the
HR profession more widely. This is particularly true of our Steps Ahead Mentoring (SAM) scheme and Inspiring the
Future (ITF) initiative, both of which rely on volunteers giving up their time to help young people improve their
employability skills. Young people benefit hugely from face-to-face contact with employers, as one of the young
people on the SAM scheme explained: ‘I now have a better understanding of what employers look for; I got an
awful lot from my mentor and went on to find permanent employment.’
Originally launched as a pilot with Jobcentre Plus (JCP) in Coventry and Warwickshire in 2011, over the last 12
months SAM has expanded rapidly and now works with 350 JCPs across central England, the Midlands, the
north-west and the north-east of England. The scheme matches 18–24-year-olds who are claiming Job Seekers’
Allowance with a volunteer mentor, who meets with them over a number of sessions to assist them with CV
writing, interview techniques, confidence-building and helping them search for work. Over the last year, 1,284
new volunteers have signed up to take part in face-to-face mentoring, and an additional 173 have signed up
to act as a remote mentor. Together, they have assisted more than 1,500 young people, with 427 completed
relationships and an additional 330 more young people now in an Apprenticeship, employment or quality work
experience opportunity as a result.
In recognition of the need to bring employers and young people together at an earlier age, in June 2013 the CIPD
launched a formal collaboration with the charity Education and Employers Taskforce on the Inspiring the Future
initiative. ITF matches volunteers with local state secondary schools and colleges to conduct CV and interview
workshops and give young people a greater understanding of how they can prepare for the world of work. In the
first month the scheme attracted 310 sign-ups from CIPD members and staff and we look forward to supporting
more members to give talks in schools over the next year. Dozens of CIPD volunteers have already provided
valuable CV advice at ITF careers fairs, which have taken place at youth centres and colleges across the country,
and we are committed to rapidly expanding these efforts over the next year.
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Steps Ahead Mentoring

Research report
April 2013
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With the help of the advisory board, we have
been able to launch research and guidance
on the business case for employing young
people and on the mismatch between the
expectations of employers and young people
during the recruitment process. The latter,
Young People are from Mars, Employers
are from Venus attracted significant media
attention, with in-depth coverage in The
Times and Financial Times. It also led to
approaches and follow-up engagement with
officials from the Department for Work and
Pensions and the Department for Business,
Innovation and Skills. The Learning to Work
programme has also helped us to build
relationships with regional policy-makers,
including the Employability and Skills
Division of the Scottish Government and the
Employment and Skills Division of the Welsh
Government.

The changing nature of
organisations and workplaces
Exploring issues of culture, trust and engagement

Employee voice

To get a better understanding of the barriers
to culture change, and how HR can overcome
them, it’s important to look in-depth at
specific industries and draw out lessons
that can be applied across sectors. The
Parliamentary Commission on Banking
conducted an extensive review this year into
what needs to be done to improve standards
in the banking sector. The CIPD worked
closely with commission officials to feed in
the views of our members on the importance
of wholesale culture change, which cannot
be achieved through regulation alone. We
also conducted a survey of more than 1,000
employees in the financial services sector to
get a picture of the progress being made
towards improving culture and rebuilding
trust, the results of which we launched at
a joint event with the Chartered Banker
Institute. Over the course of the next year,

One way in which HR functions can have a
positive impact on workplace cultures and
create environments of mutual
trust is enabling better channels for
employee voice – so that employees
can speak up about poor practice
and feed ideas for innovation
upwards. The winter 2012–13
edition of our quarterly Employee
Outlook survey found a worrying
deterioration in employee voice
among UK employees. We used
Employee Outlook
the findings to demonstrate the
lessons businesses and other
organisations should learn from
the drastic failings at the Mid
Staffordshire NHS Foundation
The Employee Outlook survey
Trust, which had been widely
found a worrying deterioration
covered in the media at the
in employee voice amongst UK
time our data was published.
employees.
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Culture change in banking
and the NHS

Winter 2012–13
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we’ll be working with the City Values Forum,
Chartered Banker Institute and City HR
Association to promote standards, tools
and advice for employers to support culture
change in the banking and financial services
sector. We’ve also conducted similar research
into culture change in the NHS and will
be working with the Health Care People
Managers Association to support culture
change in the healthcare sector, as well as
working in collaboration with the University
of Bath on a sector-wide research report
looking at how to create a new generation of
trustworthy leaders.

5

Issues of culture and trust in the workplace
have never been more prominent than in
recent years – be it patient-care scandals in
the NHS, Libor rate-rigging in the banking
sector or expense-fiddling in the public
sector. All of these high-profile revelations
of toxic cultures have undoubtedly had
a detrimental impact on workplace
engagement and productivity, and HR
has a crucial role to play in restoring trust
and rebuilding cultures in which people
are unified by a common purpose and are
inspired and enabled to give their best.

We were delighted that
Jo Swinson MP, Minister for
Employment Relations, announced
in November 2012 that the
Government has decided to
extend the right to request flexible
working to all employees in 2014.
This is a policy call that the CIPD
has been making for many years.

Employment regulations
The debate over employment regulation and
employment rights has also put the issue of
trust in the spotlight. The CIPD responded
to the Government consultation on Ending
the employment relationship in which we
highlighted the importance of settlement
agreements not being used to undermine
effective performance management. We
subsequently fed into the Acas guidance
on the appropriate use of settlement
agreements.
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Another area of public policy with a strong
link to trust is flexible working. We were
delighted that Jo Swinson MP, Minister
for Employment Relations, announced
in November 2012 that the Government
has decided to extend the right to request
flexible working to all employees in 2014.
This is a policy call that the CIPD has been
making for many years and there is no
doubt that our research and lobbying on
this issue has been a material factor in the
development of this policy.
Flexible working is only one area of policy
over which we have developed a close
working relationship with the employment
relations minister. The minister attended a
private briefing on employment law changes
with a group of our senior members to
discuss ways in which the changes might
be implemented in practice, and also gave
keynote speeches at our Annual Conference
in November 2012 and our Employment Law
Conference in June 2013.
More information about our public policy work
can be found at cipd.co.uk/publicpolicy
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Flexible working
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This was covered by the Financial Times and
made headline news in a number of HR trade
publications. Research we later published at
the annual Voice and Values conference at
the London School of Economics also found
that a resistance to change and a lack of
social media savvy among senior leaders is
holding organisations back from rebuilding
trust and fostering cultures of openness,
collaboration and innovation. Ian Murray
MP, Shadow Employment Relations Minister,
gave the keynote at this conference and
praised the CIPD for the work we have done
to improve workplace relations over the past
100 years. Over the course of the next year
we’ll be continuing our focus on employee
voice and feeding into public consultations
on whistleblowing policies and procedures.

Tracking workplace trends and
measuring impact
Informing HR practice by providing a benchmark
on the world of work

Annual and quarterly surveys
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Winter 2012–13

HR Outlook
Winter 2012–13

Figure 3

2 We are not always connected

will HR be focusing on,
do, and what will
What does business want HR to
management?
of cost management?
to meet the top business priority

on…

Business leaders want HR to focus

Introduction

40%

46%

37%

HR
47 Outlook
%

Managing
performance

Staff retention

36

%

Employee
engagement

Workforce
planning

A variety of leader perspectives

Reward
management

HR leaders are focusing on…

56

%

66%
Workforce
planning
Managing
performance

47

%

Improving HR
service delivery
(for example,
e-recruitment,
creating shared
service centre)

What do business leaders
want HR to do to help
them meet their priorities?

46%
Reward
management

Having seen what the five key
future priorities are according to
both business and HR leaders,
we were keen to understand what
be
business leaders think HR should
focusing on to achieve each priority,
and compare that with what HR
leaders say the HR function will be
focusing on.

38%

In this section we demonstrate
that although there are good
examples of HR and business
working together, there can be
a disconnect in perceptions of
HR’s strategic involvement. For
HR to maximise its contribution
to business performance there
needs to be a stronger connection
between HR leaders and business
leaders in terms of what they view
HR’s current and potential role to
be. The findings also suggest there
may be a tension between what
HR leaders want to contribute and
the immediate demands placed on
them by the rest of the business.
This is something we consider
further in section 3.

Encouraging
collaborative/
cross-boundary
working

Figure 3 shows that business and
HR leaders agree about three areas
HR should be focusing on to achieve
the top priority of cost management,
albeit they feature in a different order.
in
There are a few points of difference
terms of what the other areas of focus
should be. HR appears to be wearing
two hats, not just looking at how cost
management can be achieved in the
wider business, but also at necessary
changes in their own function.

HR leaders’ connection to
strategy

HR leaders are clear that they
are integral to setting the
strategy and also involved in its
implementation. Business leaders,
on the other hand, are less likely
to identify HR as being integral
to the strategy. From a business
perspective, HR is more involved
in implementing strategy than
devising it, as shown in Figure 5.

Figure 5

in your
To what extent are senior HR people
strategy?
organisation involved in business

Integral in setting the strategy

62%

29%
Involved in communicating the

strategy

51%

35%
Involved in implementing the

strategy

60%

35%
Don’t know

3%
18%
Senior HR people have NO involvement

5

%

18%
HR leaders

Business leaders

cipd.co.uk/hroutlook
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cipd.co.uk/hroutlook

Analytics and working
towards a common human
capital framework
We are already working with Oracle on
research exploring best-practice use of ‘big
data’ in an HR context and shining a light on
good practices and case studies.
We have also launched, with the direct
support and sponsorship of UKCES, a
project to develop a common framework
for understanding and reporting on human
capital metrics. There have been attempts in
the past to develop a commonly accepted
framework, most notably the Accounting
for People initiative in 2003 led by Denise
Kingsmill. Now there is a much clearer and
stronger imperative to provide better data
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For the first time this year, we took a
two-pronged approach to our HR Outlook
survey to construct a holistic picture of HR
today. As well as surveying the HR ‘masses’
about the changing size and structure of
HR departments, the areas of focus for
HR and individuals’ personal development
priorities, we also captured the views of the
most senior members of the profession as
well as non-HR business leaders. The senior
survey found that HR and non-HR leaders
are closely aligned on current and future
business priorities but did identify areas in
which HR could do more to meet the needs
and expectations of business leaders. In
particular, business leaders expressed a desire
to see HR professionals making better use of
data and HR analytics.

This year the HR Outlook survey took
a two-pronged approach to construct a
holistic picture of HR today.

HR Outlook

Winter 2012–13

The CIPD conducts a number of annual
surveys on specific areas of people
management and development, including
reward, absence management, L&D and
resourcing. Along with our quarterly surveys
of employers and employees (the CIPD/
SuccessFactors Labour Market Outlook and
the CIPD/Halogen Employee Outlook), these
reports provide useful data that help our
members benchmark their organisations’
performance against others and identify
areas of practice in which they need to make
changes or increase their focus. The reports
also enable our research and policy teams
to track trends over periods of time, which
informs the focus of future research projects
and public policy calls. The survey statistics
also prove popular with the media, helping
us to raise awareness of important workplace
issues.

There is also a greater appetite
from stakeholders including
boards, investor communities and
shareholders, as well as employees
and customers, to better
understand how we are investing
in people to create greater value
as well as to understand the
people-related risks.

Looking ahead, research plans for the next
year include a report on the megatrends
that have shaped the world of work over
the past few decades and predictions for the
trends we might see emerge in the years to
come. We’ll also kick off some more in-depth
work around the future of HR, starting with
the future of work, the workforce and the
workplace.

This was one of the projects and objectives
when we announced the new collaboration
with the Chartered Institute of Management
Accountants (CIMA) at the beginning of the
2013–14 financial year. More broadly, the
intent is to help HR and finance teams work
better together.
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More information about our research can be
found at cipd.co.uk/research

5

and insight into how organisations are
building and developing their workforce and
their organisations. There is also a greater
appetite from stakeholders, including boards,
investor communities and shareholders,
as well as employees and customers, to
better understand how we are investing in
people to create greater value as well as to
understand the people-related risks. Working
together with UKCES, IiP, CIMA, CMI and
the RSA, the initial work is to develop a
strawman for a reporting framework, and
then to engage widely with employers,
investors, consultants and regulators to
establish the foundation to progress.

6 CIPD at work
How our staff, volunteers and associates work together to achieve
everything the CIPD does.

1000s of
volunteers

Our staff and associates
Our core staff numbers have increased slightly
to 362 (332 full-time equivalent) across the
CIPD’s entities, with new roles adding to our
capabilities to support our vision, priorities
and membership services. In addition to our
core staff, for the delivery of our training
courses, qualifications and consultancy work
we also use a pool of associate trainers and
consultants. The associate ‘pool’ consists of
approximately 50 generalists and specialists –
practitioners and academics – whose expertise
spreads across the breadth and depth of HR,
reward, OD, L&D, psychology, law, coaching,
leadership and business skills, and across a
vast variety of industries and sectors. We also
have a range of 160 associates and volunteers
working for our assessment team – all are
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100s of
associates

experienced HR and L&D practitioners
working within the profession in-company or
running their own businesses across a wide
range of sectors.
We signed up to Think, Act, Report, a
voluntary, business-led initiative spearheaded
by the Government to improve gender
equality in the workplace. It provides a
simple framework to help companies
think about what action to take and share
progress. The Think, Act, Report model is
simple and flexible:
1 Think – about how to advance gender
equality in areas such as recruitment,
working practices, promotion, and pay.
2 Act – where the need for action is
identified.
3 Report – the steps being taken to
share your progress and inspire other
organisations.
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2012–13, our centenary year, has been a
year of great change for the CIPD’s people.
We said a sad goodbye to Jackie Orme, who
passed away on 19 July 2012, welcomed
a new chief executive, defined a new
purpose for the CIPD and embarked upon
a strategic review of our organisation
and infrastructure to ensure that we are best
positioned to achieve our goals.

362 staff

6

We could not achieve all that we do without
the commitment and expertise of our 362
staff across the CIPD group, hundreds of
associates and thousands of volunteers.

We continued our commitment to health
and well-being with two well-attended
events and a free annual flu jab for staff.
Our average sick days per person remained
low at 3.7 and 39% of staff had no sickness
absence at all.
Our average length of service is now at 6
years 6 months and we are looking more
into what motivates our staff to stay at the
CIPD as one of our new staff engagement
initiatives. The HR team works closely with
senior managers to ensure we continue to
identify and retain talent and have effective
succession plans to give us a clear framework
to focus on future career development
priorities.

Staff development
As an Investor in People
with Gold status, the CIPD’s
commitment to the development of our
people has continued with strength over the
past year, with development plans across the
business aligned closely with our purpose and
strategic priorities and supportive of individual
career aspirations. In the 2012–13 financial
year we celebrated 17 internal promotions
and 19 internal secondments (our highest
ever), plus numerous staff benefited from
lateral moves and CIPD-wide project working.
During the year, staff attended over 500
formal learning days such as courses,
conferences and workshops (not including
numerous developmental webinars) and a
further seven staff members were sponsored
to undertake a professional qualification.
In addition, we offer a range of informal
learning through coaching, job rotation,
project working, a self-study online resource
centre, and internal and external secondment
opportunities. Our in-house mentoring
programme attracted over 30 mentee/
mentor relationships and we provided a
small number of external coaches or mentors
where required. Staff have also had the
opportunity to volunteer to give careers
advice to school children via the Inspiring the
Future initiative.

76%

6

72%

CIPD at work

Over the last year our female staff rose from
69% to 72%, a figure which is higher than
average but which is reflective of the currently
female-oriented nature of the profession we
serve and represent. Fourteen per cent of staff
report they have a disability and 12.4% report
they are from an ethnic minority group.

of CIPD staff are female
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of CIPD members are female
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In May 2013 we promoted Learn at Work
by offering all staff, in addition to their
usual development review discussion, an
opportunity to discuss their career with an
HR professional and reminding staff of the
resources available to help them with both
professional and personal development, such

Pensions and reward
Our defined benefit pension scheme closed
on 30 September 2012 and take-up for our
defined contribution scheme has been high,
with 60% of eligible staff enrolled. During
the last year we increased the contributions
that staff can make to their pension pot to

In March 2013 we promoted Learn at Work
by offering all staff, in addition to their usual
development review discussion, an opportunity to
discuss their career with an HR professional and
reminding staff of the resources available to help them
with both professional and personal development.

up to 8% of salary, matched by the CIPD
up to 12%. Looking at our reward strategy
more broadly, including our performance
incentive plan and overall benefits package,
a review is under way and staff have been
invited to take part in focus groups to help
us understand the impact on motivation of
various elements of the reward package.

6

CIPD at work

as a personal development allowance of
£125 available to every member of staff to
fund personal development activities that are
not directly linked to their current role. More
than 70 members of staff made use of this in
2012–13.
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Branches have been integral to the structure
of the Institute since it was founded 100
years ago. Early branches helped isolated
members to ‘keep in touch with each other
and alive to the possibilities of development’
and to ‘share their experiences and test
their standards against those of others’.
In the same vein, our branch network
today ensures that members across the UK
and Ireland get access to networking and
learning opportunities in their local area. In
2012–13, our branch network hosted a total
of 1,931 learning events, with employment
law being the most popular topic, as well
as capability-building for HR and L&D
practitioners in line with the various areas of
the CIPD Profession Map.

Branches have been integral to the
structure of the Institute since it was
founded 100 years ago.
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Our branch network has long been ‘staffed’
by a team of more than 1,000 dedicated
individuals who juggle work and home
commitments to give something back
to members, their profession and their
professional body by representing the local
face of the CIPD for our members. In the
past year we’ve also recruited an additional
1,450 volunteers to take part in our Steps
Ahead Mentoring scheme and launched
a collaboration with the Inspiring the
Future initiative, focused on enabling HR
professionals to play their role in bridging
employability gaps for young people –
more information on these initiatives can
be found in section 5. Our governance
structure on page 41 also shows how some
of our other volunteers contribute to the
good governance of the Institute. More
information on these volunteers can be
found at cipd.co.uk/whoswho

Our branch network

6

The work of our paid staff is supported
immensely by a team of approximately 1,600
volunteers from across the HR and L&D
profession, including our non-executives and
trustees, branch committee members, vicepresidents, membership upgrade assessors,
associates and online champions.

Volunteer of the Year

Volunteer Network of the Year

Winner of the individual Volunteer of the Year,
Sue Adams, has been actively involved with the
Institute at branch, regional and national level
for more than 20 years. Adams is a well-known
advocate for professional HR practice and the role
of the CIPD. She has held numerous positions in
the Manchester branch, including that of chair,
and has been instrumental in the development
of a mentoring initiative to support other branch
volunteers. She has also held national-level
volunteer positions, including roles on the CIPD’s
Membership and Education Committee, the CIPD
executive board and as a panel member for the
new CIPD Code of Professional Conduct. ‘Passion’,
‘enthusiasm’ and ‘integrity’ were just some of
the words used to describe her contribution and
her ability to link issues to strategic thinking was
highly valued.

Winner of the Volunteer Network of the Year,
Coventry and Warwickshire Branch, is a prime
example of the value of the CIPD branch network,
both as a service to local members and in the way
its members support and promote CIPD strategy
at a national level. Its involvement in the pilot
of the CIPD’s successful Steps Ahead Mentoring
scheme is just one way in which this innovative
branch has worked collaboratively and brought
real value to the work of the CIPD, ensuring
the scheme continues to flourish. Branch chair
Fiona Brown and her fellow committee members
have established credibility locally and nationally
through their collaboration on a number of valued
initiatives.
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Volunteer awards

The shortlisted volunteer networks reflect
the diverse ways in which volunteers provide
their time and talent. The CIPD’s group of
membership upgrade assessors is a vital
cog in the upgrading process, enabling
people to achieve the level of professional
recognition they deserve. And the Institute’s
online champions have played a valued role
in supporting the popular Communities area
of the CIPD website since it was launched
in 2004. The CIPD’s online champions
offer support and empathy to fellow CIPD
members. But also common sense, a sense of
proportion and – very importantly – practical
advice based on their collective experience.
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Excellence in volunteering brings real benefits
to the CIPD and the wider HR community.
It forms the bedrock of a professional
community for members, and delivers a
service that would not otherwise be possible.
As part of our centenary celebrations we
launched a new award scheme to recognise
and reward the valuable contribution
volunteers make to the success of the CIPD.
There were two awards: a ‘CIPD Volunteer
of the Year’ Award and a ‘CIPD Volunteer
Network of the Year’ Award, which were
presented at a dinner to celebrate our
centenary during the CIPD Northern Area
Partnership conference on 6–7 June in York.

6

Over the past year, members of the CIPD
team have spent a lot of time visiting various
local branches to get a better appreciation
of the work they do for us and how we
can better support them to create local
impact. Many of the branches we visited
have close relationships with other local
bodies such as the Chartered Management
Institute, Chartered Institute of Management
Accountants, Institute of Directors,
Chambers of Commerce and Local Enterprise
Partnerships, and many have been integral
to the roll-out of our Steps Ahead Mentoring
scheme and support for the Education and
Employers Taskforce’s Inspiring the Future
initiative. With more financial and functional
support from the CIPD, it is clear that more
of our branches have the drive and ambition
to do even more to engage with members
and employers at a local level. This is why
we are looking to make it easier for those
branches to apply for funding above and
beyond their per capita allocations. We have
also made a number of practical changes to
help improve the efficiency of our branches,
including the introduction of e-commerce
and e-communication facilities and the
provision of toolkits for event management.

Engaging with our purpose, strategy and values

The CIPD’s strategic priorities:
•

extending our impact and voice

•

broadening our reach, relevance and value

•

developing progression paths, career development and
recognition

•

developing and segmenting the membership offer

•

strengthening branch networks and regions

•

clarifying and extending our international presence.

To turn our purpose into action, we then
defined a new set of strategic priorities for the
organisation (see box) and to help bring them
to life we developed the ‘CIPD Story’, which
maps out where we have come from and where
we are heading. All department heads within
the CIPD have been coached to use ‘storytelling’
as a leadership and development tool, helping
staff relate to the CIPD’s journey and the role
they play by encouraging staff at all levels to
share their personal stories. The story has also
been published on our website and rolled out
to branches, where we’re encouraging all our
volunteers to reflect on their version of the story.
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CIPD at work

Our new chief executive, Peter Cheese,
took up post on 1 July 2012 and launched
a piece of work to redefine the Institute’s
core purpose. Early conversations Peter had
with CIPD staff and volunteers confirmed
high levels of commitment, engagement
and goodwill towards the CIPD, but brought
into sharp relief a lack of consistency around
what we were all striving to achieve. We held
a series of discussions with staff, members
and other stakeholders to get a better
understanding of our role as a professional
body and of what motivates and mobilises
HR and L&D professionals to do their job. It
became clear that the thing that unites us all
is how the way in which work is constructed,
and the experiences we provide for people in
work, can have a real impact on businesses,
economies and societies. Practitioners also
made it clear that they valued the CIPD’s
role as a champion and supporter of causes,
giving them strength and confidence to
challenge their organisations to work
differently. And so, after an iterative process
of gathering feedback, we defined our
purpose as ‘championing better work and
working lives’.

To learn more about our story, view the video at cipd.co.uk/cipdstory
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Once the purpose and strategic priorities were
defined, we engaged all of our people in a
project to define what it is like to work at,
and with, the CIPD and how we need to work
to achieve our core purpose. Together, we
defined a new set of CIPD values that we are
committed to living and breathing in our dayto-day work with each other, members and
customers. And, to reflect the rapidly changing
nature of the world of work, it is appropriate
that our values spell out ‘pace’:

C

P

E

Purposeful
Agile
Collaborative
Expert.

To ensure that these efforts to better engage
our staff in our core purpose are not shortlived, we are currently considering how best
to facilitate ongoing dialogue with our staff
and volunteers, for example with the better
use of social media within the organisation.

Organisation review
Once we had revised our purpose and
strategic imperatives, and rolled out the
CIPD story internally, it became clear that our
organisation could be better structured and a
legacy of back-office systems and processes
could be replaced with new technology to
help us provide a more efficient and effective
service to members and customers. Each of
our department heads worked with their
teams to establish future requirements to
focus resources on our key priorities. We

then identified all the capabilities, job roles
and resources (both people and technology)
that would be needed to fulfil these needs
as well as ways of working together better
to deliver value to the different markets and
customer groups we serve.
This work continues as we appoint new
senior roles and refine our strategic priorities,
but we have already invested in a major
overhaul of our customer relationship
management systems and made a number of
new appointments, including a Deputy CEO
(Susannah Clements) and Capability and
Career Development Director (Gill White).
The organisation restructure has provided
development opportunities for many existing
members of staff, ranging from small
adjustments to role descriptions, changes in
reporting line and business focus through
to completely new roles being created
to support our new strategic priorities.
Although, in some cases, we have needed to
recruit in new capabilities, we have also seen
existing staff promoted, moving between
teams and re-energising their objectives and
development plans.
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CIPD at work

Over the course of the year, the values have
been rolled out among our staff and branch
volunteers and have been incorporated into
our competency framework, development
plans, and our approach to reward and
recognition. In June 2013, we held the first
ever PACE awards, where staff nominated
more than 40 individual colleagues and four
teams who they believed to be living and
breathing one or more of the core values
in their interactions with colleagues and
customers alike.
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•
•
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•

Our values reflect the rapidly
changing nature of the world
of work.

CIPD governance structure
President and
Vice Presidents
Gill Rider
Stephen Frost
Nita Clarke
Hugh Mitchell
Bill Parsons
Anna Kyprianou
Deborah Baker
Janet Cooper

Council

CIPD Board

Stephen Moir

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

Code of
Conduct
Panels

Barry Hoffman

Audit Committee
Stephen Moir
Barry Hoffman
Louise Fisher
Martin Ferber

Louise Fisher

Online
Contributors
Martin Ferber

Chair

Dean Royles

Peter Cheese

James Cullens

Frank Douglas

Branch
Network
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Gill Rider
Dean Royles
Vicky Wright
Martin Ferber

Vicky Wright

Anna Kyprianou

Membership
Upgrade
Assessors

Remuneration
Committee

Jacky Taylor
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Nominations
and Professional
Conduct Committee
Samantha Allen
Peter Cheese
Stephen Dando
Barbara Duffner
David Fairhurst
Chris Garcia
Mike Kelly
Jon Sparkes
Alex Wilson
Vicky Wright
Clare Chapman
Katharine Turner

CIPD at work

Anna Kyprianou
Brian Benneyworth
Barry Caygill
Julie Davis
Peter Hammond
Sarah Harvey
Kate Lefever
Clive Lewis
Shelagh O’Leary
Jonathan Smith
Richard Waters
Carole Symington
Sue Shaw

Gill Rider

6

Membership
and Professional
Development
Committee

7 Financial review

•
•
•
•
•

revenue increased by 12% to
£43.9 million
surplus on our operating activities of
£1.2 million
healthy gain on the investment portfolio
of £2.5 million
a further £1.7 million invested through
designated funds
overall reserves up by £0.6 million.

Membership subscriptions and education
services represented just over 50% of group
revenue and increased by 7% this year.
Growth from the new Experience Assessment
route and from membership fees equally
contributed to this increase. Our commercial
revenue from CIPD Enterprises Limited
continued to hold up well despite continuing
tough trading conditions, with some signs of
recovery in our events and training businesses.
Top-line results from the Bridge companies
were stronger than last year, with particularly
good results from expanding overseas
operations.
Total resources expended (before goodwill)
rose by 10%, including the direct costs of
delivering increased commercial revenue. The
remainder of the Bridge acquisition goodwill
was written off this year, costing £1.6 million,
bringing total resources expended to
£44.4 million.
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 magazine. During the
year we continued to invest to expand our
Experience Assessment route into
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A significant investment project to replace
our membership, qualifications and finance IT
systems commenced this year. This will yield
future benefits in terms of more efficient and
flexible processes and better serve the needs
of our membership and other customers.
The CIPD’s defined benefit pension scheme
closed for future accruals on 30 September
2012. FRS17 valuation of the scheme at
30 June 2013 showed a decrease in the
funding deficit from £9.1 million to £8.4
million, primarily due to the payment
of a special contribution of £2.0 million
in September 2012. The net underlying
actuarial loss in the accounts of £1.3
million was caused by the change in the
economic assumptions prescribed by
FRS17, particularly the increase in expected
future inflation. The CIPD will pay a further
£0.6 million into the scheme in September
2013 in accordance with the agreed
recovery plan.
Investments
The CIPD aims to improve the real buying
power of its investments and has adopted
a target return relative to RPI. During the
fiscal year our investment portfolio returned
a healthy +14.8%, well ahead of the target
blended benchmark of +10.3%, bringing the
market value of the investment assets held
at the year-end to £21.4 million. The CIPD’s
portfolio is well diversified across asset classes
and this continues to play an important role in
the volatile markets of recent years.
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Financial review

The CIPD has had a successful year financially,
with the following highlights:

membership and received a further 7,148
enquiries. We also continued to invest in our
office in Singapore to support our expanding
activities through both the CIPD and Bridge
in Asia, with further revenue growth achieved
during the year.

7

Overview

Reserves and funds
Our investment portfolio, together with our
building in Wimbledon, provides a secure
foundation for our reserves, which allow
us to continue to invest in the future of the
profession and provide significant security
for the CIPD in the event of future economic
downturns.
The Institute follows a policy of aiming to
keep sufficient realisable reserves to allow
us to absorb the impact of a significant
financial shock. As at 30 June 2013 we were
£10.1million ahead of the policy target,
leaving significant scope for future investment
in achieving our objectives.
We also have a financial policy of keeping
£1 million in cash and readily available
funds at any given time, which was met
during the year, ending with a group cash
balance of £6.7 million at the year-end.
Cash balances increased by £0.9 million
compared with last year.
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Financial review

The Institute also keeps reserves as designated
funds which are set aside for specific purposes
in the near future; these totalled £3.2 million
at the end of the year. As we have described
in other sections of this report, we will be
focusing investment over the coming year on
strategic initiatives, including segmentation
of our membership offer, increasing our
research capability, becoming a more digitally
enabled business and improving our internal
infrastructures and systems in order to better
serve our members.

Summarised statement of financial activities
for the year ended 30 June 2013
2013

2012

£’000

£’000

20,583

17,182

232

170

22,476

21,042

Research, innovation and dissemination of expertise

157

152

Branches

507

548

43,955

39,094

(20,329)

(16,956)

(1,622)

(878)

(66)

(74)

(15,221)

(14,565)

Research, innovation and dissemination of expertise

(4,730)

(4,803)

Branches

(2,356)

(2,243)

(107)

(137)

(44,431)

(39,656)

Incoming resources
Incoming resources from generated funds
Commercial income
Investment income
Incoming resources from charitable activities
Membership services and education

Total incoming resources

Resources expended
Costs of generating funds
Commercial expenditure
Goodwill amortisation
Investment management costs
Charitable activities
Membership services and education

Governance costs
Total resources expended

(562)

Net outgoing resources before corporation tax

(476)

Corporation tax

(145)

–

Net outgoing resources before other recognised
gains and losses

(621)

(562)

Other recognised gains and losses

(1,278)

Net movement in funds

44

(369)
(4,848)

635

(5,779)

Net fund balances brought forward

23,943

29,722

Net fund balances carried forward

24,578

23,943
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Actuarial losses on pension scheme

2,534

7

Net gains / (losses) on investment assets

Summarised balance sheet at 30 June 2013
2013

2012

£’000

£’000

–

1,622

Tangible assets

11,458

11,807

Investments

21,454

21,137

32,912

34,566

Fixed assets
Intangible assets

Current assets
529

885

Debtors

7,230

5,680

Cash at bank and in hand

6,719

5,807

14,478

12,372

(14,450)

(13,914)

Stocks

Creditors
Amounts falling due within one year

28

(1,542)

Net assets excluding pension liability

32,940

33,024

Defined benefit pension scheme liability

(8,362)

(9,081)

Net assets including pension liability

24,578

23,943

General fund

29,724

28,115

Pension liability

(8,362)

(9,081)

Net general funds

21,362

19,034

629

693

1,268

1,678

144

156

Net current assets/(liabilities)

Funds

Information technology fund
New learning fund

138

462

1,037

1,920

3,216

4,909

24,578

23,943

Research and development fund
Strategic initiatives fund
Total designated funds

Total funds (all unrestricted)
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Designated funds:

Summarised statement of cash flows

Net cash inflow/(outflow) from operating activities

2013

2012

£’000

£’000

(465)

813

232

166

1,145

(425)

–

(267)

912

287

912

287

912

287

Returns on investments
Capital expenditure and financial investment
Aquisition related payment
Increase in net funds
Summarised as follows:
Increase/(decrease) in cash at bank

Summarised trustees’ report
The CIPD is the professional body for HR and people development and was established to promote the art and science
of the management and development of people for the public benefit. Our purpose is to champion better work
and working lives by improving practices in people and organisational development for the benefit of individuals,
businesses, economies and society.
The document in which this summarised report is published contains an overview of the Institute’s key activities
and achievements during the year, including: how we support our membership with continuing professional
development; how we are broadening our reach and relevance for the various segments of our membership; and
how our research and public policy work is helping us to champion better work and working lives.
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 2013. The full report and financial
statements were approved by the board of trustees on 5 November 2013, have been audited by Crowe Clark
Whitehill LLP, received an unqualified audit report and will be sent to the Charity Commission.
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
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