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About us
We’re the CIPD — the professional body for HR and people
development. We are the voice of a worldwide community
of more than 135,000 members committed to championing
better work and working lives.
We’ve been setting the benchmark for excellence in people and organisation development for more
than 100 years. Through our expertise and research, we provide a valuable point of view on the
rapidly changing world of work. And for our members we’re the career partner of choice, setting
professional standards and providing the expertise to drive the HR and L&D professions forward.
We’re independent and not-for-profit and hold a highly respected Royal Charter. We exist to make
work and working lives better. And at a time of unprecedented change, we have the vision, the
agility and the strength to make a real difference for our members, for businesses, for the economy
and for all working people.
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‘The changing context
of the nature of work,
the workforce and the
workplace continue
to put people issues at
the top of the agenda.’

Investing in our future
by Peter Cheese, CIPD Chief Executive
Welcome to the CIPD’s annual review for the year ending 30 June 2014.
Everything we do at the CIPD is guided by our charitable aims or ‘objects’:
we were established to promote the art and science of the management and
development of people for the public benefit. In other words, we champion better
work and working lives.
I’m proud to share with you in the pages of this report our continued commitment
to this cause, and the real strides we’ve taken on the strategic journey I set out in
last year’s review.
It’s clear that the changing context of the nature of work, the workforce and the
workplace continue to put people issues at the top of the agenda for governments
and organisations of all kinds. This creates great opportunities for our profession,
but also challenges us to step up, to more confidently engage in debate and
strategy at the highest levels, and to bring more insight and understanding about
the people issues that should guide business decisions.
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I’m determined that the CIPD will play its part in helping the profession step up
to this challenge, which is why the strategic priorities we set out over a year ago
remain our focus:
1

extending our impact and voice

2 broadening our reach, relevance and value
3 developing progression paths, career development and recognition
4 developing and segmenting the membership offer
5 strengthening branch networks and regions
6 clarifying and extending our international presence.
We’ve made good progress and are setting in place many of the critical
foundations for the future, including some changes and investments at the CIPD
itself, such as new systems and capabilities, as well as the development of more
differentiated membership offers and career support.
Encouraging people to join the profession is vital, so I’m pleased to report an
18% growth in the number of new student members in 2013–14, as well as overall
membership growth of 1%. Growth in other areas of our business, including training
and conferences, has also contributed to a healthy financial outlook for the CIPD,
enabling us to continue to invest in the profession for the future.
We’ve continued to produce research, and engage in important public debates and
policy discussions, on a whole range of workplace issues that our members grapple
with every day, such as skills gaps, youth employment, low pay, productivity and
zero-hours contracts.
Working collaboratively with practitioners, thought leaders and academics, as
well as other professional bodies and institutes around the world, we’ve also
been developing a view of how the HR and L&D profession needs to evolve their
capabilities, which we’ve captured in a simple framework (see page 32) that
focuses on the key domains that are influencing and driving our profession.

We’ve continued
to produce
research,
and engage
in important
public debates
and policy
discussions, on a
whole range of
workplace issues
that our members
grapple with
every day.

In the ‘CIPD at Work’ section of this report, you’ll also see we’ve recruited new
talent and introduced new ways of working to help us fulfil our goals. And, early
next year you’ll see us roll out a new brand identity that will better reflect our
purpose and values, and help us remain relevant and appealing to all those we
work with in our mission to champion better work and working lives.
Read on to find out more, and keep an eye on our website and social media
channels throughout the year for further updates. As always, I welcome any
feedback you may have via chiefexecutive@cipd.co.uk or @Cheese_Peter
and @CIPD on Twitter.
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The CIPD as
your career
partner
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The CIPD as your career partner

How we support continuing professional development
and recognition for members at all stages of their
career at individual and organisational level
As a chartered professional body, we are responsible for promoting and
developing the profession, setting and maintaining professional standards, and
acting as a trusted career and capability partner for HR and L&D professionals.
In this section of the annual review, we’ll discuss:

1

how we’ve tailored our membership services
to the different stages of your career

2 the practical help we offer for those starting
out in HR and L&D
3 the continuing professional development
(CPD) opportunities we offer all our
members
4 how we’re fulfilling our role in
professionalising HR and L&D
5 how we’re improving our engagement
with the leaders of the profession
6 how we recognise excellence and
professionalism in HR and L&D.
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1 Tailored membership
We saw an 18% increase in new student
membership this year, which suggests
the future of the profession is bright.
But we mustn’t rest on our laurels. We
must continue to position HR and L&D
as careers of choice, and help ensure
that those who decide it is for them
get the support and guidance they
need, at every stage of their career.
We also need to make sure that CIPD
membership remains valuable and
relevant for those at the top of the
profession. We provide them with
access to knowledge and networking to
help them keep pace with the rapidly
changing world of work, and without
their support we’d struggle to shape
the profession of the future.
Professionalism has always been at
the heart of CIPD membership. It
gives members status and credibility
with employers and peers through

compliance with a Code of Professional
Conduct, an ethical approach to
business and a commitment to
Continuing Professional Development
(CPD). In addition, we’ve always
offered a diverse and comprehensive
range of member services, but until this
year this has been on a ‘one size fits
all’ basis, with members at all grades
receiving the same benefits and paying
the same level of fees.
This year we conducted both qualitative
and quantitative research with our
members, governance committees and
Council, in order to better understand
our members’ needs. We tested various
options for membership segmentation
and a differentiated fee structure,
and the result is a new approach to
membership that is tailored to the
professional and career development
needs of all our members at different
stages of their careers.

Sue Upton
CIPD Membership and Professional
Development Director
‘New business models and ways of working are emerging all the time and
the workforce is becoming increasingly diverse. Our research and policy
work explores some of the challenges and opportunities this changing
world of work presents to HR and L&D professionals seeking to build
solid foundations for the future of their organisations. But what about our own future?
As a profession, we must protect our own talent pipeline if we’re to help organisations do
the same. For the CIPD, this means attracting the brightest and best into the HR and L&D
professions and ensuring they get the right support and guidance to uphold professional
standards. We provide a forum for shaping the future of the profession in this continually
evolving world of work, ensuring that our standards reflect the new knowledge and skills
businesses need to support them now and in the future.’
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Our membership structure
£190
£165

Chartered
Fellow
(Chartered FCIPD)

£145

Chartered
Member

benefits

(Chartered MCIPD)

£90
Associate

benefits

(Assoc CIPD)

benefits
Student
benefits

Brand Value
Highly respected badge of status and credibility

New bene fits for all
Existing ben efits for all

All members will continue to benefit
from association with the CIPD’s brand,
code of conduct and professional
reputation, along with access to
our online resources and meeting
facilities in Wimbledon and Singapore,
plus more specific tangible benefits
according to membership grade.
As part of our commitment to building
the profession of the future, we’ve
reduced the cost of entry for student
members from £138 to £90 and
bolstered the range of study support
resources and career development
advice we offer. For Associates, fees
have seen a small increase in line with
inflation and our focus is on enhancing
our role as a valued career partner, with
a new diagnostic tool to help members
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shape and achieve their career plans
and goals throughout their working
lives. Fees for the professional grades
of membership (Chartered Member
and Chartered Fellow) have increased
to reflect the value they get from the
highly respected badge of status and
credibility. For Chartered Members,
our focus is on ensuring we remain
relevant and valuable as a career
partner, as well as helping members
get the professional recognition they
deserve for their skills and experience.
And to help meet the specific needs of
Chartered Fellows, we’ve introduced a
new quarterly business journal (Work.)
as well as access to new networks to
allow closer collaboration and learning
with their peers.

We’ve reduced
the cost of entry
for student
members from
£138 to £90
and bolstered
the range of
study support
resources
and career
development
advice we offer.

7

The CIPD as your career partner

The new structure, fees and benefits
came into place on 1 July 2014, and will
act as a foundation for the CIPD to help
us continue to develop new products and
services in line with members’ needs. We
will also continue to support members
who find themselves in times of hardship,
and find it more difficult to pay their fees.
For more information on member
benefits, visit cipd.co.uk/mymembership

up to those who have gone on to lead
an entire organisation as managing
director. We also took part in the UK’s
first ever Professions Week in October
2013, where we teamed up with a group
of 14 professional bodies to produce a
range of resources to help young people,
teachers, careers advisers and parents
navigate the various routes into a range
of professions.

2 Starting out in HR and L&D
Based on feedback from our members,
we’ve reviewed the careers support we
offer to people wanting to get into, and
progress their careers within, HR and
L&D.

For those already committed to
embarking on a career in HR or L&D, the
routes in have never been more numerous
or diverse. We now have 260 centres
approved to offer our qualifications
across more than 600 sites and more
than 20 countries around the world.
For those preferring a more vocational
route, the Higher Apprenticeship in HR
Management is now available at ten sites
across England. We’ve also developed a
Technical Apprenticeship in Scotland.

For those still deciding whether or
not HR is for them, we’ve updated the
careers information on our own website
and invested in an HR and L&D ‘world’ in
Plotr, the online careers platform for
11- to 24-year-olds. Career case studies
on the CIPD website and on Plotr include
HR and L&D practitioners operating in
the most junior entry-level roles right

We now have
260 centres
approved
to offer our
qualifications
across more
than 600 sites
around the
world.

For more information about CIPD
qualifications, visit cipd.co.uk/
qualifications

Home Learning College
Home Learning College is one of the CIPD’s newest delivery centres, and this year
was approved to offer our intermediate qualifications as well as foundation level.
Ralph La Fontaine, Development Manager at Home Learning College, comments:
‘Developing and launching the courses has been hard work but very successful.
Throughout the process the CIPD has been very helpful and supportive,
supplying relevant and timely advice as well as practical help. Their participation
in webinars and attendance at open days, to help provide new and potential
students with information about HR careers and CIPD membership, was much
appreciated by students. Now we’re up and running with the courses, we’re
subject to rigorous yet supportive quality assurance procedures and there’s a
real sense that we’re working in partnership to deliver the best experience for
students throughout the duration of their course and as they start out on the HR
career journey.’
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Sarah Koppen
CIPD Career Development Executive
Sarah Koppen has worked at the CIPD for 14 years: ‘I’ve just started a new role
within the careers department at the CIPD, having worked on the development
of the CIPD Profession Map for the last seven years. I feel a real connection
with the careers services at the CIPD as I recently studied for the Foundation
Certificate in Human Resources Practice, which gave me a lot of time to talk
to CIPD members and students. It’s exciting to see the first few great ideas for
career development offerings coming to life with some new pilots. I am looking forward to working
with the team to develop even more support for people starting out in HR and L&D.’

For those nearing completion of their
studies, we’re experimenting with three
new pilot programmes to help with the
transition into their first job in HR or L&D,
or gain that all-important promotion:
• a
 series of career workshops, which
includes a CV writing service, where
members can gain feedback and tips
on their CV

• a
 mentoring scheme, where we match
members with existing experienced
members (this scheme builds on
and provides greater support for the
valuable work many of our branch
volunteers have been doing in this
regard for many years).
For more information, visit cipd.co.uk/
careers

• a
 n HR work taster service, where we
match our members to employers
to experience working life in an HR
department

CIPD Annual Review 2013–14
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Online Communities
The CIPD Communities attract around 6,000 unique visitors each month, who between them
contribute nearly 2,000 posts. In the 12 months to 30 June 2014, more than 44,000 people
visited the online Communities and many find they form a valuable part of their CPD:
‘As someone new to HR [...] I want to be doing the right thing by staff and having the opinions
of HR professionals gives me the confidence to challenge these behaviours.’ – Mary M.
‘It is invaluable to hear opinions from HR professionals who have a wealth of experience and
different perspectives on a tricky issue.’ – Penny G.

3 Continuing professional
development
For those already working in HR and
L&D, we’ve long offered a range of
CPD opportunities to help members
stay at the top of their game and up
to date with current practice. This year
we’ve developed a new digital tool to
make it easier to navigate the wealth of
resources and opportunities available

and pinpoint those that are most relevant
to individual needs.
My CPD Map will replace My HR
Map and allow members to assess
themselves against the CIPD Profession
Map standards, identify areas for
development and pick tailored CPD
activities to help them develop in their
current role.

Online resources

151
factsheets

158
research

43

reports

practical
tools

100s

44
guides
Our guides, practical
tools, survey reports and
research summaries are
downloaded on average

34,651

employment
law FAQs

134
survey
reports

times per month

Learning from our research
Our regular benchmarking surveys help members learn how others in the profession are
approaching common challenges, while more in-depth research reports stimulate new thinking and
aspirations for the profession. CIPD experts are regularly invited to speak at conferences all around
the world to share new insights from our research. Our findings also feed into our factsheets, online
tools and the curriculum for CIPD qualifications, all helping to shape the profession of the future.
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People Management magazine
Our monthly magazine People Management features a range of case
studies and practical tips and advice. Harder-hitting features tackling
HR-related business issues such as whistle-blowing and social concerns
such as part-time working, alongside exploration of macroeconomic
issues, case studies, interviews and practical ‘how-to’ features that spread
best practice. It remains one of our most popular member benefits (88%
of members rate it as good/very good/excellent), and this year was
shortlisted for four categories, including ‘Business magazine of the year’,
in the prestigious Professional Publishers Association (PPA) awards.

Members will also be able to assess
themselves against future roles they’re
interested in, and select development
activities to help gain the knowledge and
experience needed for the next stage
of their career. Development activities
include a range of specialist conferences,
workshops and training courses, offered
by the CIPD and its approved centres,
as well as access to a range of print
and online resources, plus face-to-face
and online networking opportunities.
Student members will also use the tool to

Events and networking

October 2014

Master
the
Merkel
power
grip
From body
language to better
accountability,
how to be a
true leader

undertake an assessment as part of their
mandatory studies, and members who
are new to HR – or interested in looking
outside their current specialism – will
be able to answer a series of questions
to identify areas of HR they may be
interested in. We also plan to introduce a
‘lite’ version to introduce non-members
to the world of HR and give them a taste
of the resources the CIPD has to offer.
For more information visit
cipd.co.uk/cpd

4,166

delegates and visitors at
the L&D Show 2014

6,881

delegates and visitors at
the Annual Conference &
Exhibition 2013

14 specialist conferences

1,300 CPD branch events
More than 1,600 delegates at regional
conferences across the UK and Ireland
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CIPD experts spoke at more
than 100 events during the
year, across the UK, Europe,
Asia, Australia, and South Africa
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4 Professionalism in HR and L&D
Careers in HR and L&D are diverse. But
one thing that unites all of our 135,918
members is a quest for professionalism –
without it, we can’t truly champion better
work and working lives.
As a career partner for all our members,
from those entering the profession
as students to those leading HR at
some of the biggest organisations
in the world, it’s our job to define
what professionalism looks like and
provide the tools and resources to help
our members meet those stringent
standards.
The CIPD Profession Map captures the
behaviours and professional standards
demonstrated by successful and
effective HR and L&D practitioners,
across all specialisms. It provides

the foundation for our qualifications,
membership criteria and CPD solutions.
In addition, our Code of Professional
Conduct plays an important role in
ensuring that membership of the CIPD
remains a respected and credible
benchmark of professionalism. We
updated our complaints and disciplinary
procedures in 2012 and since then
have completed the investigation of
ten complaints. See cipd.co.uk/
codeofconduct for more information.
During the past year, we’ve focused
on raising awareness of the CIPD’s
Profession Map through conferences
and branch events, and gathering
feedback on its future development.
We even created a guide to help HR
professionals within SMEs at different
stages of growth to identify the areas of
the Map that are most relevant for them.

It’s our job to
define what
professionalism
looks like
and provide
the tools and
resources
to help our
members meet
those stringent
standards.

National and international standards
While the CIPD’s Code of Professional Conduct holds its members to account, membership does not
constitute a licence to practise in HR and L&D, and there are no common standards for those outside
of membership to adhere to. Whether or not national or international standards for human capital
management are feasible or desirable is hotly debated, but to ensure our members are represented
in these discussions, Wilson Wong, Head of Insight and Futures at the CIPD, has taken on the role of
chairman of the British Standards Institute’s Human Capital Standards Committee, and represents the
UK on the committee scoping out both national and international standards for HR:
‘At the BSI, we’ve just embarked on a five-year programme of work, to define a national baseline of good
practice for “human capital management”. It’s a term that divides opinion, but we needed a broader
term of reference for our work to reflect the fact that we’re looking beyond the traditional boundaries
of HR, to include everything about people, including management practices. People lie at the heart of
every organisation’s value chain, so we want to increase mindfulness about how people are managed,
developed and supported to give their best. We’re defining a set of principles that organisations can sign
up to, rather than a set of prescribed systems or processes. The principles will focus on the objectives the
organisation is committed to achieving, and how it will measure its success – which is where this project
will draw on the findings of the Valuing your Talent initiative as well as other research.’
A 100-day public consultation on the draft standard (BS76000) opened on 1 October 2014. You can
have your say at bit.ly/BSIvaluingpeople

CIPD Annual Review 2013–14
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Laura Harrison
CIPD Director of Strategy
‘Professionals are bound together by a body of knowledge and practice and adhere
to a code of conduct. What really sets them apart from other practitioners is their
commitment to continuing professional development (CPD). We’re responding to
the growing demand for professionalism in HR by evolving our view about what
great practice looks like and how we can support our members in building and
maintaining that professionalism. If the last phase of development of the profession was characterised
by building commercial and contextual savvy, then the next phase must focus on integrating that with
deep understanding of the science of human and organisation behaviour. There’s so much we can
learn from emerging disciplines like neuroscience and we will make these disciplines accessible and
relevant to our members through our curriculum and CPD products and services. It’s a big ambition,
with a lot of ground to cover, but contributing to better economies and societies by championing
better work and working lives is a prize worth going for.’

Creating a culture of success at British Airways
Creating the culture and capability for success is a strategic priority for British Airways (BA). To
support this objective, the 150-strong HR team needed a more strategic approach to its own
development, so BA asked the CIPD to help it develop a structured approach to building capability
and professional expertise, to ensure that HR at BA reflects the latest theory and practice.
CIPD consultants worked with BA to understand the HR team’s strengths and revealed a mismatch
between business perceptions of HR and the HR team’s perception of itself – many stakeholders
saw HR as predominantly tactical with a need to operate more strategically, while the team felt
it was already delivering at this level. The CIPD helped BA identify a number of development
opportunities that would help raise the team’s game as strategic advisers to the business, and
ultimately gave the team professional membership accreditation. To date, 40 members of the team
have taken the Experience Assessment route to membership and a further six are upgrading their
existing membership to a professional grade. Those who’ve gone through Experience Assessment
at BA say they found it tough and exacting, but ultimately a highly rewarding process. People also
say they felt valued, recognised and invested in by BA as a result.
Experience Assessment participant, Eleni Boronte: ‘I put myself forward for EA because I have often
regretted not completing a CIPD qualification before. Being offered the opportunity and support
to do this through BA was appealing and exciting. I really wanted to have formal recognition for the
knowledge I have built up by working in learning and development for a long time.’
Jaswinder Sandhu from BA’s Talent, Leadership and Learning Academy sums up the impact
on the team: ‘Prior to the CIPD professional accreditation project we didn’t have a strong learning
culture. This programme of activity has been a very visible way of addressing this and has
highlighted our learning agenda. There is a “buzz” around learning and it has stimulated lots of
impromptu conversations.’

CIPD Annual Review 2013–14
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Building HR capabilities at the European Investment Bank
(Luxembourg)
The CIPD began working with the European Investment Bank in July 2013 to help its HR
business partner population adopt a more strategic approach to initiating and supporting
change within the business. We’ve delivered a practical nine-month programme to develop
new capabilities, embed new practices and behaviours in the HR team and raise the profile
of the HR team in the business over time. As a result, the HR team has been able to better
understand the role of strategic partnering, and the skills and behaviours required to be an
effective partner to the business.

But it’s not just individual practitioners
who are striving to increase their
professionalism. Over the past year,
we’ve seen increased demand from
employers looking to professionalise
their HR and L&D functions at an
organisation-wide level. Employers
including British Airways (see box),
the Civil Service and the Royal Bank
of Scotland have turned to the CIPD
for a credible benchmark for great HR.
We’ve helped many of these define
what great HR means in the context
of their organisation, create their
own capability frameworks using the
CIPD Profession Map as a template,
and developed bespoke development
programmes to build the capabilities
and professionalism of their teams.
For example, we helped professional
services company Charles Taylor
review its HR structure to help the
team take on a more global remit to
support a growing business with a
strong performance culture. One year
on, Chief Operating Officer Damian
Ely commented: ‘There is a definite
recognition that HR is more than an
administrative function. Turnover in the
HR team has reduced, there is better
understanding of key business needs,
and partnering is producing betterquality outputs.’
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Other organisations we’ve worked with
include Siemens and the European
Investment Bank (see box).
5 Engaging with those leading the
profession
To truly fulfil our role as the
professional body for HR and people
development, as well as being a career
partner for those rising through the
ranks, we also have a role to play in
supporting leaders in HR and L&D to
build capability in their teams, help
shape the future of our profession and
increase the impact they have on the
organisations in which they work.

The challenges
facing business
today are people
challenges and
we are seeing
real shifts in
the nature
of work, the
workforce and
the workplace.

The challenges facing business today are
people challenges and we are seeing real
shifts in the nature of work, the workforce
and the workplace. Our opportunity to
make a difference has never been greater –
business leaders, policy-makers, regulators,
shareholders, and our current and future
employees all need answers, and we need
to change, innovate and grow.
That’s why we’ve created Work., a new
quarterly business journal launched this
year for Chartered Fellows. It focuses on
the big themes and issues that we need
to understand and provides fresh insight
and in-depth analysis on trends and
opportunities in the world of work.

14

The CIPD as your career partner

Feedback from the first edition of Work.
‘I believe it is the best HR publication that I have read ever,
and I am over 25 years practising HR. Each article was very
relevant and thought-provoking. It was like a “Harvard
Business Review” exclusively focused on HR themes.’ –
Joan McGrath, Head of Human Resources, Davy
‘Work. – what a great idea. For me it’s all about the cutting
edge of how we are changing our businesses by influencing
at the highest (board) level, challenging the stereotypical
ideas around “employment” and enhancing the value of
people. Ideas – suggestions – case studies – written in a
manner that makes us pause for thought, challenges us on an
intellectual level, and makes us stop and think “what should
I be doing about that?”’ – Tracy Willday, Human Resources
Director, Newcross Healthcare Solutions

But we won’t change the world with a
journal alone. Our HR Leaders’ Network
has gone from strength to strength over
the past year, with a series of provocative
and thought-provoking debates,
supported by LinkedIn groups; and we’ve
set up a new HR4HR Network for those
acting as business partners to the HR
function, and developing and innovating
HR capability as a result.
In addition, we’ve been talking to some
of the group HR directors in the largest
organisations in the UK (including large
global organisations such as Jaguar
Land Rover, Microsoft and the Ministry
of Defence) with the aim of bringing
together their thinking with that of top
academics and other thought leaders in
a new Future of the Profession Network.
This network will draw on the experience
and insights of those at the very top of
the profession to rethink what we should
deliver as professionals, help determine
how the CIPD can develop more businesssavvy and future-ready individuals, and
ultimately help drive our mission for
better work and working lives.
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Gordon Headley, Vice President Human
Resources at Tullow Oil, became a
member of the CIPD for the first time
earlier this year. Previously he’d been
unclear how CIPD membership could offer
any real value to a professional operating
at a strategic level, but was persuaded to
attend an HR Leaders networking event
and was pleasantly surprised:
‘The event was an extremely useful
networking opportunity and gave me
great confidence in the vision, direction
and quality of leadership at the CIPD.
Networking with fellow HR leaders from a
variety of sectors helps us all share insight
on how to position so-called “HR issues”
as critical business issues. These are very
strategic events and I’m glad the CIPD is
leading the way, because there was a real
gap in the market. There’s so much room
for improvement when it comes to people
management within an organisation,
and it’s important to view this through
a business lens, not just an HR lens. But
there’s no point in complaining about HR
unless you commit to making a difference.
The CIPD is in a very strong position to
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work collaboratively with industry and
government in pioneering new, innovative
ways of taking people development
and organisational effectiveness to a
completely new level. I like the direction
the CIPD is moving in and want to be a
part of that.’
6 Recognition of professional
excellence
One of the most powerful reasons
HR and L&D professionals choose
to be a member of the CIPD is the
professional recognition they receive.
CIPD membership sends a strong signal
to colleagues and employers that you’re
committed to your own professional
development, guided by the standards
set out in the Profession Map and bound
by our professional code of conduct.
Helping all members get the
recognition they deserve, by upgrading
to the level of membership that
best reflects their knowledge and
experience, remains a priority for us.
Over the past year we’ve supported
more than 1,850 members through the
upgrade process and a further 700
individuals have become professional
members by means of the Experience
Assessment (EA) route to membership.

CIPD Annual Review 2013–14

We are also increasingly working
with organisations to support entire
HR teams through the Experience
Assessment process, as described
earlier in this section, and have
introduced new ways for organisations
to partner with the CIPD to develop,
recognise and celebrate their excellence
in HR and L&D practice:
• In-house development programmes
We provide an external seal of
approval to good-quality in-house
HR development programmes.
We allow organisations to tailor
the duration, design, content and
delivery of the programme, while
we endorse its overall quality by
benchmarking the content against
the CIPD Profession Map.

We’ve
introduced
new ways for
organisations
to partner
with the CIPD
to develop,
recognise and
celebrate their
excellence in
HR and L&D
practice.

• Professional standards
We provide an external seal of
approval to good-quality HR
competency frameworks. We allow
organisations to tailor the content to
their unique needs, while we endorse
its overall quality by mapping it to
our own professional standards.
We’ve developed these services in
response to demand from employers,
particularly in highly regulated sectors
such as banking, finance and utilities,
where there is a specific requirement to
demonstrate adherence to best practice.
We’ve already begun pilots with the
Royal Bank of Scotland and Lloyds
Banking Group.
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The work we’re doing to ensure we cater for
all the different groups we serve, wherever
they live and work and whatever they
specialise in
Championing better work and working lives is a clear and compelling purpose for
the professional body for HR and people development. We’re proud of everything
we achieved in our first 100 years, but because work and working lives come in so
many guises and continue to evolve, there will always be more opportunities to
broaden the reach, relevance and impact of our work. In the previous section we
described how we’re tailoring our services in line with the various stages of our
members’ careers.
In this section we’ll outline the steps we’ve taken to:

1

strengthen our local impact and support
for members throughout the UK and
Ireland

2 increase our support for members
living outside the UK and Ireland, as
well as those within our home markets
who have international responsibilities
3 invigorate our support for the L&D
community.
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1 Local impact
Last year we stated our commitment to
ensuring that we increase our connections
and relevance wherever our members
live and work. Across the UK and Ireland,
where most of our members are based,
this means offering a greater variety of
services outside of London, increasing
the support we give our 50-strong
network of branch volunteers to deliver
local member services, and ensuring the
CIPD and the profession it represents
has a strong voice and influence in local
business and policy debates.
CIPD Ireland
CIPD Ireland, with its dedicated team
of staff on the ground, has a proud
77-year history of providing locally
relevant services and support to our
Irish members. Reflecting the promising
signs of economic recovery in Ireland,
membership there remained strong this
year, with just under 5,000 members,
and the networking and CPD events
organised by our regional volunteer
networks around Ireland all attracted
record numbers. The annual CIPD Ireland
Conference attracted more than 500
delegates who came to hear from a
variety of influential speakers from local
government and education, as well as
a range of private and public sector
employers.
Our profile and influence in Ireland is
growing and we’ve established productive
relationships with key decision-makers,
including politicians, ministerial advisers,
agency directors and key civil servants.
Highlights of the year included President
of Ireland Michael D. Higgins accepting
our invitation to become CIPD Ireland’s
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patron, and partnering with The Irish
Times to produce a special supplement
on ‘Leading HR into the Future’. Moving
into 2014–15, the expansion of our team
of staff in Ireland is enabling us to deliver
even greater value for our Irish members,
by forging stronger links with our local
training and qualification centres and
connecting with the many multinational
businesses based in Ireland to help
with the professionalisation of their HR
functions.
CIPD Scotland
In Scotland, we’ve appointed a team
of full-time staff to help us connect
better with local members, businesses
and policy-makers and create a more
purposeful, co-ordinated and energised
network of HR professionals across
Scotland.

AWARD WINNER

One of the first steps has been to identify
opportunities to use technology and
social media to make it easier for our
members across Scotland to get together
without travelling for miles on end –
we’ve already got a 500-strong LinkedIn
group and we’ve launched a series of
webinars to provide learning and CPD
opportunities, based on various elements
of the CIPD Profession Map, for members
who can’t easily make it to face-to-face
events such as our award-winning annual
Scottish Conference. The new team is
also helping us make better connections
with local policy-makers – putting our
members’ expertise and voice at the
centre of the Scottish workplace and
business conversation – and stronger
links with the colleges and universities
that are developing the HR skills that
Scotland needs for the future.
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CIPD London
Having a team on the ground, harnessing
the magnificent support and efforts of
our volunteer networks, has worked
really well in Scotland and Ireland, so
we’ve already made the decision to
adopt a similar model in London. While
in many ways we’re focused on ensuring
the CIPD is not too London-centric, we
mustn’t forget that London is home
to more than 22,000 CIPD members
across seven distinct branches. The
city’s diversity, cultural strength and
global stature in financial services and
higher education give it a unique set
of opportunities and challenges when
it comes to employment and skills.
Over the past year the volunteers
chairing the seven London branches
have been collaborating closely on a
more unified agenda for London, with
a more co-ordinated calendar of CPD
and networking events. In 2014–15
these volunteer efforts will be further
supported by a new Head of CIPD
London working with staff at the CIPD’s
headquarters in Wimbledon. The team
will focus on delivering on local member
needs by representing members’ views
in policy discussions with City Hall and
the Greater London Authority, as well as
supporting wider CIPD efforts to build
closer relationships with London’s higher
education sector.
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England and Wales
Going forward, we’ll work with our branch
volunteers to review the support we offer
the various regions within England and
Wales, but will tailor our approach to the
context of each region. In the meantime a
number of strong regional collaborations
continue to thrive, including the Northern
and Midlands Area Partnerships, and
we’ve already introduced a new branch
structure in Wales to pave the way for a
more unified Welsh agenda.
We’ve also expanded our portfolio of
regional training courses and conferences
throughout the UK, including a variety
of short courses available in Cardiff,
Edinburgh, Birmingham and Manchester,
our HR in SMEs Conference in Sheffield
and London, and our Annual Conference
in Manchester. We’ve also enabled those
of our members who work as consultants
to register as preferred suppliers to
SMEs throughout the country under the
Government’s Growth Voucher pilot,
and have reached out to various other
bodies, such as the Federation of Small
Businesses (FSB) and local Chambers of
Commerce, who we hope to collaborate
with in the future to better serve the
needs of those working in SMEs.

... a number of
strong regional
collaborations
continue
to thrive,
including the
Northern and
Midlands Area
Partnerships,
and we’ve
already
introduced a
new branch
structure in
Wales to pave
the way for a
more unified
Welsh agenda.

20

Broadening our reach, relevance and value

2 Beyond the UK and Ireland
HR and L&D professionals operate in an
increasingly global context and so does
the CIPD. Not only do we have members
in all corners of the world, but many of
our members based in the UK tell us
they have responsibility for HR at an
international level and more and more
international students are coming to the
UK to study for our qualifications.
Over the past year we’ve seen increased
demand for creating greater consistency
in how HR operates around the world,
to the extent that the International
Organisation for Standardisation (ISO)
is looking at creating a set of global
standards for the profession. Compared
with professions such as finance and
accountancy, we have a long way to
go in terms of reaching a consensus on
international standards. And whether
or not it is possible or even desirable
to internationalise HR standards is still
hotly debated, but we’ll continue to play
our part in the discussions (see page 12
for more info). In the meantime, we’ve
already seen increased appetite amongst
other HR institutes and bodies around
the world to collaborate with us, share
best practice and align our respective
qualifications and professional standards
where appropriate. For example, we’ve
signed a reciprocal agreement with the
Australian HR institute (AHRI), which has
seen 134 CIPD members granted AHRI

membership, and 107 AHRI members
granted CIPD membership. And now
we’re working with academic advisers
at the Hong Kong Institute for HR
Management (HKIHRM) to review the
body of knowledge that forms HKIHRM’s
criteria for qualification.
We’re also helping to facilitate
greater sharing of ideas, expertise
and information between the various
bodies and institutes across Europe. As
secretariat for the European Association
of People Management (EAPM), we’ve
developed a new website that each
member organisation can contribute
to, creating a one-stop-shop for
information about HR practice across
Europe. We were proud to host the 26th
EAPM Congress, alongside our own
Annual Conference, in Manchester last
November. The theme for the congress
was ‘Managing the new global talent
realities’ and we attracted more than
180 delegates from 51 countries. The
topics covered ranged from the macrodrivers affecting the availability and flow
of talent, to strategies for identifying
future talent locally and globally.
Speakers included talent professionals
from organisations including CERN,
Shell and Unilever.

Our presence
in the Middle
East and Asia
is growing fast
and we’ve been
working with
multinational
organisations
based in those
regions to help
professionalise
their HR and
L&D functions.

Our presence in the Middle East and Asia
is growing fast. For a number of years
we’ve been working with multinational

Standard Chartered has partnered with the CIPD to pilot the award of professional CIPD
accreditation to staff across its global HR function. PK Medappa, Group Head of HR, comments:
‘This is part of the bank’s overarching strategy to nurture people’s careers by offering relevant
opportunities to develop skills, knowledge and experience in different functions, geographies or a
world-class specialism, such as HR. The CIPD’s renowned expertise and links with more than 100
similar institutions across the world made it the ideal partner for us.’
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organisations based in those regions
to help professionalise their HR and
L&D functions. For example, following a
successful pilot in 2013, the CIPD is now
working with the Asian Development
Bank on a development programme
to help a cohort of 32 HR practitioners
to professionalise the organisation’s
approach to HR. The initial pilot has
been successfully received and work
will continue into 2015. Similarly, we’ve
worked with one of the largest employers
in Saudia Arabia, the petrochemicals
firm SABIC, to deliver an in-house
certificate in HR practice to a group of
HR managers and business partners.
We’ve also been working with Standard
Chartered Bank and AIA in Asia, as well
as an exciting project with GKN’s top 100
HR leaders internationally.
Over the coming year we’ll also be
increasing our presence ‘on the ground’
in those regions to better support
the growing number of members we
have there, and to enhance the insight
we’re able to share with members
who operate elsewhere, but who have
responsibilities that extend to these
parts of the world. In Singapore we’ve
opened a new office with facilities that
local members can drop in and use,
similar to those available at our head
office in Wimbledon, and where we’ll
host a number of networking events to
bring members together to share best
practice. We’ve also appointed a new
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team there who’ll be helping to keep
us connected with local businesses and
policy-makers (see page 28 for more
infomation). In addition, a number of
local organisations have invited us to
speak at their conferences and events,
including the Human Capital Leadership
Institute, Civil Service College and Civil
Service’s Leadership Development
Programme. In Malaysia, the CIPD’s
qualifications have been included in a
recent initiative driven by TalentCorp, a
government agency tasked with raising
HR capability through HR certification.
In the Middle East we’re appointing
consultancy support on the ground
as well as additional resources at our
headquarters to support and coordinate wider CIPD activities in service
of more than 2,000 CIPD members
already operating in the region. We’re
developing a range of networks,
communities and events for supporting
governments, education providers
and others working to increase the
professionalisation of HR and L&D in
the region. We’ll focus on developing
collaborative arrangements with
relevant organisations to accelerate
the development and enhancement
of local professional standards and
recognition arrangements. For example,
we’ve already signed a memorandum
of understanding with the Federal
Authority for HR (FAHR) in Dubai,
designed to support these objectives.
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Ruth Stuart
CIPD L&D Research Adviser
Ruth Stuart joined the CIPD this year as L&D research adviser, having held a variety of
HR and L&D roles at Tesco PLC:
‘This year has seen a renewed focus on L&D research, with an emphasis on sharing
practical guidance and innovative ideas. In February 2014 we published a series of three
well-received reports exploring fresh thinking in learning and development. Written by
experts in their respective fields, these reports cover topics such as neuroscience and learning, cognition
and decision-making, and insight and intuition. We also continued to track key L&D trends in our sixteenth
annual survey, published in partnership with Cornerstone OnDemand. As a former practitioner, I’m
passionate about providing insight that drives action. Over the next year I’m looking forward to publishing
a variety of reports that will combine expertise from leading practitioners and academics, to inspire great
practice across the profession. Themes to look out for include: the developmental potential of volunteering,
neuroscience in action, the future of learning and development, managing transformational change, and
innovative entry-level development.’

3 Supporting the L&D community
Broadening our reach, relevance and
value also means supporting those of
our members who specialise in learning
and development (L&D). Last year we
set out our commitment to better serve
those professionals by making CIPD
membership more relevant to them.
Collaborating with experts in the field
to update the content and services
we offer members will be key to our
success in delivering that promise, as
will providing more opportunities for
L&D specialists to network with each
other and share best practice.
Our new Leaders in Learning network
got off to an excellent start this year,
with more than 300 members from
a range of sectors already signed up
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and three highly interactive events
hosted. We established the network
to bring together those who are
passionate about being at the forefront
of learning and development to meet
on a quarterly basis to share best
practice, review latest thinking and
strategy and explore the use of learning
technology. The network continues
to grow and will soon break off into
more manageable regional groups.
For those who can’t meet face to
face, the Leaders in Learning blog and
LinkedIn group provide opportunities
to share experiences and start debates.
Each week the blog hosts a thoughtprovoking perspective provided
by a mix of learning leaders and
practitioners, the occasional guru and a
monthly post from the CIPD L&D team.
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Our Learning and Development Show
in 2014 (previously known as the HRD
Show) was a huge success too. Nearly
5,000 professionals gathered to hear
the latest thinking and practice in L&D,
coaching and OD from organisations
including Barnados, Hilton Worldwide,
EDF Energy and University College
London. The overall focus of the
conference was on L&D practitioners’
role in developing talent pipelines fit
for the future, as well as developing
leaders capable of driving sustainable

organisation performance. Delegates told
us the content was relevant and engaging,
helping them to build their knowledge
and professional networks. Visitors to
the free exhibition reported a real buzz
at the event this year. They told us they
appreciated the diverse mix of products
and services on show, and the opportunity
to keep up to date with recent changes
in L&D through free learning sessions and
networking opportunities.

The Leaders in
Learning blog
and LinkedIn
group provide
opportunities to
share experiences
and start
debates.
cipd.co.uk/
learningblog

Andy Lancaster
CIPD Head of L&D
‘We’ve already established a formal research partnership with Towards Maturity,
to help drive better practice in the design, delivery and application of learning
and development in the workplace, and we’re partnering with relevant experts
to help us bring our portfolio of L&D qualifications up to date. We’ve teamed up
with Clive Shepherd to offer a new five-day Digital Learning Design programme
to give L&D professionals the competence and confidence they need to create engaging digital
learning content and with the Learning and Performance Institute to offer their Certificate in
Online Facilitation. We’re also consulting with subject-matter experts as we update the content
and structure of our foundation- and intermediate-level L&D qualifications. Due to launch in
January 2015, we’re bringing them right up to date with the very latest thinking and competencies
in L&D and introducing some new units based on feedback we’ve received from L&D professionals
through our Leaders in Learning network and social networks. The updated qualifications will
form the foundation for the design of a new L&D continuing professional development offering.’
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The work we’re doing to extend the impact
and voice of the CIPD and the profession as
a whole, through research and engagement
with policy-makers
To extend our impact and voice through the HR and L&D professions and beyond, we must remain at
the heart of the debate for all matters relating to work and working lives. This means collaborating
widely with other institutes, professions, researchers, academics and practitioners, producing thoughtprovoking research that challenges the status quo and inspires action, and engaging with policy-makers
and opinion-formers to influence change.
Better work and working lives is about people and business, and the core premise of all of our research
and policy work is that what’s good for people is good for business, economies and society. Investing
in people is not a sacrifice businesses make to ease their social conscience, but is vital for their growth
and sustainability. Issues such as skills’ shortfalls and mismatches, generational and demographic
shifts, workforce engagement, and building more agile and sustainable businesses for the future are
impacting both business and governmental thinking. More is being expected of our profession as a
result, and at the CIPD we are responsible for helping the profession step up to make a difference and
add greater value to the enterprises we support.
Our pragmatic approach, grounded in evidence and expertise, means
media and policy-makers can always rely on us for an objective
perspective and a vision for the future that balances the needs
of both employers and employees, wherever and however
they work.
In this section we’ll give you:

1

an overview of how we represent the voice of HR in
policy debates

2 a snapshot of some of the key themes our research and
policy work has focused on in the past year
3 an overview of the research themes we’ll be focusing on
in the year ahead.
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Mike Emmott
CIPD Public Policy Adviser
Mike Emmott has been a CIPD public policy adviser for 18 years:
‘Our public policy activities are higher profile, more ambitious and more coherent
than ever before and we’ve increased our visibility with ministers and other key
stakeholders. The obvious example is our work with young people, where the CIPD
is working with members to offer young people practical help and support with the transition
from education to work. Our research on zero-hours contracts has significantly shaped the public
debate on the changing nature of work and our manifesto for the 2015 elections, including a call
for a Workplace Commission, is already gaining great traction.’

1 The voice of HR
There’s clearly an appetite amongst
members to understand the wider policy
debates and research we engage in.
The CIPD Public Policy blog, launched in
November 2013, has become the most
read blog on our website and member
response to our public policy consultations
has increased significantly in the past year,
helping us ensure that the voice of HR is
represented in policy debates.
For example, our consultation on low pay
garnered more than 300 responses from
members, enabling us to engage with
the Low Pay Commission and Welfare
Minister Lord Freud around the important
role of employers and HR professionals in
helping low-paid workers increase their
hours and earnings in the context of the
new ‘Universal Credit’ system. Following a
roundtable with the minister and a group
of CIPD members, we’ve been invited
to form a joint working forum with the
Department for Work and Pensions to
analyse the evidence base around in-work
progression and what more government
needs to do.
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Policy-makers have also shown a strong
interest in the role that HR professionals
can play in improving employment
prospects for young people. After a
meeting with Employment Minister
Esther McVey to discuss our work, the
minister gave the keynote speech at the
nationwide launch of our Steps Ahead
Mentoring programme in Manchester;
and Skills Minister Matthew Hancock
has shared public platforms with CIPD
representatives at various events.
We’ve also developed strategic
relationships with the official
opposition, including Shadow Business
Secretary Chuka Umunna, Shadow
Minister for Trade and Investment Ian
Murray, and the Shadow Minister for
Competitiveness and Enterprise Ian
Wright, who spoke at the launch of our
zero-hours contracts research.
During the past year we’ve significantly
increased our engagement with policymakers outside of Westminster too.
In Scotland we’ve developed a policy
agenda called ‘Scotland’s skilled future’
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and have already contributed to Sir Ian
Wood’s review of recommendations
designed to improve young people’s
transition into employment and to the
Scottish Government’s Commission for a
Fair Workplace.
In Ireland, we’ve submitted evidence
to a government consultation on
the reform of Apprenticeships and
partnered with the Department of
Social Protection and WorkLink on a
successful Steps Ahead Mentoring pilot,
in support of the Government’s Action
Plan for Jobs. We’ve also collaborated
with Accenture on an initiative to
attract more Irish women into science
and technology and have established
relationships with CIMA Ireland, with a
view to mirroring the UK partnership
between the two professional bodies.
Looking further afield, we’ve added a
European adviser to our policy team
to build links with policy-makers in
Brussels on key employment issues such
as employee relations and diversity, and
our new team in Singapore has been
working with a number of government
ministries including the Public Service
Division, the Ministry of Manpower and
the Workforce Development Agency
(WDA). We’ve also been working
with SPRING, the government agency
responsible for helping Singapore
enterprises grow, by providing
content for an SME portal, and with
the Tripartite Alliance for Fair Trade
Practices on employment law guidelines.
2 Key themes this year
The changing nature of work
The changing nature of work has been
high on the public agenda this past
year. Our Labour Market Outlook survey
revealed in August 2013 that zero-hours
contracts were more prevalent than
official statistics showed, which raised
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public concerns about workers’ rights. But
further CIPD research amongst employers
and employees revealed that the contracts
had been unfairly demonised.
Despite some instances of malpractice
– including the unfair use of exclusivity
clauses – when managed properly, these
flexible contracts could be beneficial to
both employers and employees. We were
invited to meet with Shadow Business
Secretary Chuka Umunna to discuss our
research, and our objective evidence
was cited by Business Secretary Vince
Cable in the House of Commons, as
well as in countless media reports and
various consultations and reviews of the
regulation surrounding the contracts.
We’re pleased that the attention drawn
to this practice has ultimately resulted in
exclusivity clauses being outlawed.

We’ve added
a European
adviser to our
policy team to
build links with
policy-makers
in Brussels on
key employment
issues such
as employee
relations and
diversity.

Meanwhile, our Megatrends research
series, led by CIPD Chief Economist
Mark Beatson, has been exploring
other high-profile trends relating to
the changing nature of work, including
working hours and slow wage growth.
Read more at cipd.co.uk/megatrends
The skills and employment landscape
Skills were once again a core focus of
our research and policy work last year.
Our Learning to Work programme went
from strength to strength, as described
by CIPD staff member Rachel Lloyd
(see page 29), and has seen us engage
with Employment Minister Esther
McVey, London Mayor Boris Johnson
and Skills Minister Matthew Hancock
on issues related to youth employment
and employers’ role in building their
own talent pipelines. Peter Cheese has
continued to work in collaboration with
senior business leaders on these issues
via the Business in the Community
Talent & Skills Leadership Team.
We’ve also continued to champion
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Learning to Work
Rachel Lloyd joined the CIPD in October 2013
to work on the Learning to Work programme,
which encourages employers to engage more
closely with young people, grow their own
workforces and ultimately help tackle youth
unemployment:
‘A few years ago I was an unemployed graduate and saw for myself the lack of guidance and
support available to young jobseekers. That’s why I’m so passionate about the role employers can
play in helping young people make the leap from education to work.
‘I’ve been particularly excited to support two volunteering initiatives – Steps Ahead Mentoring
and Inspiring the Future – which encourage HR professionals to work with young people to help
them develop their employability skills and gain insights into the world of work. In January we
launched an online mentor matching portal enabling us to expand across the whole of England and
Ireland. More than 1,400 CIPD members have already signed up as mentors, and soon we’ll have
pilots running in Scotland and Wales. Funding from the Centre for Social Action Innovation Fund,
supported by Nesta and the Cabinet Office, will help us expand even further over the coming year.
‘Working on Inspiring the Future has been a great experience too. More than 2,000 CIPD members
have signed up to give careers and CV advice to school students and this summer I helped arrange
for volunteers to attend careers fairs across England, where dozens of CIPD members helped
hundreds of young people with their CVs.
‘Beyond these formal volunteer programmes, it never ceases to amaze me how many HR
professionals are willing to give up their time and expertise to help young people – the support and
commitment we get from employers as part of the Learning to Work advisory group is testimony
to the fact that HR professionals know they can make a difference. The insights we gain from the
advisory group have fed into the range of research reports and guides we’ve produced this year, to
help encourage even more employers to play their part. Stand-out moments for me this year include
the launch of our Managing Future Talent guide, in collaboration with unionlearn and Acas. And in
November we launched the Youth Social Action and Transitions into Work report, which kicked off
our wider work around youth volunteering, in support of the national Step Up to Serve campaign.
We also produced an extensive guide for young people with support from UK Youth, Envision and
the Prince’s Trust, and established a new Learning to Work Youth Group, made up of 18–24-yearolds who dedicate their time to help steer and inform our work, ensuring the voice of young people
is well represented.
‘A personal highlight for me this year was the opportunity to start a new role within just a few
months of joining. I’m now working directly on the Steps Ahead Mentoring programme, which I
think is an excellent scheme, giving young jobseekers the opportunity I would have benefited from a
few years ago. Championing better work and working lives starts with helping young people access
the labour market and I’m really proud to be a part of this.’
To get involved, visit: cipd.co.uk/learningtowork
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Mark Beatson
CIPD Chief Economist
‘Tackling our long-standing productivity problem requires policy-makers,
employers and trade unions to engage more closely with each other to
find ways of stimulating investment, addressing long-term skills needs and
making better use of the skills and talent already available in the workforce.’

the various routes into work for young
people, particularly Apprenticeships,
and worked with the National
Apprenticeship Service to research the
reasons behind recruitment mismatches.
We also worked with SKOPE (the Centre
on Skills, Knowledge and Organisational
Performance) on an important piece
of research that revealed fundamental
failings in the structure of the UK’s
employment and skills system. The
paper added to the weight of academic
evidence showing that there has been too
much focus on the supply of skills, adding
to the pressure on government to increase
focus on employer demand. We’ve
proposed that a Workplace Commission
be established to address this, and a
broad range of think tanks and academics
are on board. Taking this proposal forward
will be a key focus for us in the run up to
the UK General Election in 2015.
The year of productivity
In December 2013 our Chief Economist,
Mark Beatson, issued his outlook
for 2014 and called for a ‘year of
productivity’ in which the so-called ‘jobs
enigma’ (productivity growth lagging
behind increasing employment) would
make way for the ‘jobs machine’.
Beatson’s commentary was reported
by a wide range of national print and
broadcast media at the time, and set the
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scene for many economic commentators
for the year to come. Of course, it’s
difficult to talk about productivity in
isolation from pay. In February 2014 we
launched two reports, the latest in the
Megatrends series, which asked, ‘Have
we seen the end of the pay rise?’ and an
Employee Outlook Focus report which
explored attitudes to pay and pensions.
Launched alongside each other, these
two reports enabled us to convey the
message that wage growth will remain
muted until we improve workplace
productivity and skills.
As part of our manifesto for work,
we’re calling for a substantial review
of the Government’s skills policy in
order to understand the structural
causes of low productivity and we’re
also conducting our own research
into the role of people management
and leadership in raising productivity.
We’ve already published research
exploring the barriers that are
preventing managers and leaders from
putting effective leadership theory
into practice (Real-life Leaders: Closing
the knowing–doing gap), and have
partnered with Affinity Health at Work
to produce and disseminate a practical
toolkit to help develop leaders that
are equipped to lead healthier, more
engaged and productive workforces.
Visit cipd.co.uk/leadership for more
information.

As part of our
manifesto for
work, we’re
calling for a
substantial
review of the
Government’s
skills policy
in order to
understand
the structural
causes of low
productivity.
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Broadening the reach and relevance of our research
Over the past year we’ve worked hard to make our respected content work harder for a wider
range of audiences. We’ve used insights garnered from our research to produce podcasts,
videos, animations and practical toolkits tailored to the needs of practitioners operating at
different levels and in different sectors and geographies. Several research projects have already
been extended to cover Asia, for example our work on HR in SMEs and our research into
organisational fairness, and over the coming year we’ll be looking for more opportunities to
increase the international relevance and outlook of our research.
To see what other research we’ve published this year, visit cipd.co.uk/research

Valuing your Talent
In November 2013 we launched the
Valuing your Talent (VyT) project, a
collaborative research initiative to
encourage a greater appreciation of
how people drive value in organisations
and to shift business mindsets and
behaviours so that investment in people,
via skills and training, is seen as a longterm asset rather than a cost.
In partnership with the UK Commission
for Employment and Skills (UKCES),
the Chartered Institute of Management
Accountants (CIMA), the Chartered
Management Institute (CMI), the Royal
Society for the Encouragement of Arts,
Manufactures and Commerce (RSA),
and Dr Anthony Hesketh of Lancaster
University Management School, we’ve
developed a broad and comprehensive
framework to help organisations assess
the ways in which people drive value
in their business and identify ways in
which further value could be unlocked.
The framework was developed based
on insights gained from interviews with
CFOs, CEOs and chief HR officers/HR
directors across 40 organisations, as
well as a series of roundtables and focus
groups to look at the specific challenges
facing different groups, including NHS
Employers, SMEs and investors. The
RSA and the CIPD also teamed up to
host the VyT Challenge – an online
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‘crowd-sourcing’ platform where we
invited contributions from practitioners
across the management, finance and
HR functions, as well as academics
and thought leaders, to contribute
thoughts and ideas on the emerging
VyT framework.
We presented the VyT framework and
findings of our research so far to a select
gathering of HR, finance and business
leaders in June 2014, in order to garner
feedback which will help shape our
future work. Our research to date has
revealed just how big the challenge we
set out to conquer really is.
We’ve made some good headway,
but further progress will require a real
concerted effort from business, the
HR and finance professions, and other
key influencers such as the investor
community and regulators to bring about
the movement we’re seeking to create.
Next, we’ll begin a programme of
further research and engagement,
to help us create meaningful content
that will help shift mindsets and
practical tools that will help improve
practice. We’ll also be developing a
targeted senior-level policy campaign
advocating better human capital
measurement and reporting. For more
information, visit
www.valuingyourtalent.co.uk
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3 The year ahead
The CIPD’s research and policy plan
for 2014–15 is aligned with our new
model for the future of HR (see
diagram). The model distils the role
of HR into four core areas: helping the
business understand the changing
real-world context in which we
operate; applying a real understanding
of the science that shapes how the
people we employ behave, learn and
are motivated; working closely with
other business disciplines to provide
better measurement and insight into
what drives value, performance and
outcomes; and using all of those three
things to develop practices, processes
and policies that best support staff,
managers and business leaders to drive
value in their organisations.
In particular, we’ll be focusing on the
following themes:

A new model for the future of HR

Insight on
Changing
Context

Business
Commercial
Insight, and
Analytics

Better work
and working
lives

Science of
Human
Behaviour

HR &
Learning
Processes,
Practices,
Policies

• t he science and technology driving
better work and working lives
• t he role of people management in
productivity
• m
 easuring and driving investment in
skills
• youth employment
• trust, culture and business
• the future of HR
• e
 lection year 2015 – our Manifesto for
Work (cipd.co.uk/manifesto15).
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How our staff, volunteers and associates
work together to achieve everything the
CIPD does
The shared conviction that we can make work and working lives better by supporting the development
of the HR and L&D professions is a very positive motivation for the 357 staff, thousands of volunteers
and network of 195 associates who work with us. The roles vary enormously, but we all aspire to the
same shared values: Purposeful, Agile, Collaborative and Expert.
In this section you can read about:
1

our people strategy and key ‘human capital’ metrics

2 our volunteers
3 our governance structure.
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Our human capital dashboard
Who works for us?
• 357 staff (333 full-time equivalent) plus
19 contractors
Full- and
Part-time
staff

full-time: 280

• full-time: 280

part-time: 77

• part-time: 77
• 4 home-based staff, plus flexible working
uptake by others on an ad hoc basis

The diversity of our workforce

Female: 69%

Male: 31%

Reported disability: 2%

No disability reported: 98%

Age profile
80
70

Asian: 5.6%

60

Black: 6.7%

50
40

Mixed: 2.9%

Ethnic
profile

30

White: 78.4%
Any other

20

ethnic group 0.6%

10

Unknown: 5.9%

0
20-24

25-29

30-34

35-39 40-44 45-49

50-54 55-59 60-64

65-69

70-75

Average length of service (years)

% of staff with >5 years service

9

60%

8

50%

7

40%

6
5

30%

4

20%

3
2

10%

1
0
Band 1

Band 2

Band 3

Band 4

Director

Level of seniority
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1 Our people strategy
Our people strategy focuses on five core
areas to ensure we have the operating
model, culture and capability to
deliver our ambitions successfully and
efficiently, and that our people get the
support and development they need to
help the CIPD achieve its mission while
reaching their own full potential.
In brief, the five core areas are:
1

2

3

4

5

Developing and maintaining a
strong and diverse leadership and
management team, equipped with
the skills and behaviours to make
sound decisions and empower others
to do their jobs effectively.
Developing capabilities to meet
customer needs, by improving our
digital skills, international knowledge
and market awareness and by living
and breathing our core values and
competencies. We continue to wear
our Investors in People Gold Status
with pride.
Rewarding and recognising good
work and high performance in a
fair and timely manner, and in line
with the overall success of the
organisation.
Introducing new ways of working,
including new collaborative digital
platforms and customer-centric
back-office systems.
Maintaining a strong and engaged
culture founded on clear and open
communication about our strategic
priorities, as well as more effective
knowledge-sharing.
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In line with this strategy, during 2013–14
we focused on:
Leadership and management
In 2013 we created a new ‘Extended
Leadership Team’ made up of all our
directors and heads of department,
who meet monthly to contribute
to the CIPD’s strategy and take a
shared responsibility for leading the
organisation on its strategic journey.
The team took part in a 360 assessment
exercise this year, to benchmark their
capabilities across 11 different aspects of
leadership against other organisations.
Our team scored higher than benchmark
in seven areas, on par with benchmark
in one and just fractionally lower in
the remaining three. We’ve combined
that insight with feedback from our
engagement survey and stay interviews
(see further detail below) to inform our
leadership development plans for the
coming year.

Our people
strategy focuses
on five core
areas to ensure
we have the
operating
model, culture
and capability
to deliver our
ambitions
successfully and
efficiently.

We’ve also introduced a more consistent
approach to business planning across
the organisation, with each directorate
committing to a clear plan with KPIs
relating directly to our core purpose and
strategic priorities. Each plan is available
for anyone in the business to see,
enabling individuals to align their own
development objectives with team goals.
A new approach to talent management
is making it easier for us to identify
individuals with the potential to make the
biggest contribution to our business and
ensure we do everything we can to retain
and develop them, so that we can appoint
new leaders from within our existing
workforce wherever possible.
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High-potential individuals are given
strategic projects to challenge and
develop them, assigned an in-house
mentor or external coach, or seconded
to other areas of the business. In some
cases we’ve even found secondment
opportunities outside of our business;
for example, two members of staff have
been seconded to support the Engage
for Success initiative at different times
during the year.
We’ve also introduced a new suite of
‘management essentials’ training courses
and resources to help improve line
manager capability.

Developing capability
We remain committed to investing in our
staff and continue to take pride in our
Investors in People Gold Status. In May
2014 we celebrated ‘Learning at Work’
with the launch of a new online learning
tool called ‘MyL&D’, which gives staff
access to more than 250 courses aligned
to our core competency framework.
At least 209 members of staff received
formal training throughout the year – not
including the ongoing on-the-job training
and coaching all staff have access to –
and 79 members of staff took advantage
of an additional personal development
allowance to focus on development
outside of their core roles.

We remain
committed to
investing in
our staff and
continue to
take pride in
our Investors
in People Gold
Status.

Investing in our future workforce
In the past year we’ve employed two young apprentices and provided 25 work experience placements for
14–19-year-olds. We see this as an important investment in our talent pipeline, as well as an opportunity
to help young people in our local community with the transition from education to work.
Jasleen Assee came to the CIPD on a three-month work experience scheme promoted
by the MP for Mitcham and Morden, following more than a year looking for work after
graduating from university. She has now taken a full-time permanent role in our Secretariat
Department, where she helps co-ordinate the complaints and disciplinary procedures
related to the CIPD’s Code of Professional Conduct.
Emma Macintosh joined the CIPD in February 2014 as an apprentice in Business
Administration, Maths, ICT and Office Skills: ‘I’ve already learned so much about data
entry, electronic filing, invoicing and data protection, and hopefully have helped my
colleagues too. I’ve even had the chance to process bookings for an event and greet and
register delegates on the day. I keep learning new things every day and look forward to
each challenge. I chose this Apprenticeship as I thought it would open up lots of contacts
and give me a range of experiences in a business environment; I hope it will help me pursue a career
in business events that could eventually see me travelling around the globe. The CIPD has been very
welcoming; the people I work with have made me feel at home and take a real interest in my learning. I was
particularly proud to win a STAR award, in recognition of the way in which I’ve worked hard and fitted into
the team. I feel very lucky to have such a great team.’
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We held at least one lunchtime learning
session each month (known as
‘Discovery hour’), giving all members
of staff the opportunity to gain insights
from colleagues on specific areas of
expertise.

Overall spending on training
decreased marginally year on year
because the focus for 2013–14 has
been on completing our organisation
development (OD) review. By better
aligning our organisational structure
with our value chain, we’ve been able
to remove duplication and identify gaps
in capability. Staff development plans
for 2014–15 will focus on improving our
digital skills, international knowledge,
market awareness, governance and
risk management, as well as continuing
to live and breathe our organisational
values (PACE) and core competencies
(see cipd.co.uk/workingforus for
details).

To help us better align our capabilities
with strategic goals, we created a
number of new roles in areas including
project management, new market
development and a new European
public policy adviser. A third of those
new roles were filled with internal
candidates and a new in-house
recruitment strategy has helped
us improve the quality of external
applicants while reducing our overall
recruitment spend by around £100,000,
despite almost doubling our overall
recruitment volume.

Staff
development
plans for 2014–
15 will focus on
improving our
digital skills,
international
knowledge,
market
awareness,
governance
and risk
management.

Investing in capability
We spent 1.07% of staff payroll on
training (2012: 1.4%).
Staff spent almost 400 days on formal
off-the-job training (2013: 500 days).
We supported ten members of staff
to achieve a professional qualification.
Spend has increased as follows:

2011

2012

£3,800

£6,000

2013
£9,6000
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2014
£15,000
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Reward and recognition
We’ve introduced a simpler annual
bonus scheme, rewarding both
individual performance (PACE Pay) and
organisation achievement (Share in
Success Pay), with the former now paid
more promptly following performance
reviews. We’ve also introduced a
new STARS scheme to provide more
immediate recognition and reward to
staff who go above and beyond the call
of duty during the course of the year –
equivalent to one, two or five days’ pay.
108 STARS were awarded in the last
financial year, with payments made every
month. We also completed the pensions’
auto-enrolment process for existing staff
and just 41 people (12% of staff) have
opted out of the pension scheme so far.
Our PACE Awards, first launched
in June 2013, continue to prove an
excellent way for any member of
staff to recognise their colleagues’
commitment to living and breathing
our shared values. Our staff made
more than 70 nominations throughout

the last year, and we extended
the scheme to include our branch
volunteers.
New ways of working
We’ve completed a comprehensive
review of the ways in which the CIPD
could better meet customer needs by
adopting more digital and collaborative
ways of working (nicknamed Project
Aurora). A number of project teams
are now working on a series of 90-day
sprints to implement the new ideas
and we’re creating a Digital Academy
to enhance the skills and proficiency of
all our staff. We’ll be creating a range
of digital learning and development
content and digital champions and
mentors across the business will share
their know-how in face-to-face training
and coaching sessions.
The first phase of a project to help us
become more efficient and connected
across our business, in order to improve
the service we offer our members, went
live in November 2013.

Farida Qureshi
CIPD Quality Assurance Co-ordinator
Farida Qureshi has worked in three different departments at the CIPD – she
joined more than 30 years ago before the IPM merged with the ITD and has
seen membership increase three-fold during her tenure:
‘I’ve seen significant changes in the way in which we communicate with our
growing numbers of members and customers. We’ve updated our database
system at least four times and introduced a dedicated contact centre with specialist teams to help
us provide a better service to our members. Our qualifications structure has changed a number of
times too, as we’re constantly reviewing it to make sure we keep up to date with the changing world
of work. I’m particularly proud of the steps we’ve taken in recent years to improve quality assurance
and ensure a more standardised approach to qualifications across all of our centres. In the last year
alone we’ve approved 9 new CIPD-accredited centres and 22 additional programmes. I’m looking
forward to continuing to expand our network of approved centres so that we can give even more
students the opportunity to pursue a career in HR.’

CIPD Annual Review 2013–14

39

CIPD at work

The project involves replacing and
consolidating our current customer
databases to improve our systems
infrastructure and processes. The
second phase is currently under way
and will deliver improvements to our
online services for members and provide
a new qualifications management
system to better support our student
members and qualifications community.
We transformed the library at our
headquarters in Wimbledon into a
modern workspace and resource
centre for staff, members, contractors
and other visitors. OPENSPACE
combines three bookable meeting
rooms with flexible open plan space
for ad hoc meetings and team
brainstorms, which can also host
events for up to 200 people.

Members can browse through our range
of HR and L&D journals and salary
surveys, access our website and use
the computers provided to access even
more resources online. They can also
take advantage of free wifi and a Costa
Coffee franchise.
Culture and communication
We’ve continued to use storytelling as an
effective management tool to help our
staff engage with our overall strategy.
We’ve also given staff more clarity on our
priorities by publishing each directorate’s
business plan on our new intranet,
providing regular town hall updates on
progress against our strategic plans, and
bi-monthly opportunities for all staff to
network with our leadership team on a
face-to-face basis.

Sarah Corney
CIPD Content Technology and Delivery
Manager
Sarah Corney joined the CIPD in August 2013 after 14 years at a large
publishing company. She was originally recruited as production and operations
manager, but quickly became closely involved in the CIPD’s vision for a new
content strategy that would see all of our valued content work harder for our
various audiences:
‘The moment I walked through the building I thought it was a great place to work. People were excited
about what I was going to contribute, everyone has shared goals and, because most of us are located
in one relatively small office, collaboration is much easier than it was in the massive company I worked
in before. One of the most exciting things for me is that we’re going through a period of enormous
positive change and I’ve got the opportunity to be part of that. I really like our PACE values. The four
words felt a bit intangible at first, but I quickly saw that they permeate everything we do and give us
all a proper framework within which to conduct our day-to-day working lives. “Agile” is particularly
relevant to my work: our new content strategy – COPE (create once, publish everywhere) – will enable
us to respond to customer needs and pain points much more quickly and effectively by adapting
content for any digital platform or device and tailoring it directly to how our customers want to
interact with us.’
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Nicola Peachey
CIPD Project Executive
Nicola Peachey has worked at the CIPD for eight years and is currently
co-ordinating a number of collaborative research projects, including
Valuing your Talent: ‘There are so many reasons I enjoy working for the
CIPD and our new shared values sum them up in many ways. In particular,
over the years we’ve developed a much clearer and digestible purpose with clear strategic
priorities. Communication with staff from the leadership team has really improved over the past
year. It’s great to know what’s going on and where I fit in. I’ve also seen us become much more
collaborative in recent years – both across different teams and departments internally and with
external partners and stakeholders. We’re testing out a new concept called “Working out loud” at
the moment – we’ve still got a long way to go, but it’s already helping us share ideas and insight,
and stopping us from duplicating effort from team to team.’

A number of new initiatives have helped
us increase transparency and knowledgesharing across the business, as well as
facilitating more agile working which
helps us put the customer at the heart
of everything we do. Our organisation
development (OD) work has led to the
development of a number of crossfunctional project teams that are
improving the way in which insight and
expertise is shared across the business,
and we’ve developed a new intranet
(WORKSPACE), as part of Project Aurora,
to reduce our reliance on emails and
meetings and provide an informal forum
for staff to ‘work out loud’ – sharing
knowledge and success that others can
learn from on an ad hoc basis. To learn
more about the concept of working out
loud, and the benefits our staff have
seen, visit cipd.co.uk/workingoutloud
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We’ve continued to work hard to ensure
that staff remain engaged with our
purpose and enjoy working at the CIPD
and our regular health and well-being
days and social events all contribute
to a happy and healthy workforce. Our
absence levels remain low at an average
of 3.63 days per person (41% of staff
recorded no absence at all), and in
the past year we’ve used a variety of
means to collect insights on employee
engagement to ensure that our efforts
are targeted in the right areas.
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Staff spent almost 400 days
(2013: 500 days) on formal
off-the-job training.

qualification. Spend
increased as follow

£3

Employee engagement

Employee engagement score
Best Companies

In December 2013 we asked staff to take part in an employee engagement
survey called ‘B Heard’ as part of our submission to the ‘Best Companies to
Work For’ rankings. We achieved an overall Best Companies Index score of
650 (on a scale of 1 to 1,000), and secured a place in the 2014 Top 100 ‘Best
Not-For-Profit Organisations to Work For’ with ‘one to watch’ accreditation
status. Throughout the year we also conducted a series of ‘stay interviews’ to
get deeper insight into what keeps CIPD staff engaged and motivated, and
where there is room for improvement.
Lisa Sarjeant, CIPD HR Director, comments on the combined insights we gained:
‘Looking at the organisation overall, engagement is positive and we’re pleased
with the results of the survey when compared with other similar organisations.
But, the real value in taking part in the Best Companies initiative is in the detailed
analysis of the results, especially when you break the results down by department
and look at the different factors that contribute to engagement. We found that
our staff feel strongly engaged with their job, the CIPD and its wider purpose,
as well as how well they work with their immediate colleagues. However, we
identified room for improvement in terms of reward and recognition, leadership
and management. We’ve fed the detailed results back to all departments and
begun implementing new initiatives to address any areas where engagement fell
below par and to help raise our overall score and ranking next year. For example,
our leadership team has taken part in a 360 feedback exercise to help us get more
insight into how we can improve leadership and management at the CIPD.’

2 Our volunteers
Our people extend far beyond the
CIPD’s headquarters in Wimbledon
and encompass a significant volunteer
effort. Nearly 800 people volunteer
their time to support the CIPD’s work
in a variety of roles, including board
trustees, governance committees,
branch network officers and committee
members, community champions and
membership upgrade assessors. More
than 700 volunteers are signed up as
branch committee members and in board
and honorary positions. They support
our local member engagement, and
many more help out with things such as
meeting and greeting at events. This year
our local volunteer networks, known as
the CIPD branches, have held more than
1,300 events.
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We made it into
Organisations t
accreditation st

Overall Best Co
scale of 1 to 1,00

We made it into the Top
100 ‘Best Not-For-Profit
Organisations to Work
For’ – ‘one to watch’
accreditation status
Overall Best Companies
Index score of 650 (on a
scale of 1 to 1,000)

The benefits to the CIPD of these
volunteer efforts are clear to see,
but our research also shows that
volunteering brings significant benefits
to those giving of their time and the
organisations they work for. That’s why
we not only encourage our members to
take part in schemes like Steps Ahead
Mentoring and Inspiring the Future,
but we also encourage our own staff to
take part in those schemes or give their
time to other voluntary causes. Where
staff have at least one year’s service
with the CIPD, we will give half a day’s
paid time off each year for undertaking
voluntary activity.
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Michelle Zal
CIPD Branch Development Executive
Michelle Zal, Branch Development Executive at the CIPD, comments: ‘The diversity
of volunteers who give their time to the CIPD was reflected in the first ever
Volunteer PACE Awards, which we launched this year to recognise and showcase
our volunteer role models, whether these are volunteers operating within a branch
or group to provide a valued service to members and local communities, or those
helping to drive and shape the CIPD’s agenda, and develop the wider HR profession.
‘The winners included chairs and local leaders building the visibility of the CIPD locally and regionally,
across London, Wales and Scotland. And in Ireland, we recognised Kevin Empey for his role in setting
up Worklink, a voluntary organisation to assist the unemployed with mentoring and careers support,
which later partnered with CIPD Ireland to roll out the Steps Ahead Mentoring programme. We continue
to attract interest from outside the CIPD on our volunteer awards and are exploring how we might
embrace a wider population of volunteers in our recognition scheme going forward.’

3 Our governance structure
The governance structure on page 44
shows how our volunteers contribute to
the effective governance of the CIPD.
Over the last 18 months we’ve built on
our existing strong relationship with
Council, investing time and energy
in a number of formal and informal
meetings to fully engage them with our
strategic priorities, so they can better
help us to build momentum and impact.
This work has really helped us to make
progress together, and we’re proud of
the constructive and honest dialogue and
engagement we have with this important
and committed group of key stakeholders.

We now have 12 Board members, all
serving three-year terms (renewable
once), who are also the charitable
trustees of the CIPD. Seven are
elected by Council, made up of one
representative from each of our
branches who also elect the Chair of
the Board. The President, Treasurer
and Vice President, Membership and
Professional Development are voted in
by CIPD members at the Annual General
Meeting (AGM), with the Chief Executive
appointed by the Board itself.

During the past year, we also reviewed
our Charter and Bye-laws, simplified
our governance arrangements and
established a Nominations Committee
responsible for ensuring a good supply
of, and scrutinising the quality of,
applications for Board membership.
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CIPD governance structure

Council
Branch
Network

CIPD
Board

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

Barry Hoffman

Mentors
Martin Ferber

Code of
Conduct
Panels

Ian Iceton

Audit
Committee
Barry Hoffman
Martin Ferber
Ian Iceton
Stephen Moir

Stephen Moir
Gill Rider

Online
Contributors

President

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

Dean Royles
Chair

Peter Cheese
Chief Executive

Remuneration
Committee

Anna Kyprianou

Gill Rider
Dean Royles
Ian Iceton
Frank Douglas

James Cullens

Frank Douglas

Membership
Upgrade
Assessors

Tanith Dodge

Nominations
Committee
Dean Royles
Stephen Moir
Louise Fisher

Alan Price

CIPD Annual Review 2013–14

44

Financial
review

CIPD Annual Review 2013–14

45

Financial review

A summary of our financial accounts and
trustees’ report

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

•

revenue increased by 4% to £45.8 million

•

surplus on our operating activities of £3.6 million before designated funds (up from £1.2 million)

•

healthy gain on the investment portfolio of £2.1 million

•

a further £2.2 million invested through designated funds

•

overall reserves marginally down by £0.1 million, after allowing for a £3.5 million pension
scheme adjustment.
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Total revenue grew by 4% compared
with last year. Revenue from
membership services and education
continues to represent just over 50%
of group revenue and was up by 3%
on last year, which was partly due to
growth in membership of 1,313, the first
significant increase since the recession.
The main driver for membership
growth was new student joiners at the
Foundation and Intermediate levels.
In addition we made encouraging
progress on working with organisations
to deliver Experience Assessment
routes into membership across their
entire HR teams; we also saw good
growth in revenue generated locally by
branches.
The financial performance from
commercial activities generally
benefitted from improving market
conditions and improved margins,
and in particular growth in revenue
was realised from the delivery of core
HR qualifications, and from People
Management advertising. HR-inform
revenue also grew, with the subscriber
base continuing to rise, following the
recent relaunch.
Expenditure on research, innovation
and dissemination of expertise was up
by £0.8 million because of an increased
focus on research programmes such
as Learning to Work and Steps Ahead
Mentoring, as well as investment in
the infrastructure required to support
these initiatives. We will continue to
invest in these areas to support our
members, help us understand and
shape the future for the profession,
and to influence policy and thinking
more broadly, both nationally and,
increasingly, internationally.
We also continued to invest in our
systems and digital capability, in
particular a major project to replace
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our membership and finance systems;
both were delivered on time and to
budget, and are helping us provide a
better service to members.
The next major phase of development is
implementation of a new qualifications
system that is due for delivery in early
2015 and will significantly improve the
connections to centres and students.
Further significant investment is
anticipated over the next few years
covering customer relationship
management (CRM), the website and
content management systems and
the further digitisation of content,
community and learning.
Pensions deficit
The FRS17 valuation of the CIPD’s defined
benefit pension scheme at 30 June
2014 showed an increase in the funding
deficit from £8.4 million to £11.2 million.
We closed the scheme to new entrants
in January 2010, and to all new benefit
accruals in September 2012. During
the year the Institute paid a special
contribution of £0.6 million into the
scheme and will pay a further £0.6 million
in September 2014 in accordance with the
agreed recovery plan.

We continued
to invest in our
systems and
digital capability,
in particular a
major project
to replace our
membership and
finance systems;
both were
delivered on time
and to budget,
and are helping
us provide a
better service to
members.

The increase in the FRS17 deficit was
primarily caused by a significant
reduction in corporate bond yields
which are at historic lows compared
with government gilts. The scheme
liabilities are very sensitive to changes
in yields and this was the major driver
of an overall increase in liabilities of
£5 million, which more than offset
a good return achieved on pension
scheme investments. During the
year the pension scheme investment
strategy was reviewed and a new
approach adopted in February as
recommended by newly appointed
investment advisers. Initial results are
in line with benchmark.
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Investments
We aim to improve the real buying power
of our investments and have adopted a
target return relative to the Retail Prices
Index (RPI). We seek to maximise the
investment return on assets while not
investing in any assets that could put the
CIPD at significant risk, or that are not
seen as being in tune with our charitable
aims and purpose.
The market value of the investment
assets held at the year-end was
£23.3 million compared with
£21.4 million at 30 June 2013. More
details are given in our full financial
statements.
During the financial year our
investment portfolio returned +11%,
ahead of the target blended benchmark
of +10%. It was a very strong year
for equity markets in particular and
our investment managers managed
to capture most of the upside. Our
investments outperformed their asset
class benchmarks in all instances
except Property and Fixed Income.
On an annualised basis since inception
of the current strategy (June 2006),
the portfolio has returned +4.8%, ahead
of the blended benchmark (+4.6%), but
trailing the UK RPI +5% benchmark’s
return of +8.3%.
Our portfolio is well diversified across
asset classes and this continues to
play an important role in the volatile
markets of recent years. Recent
adjustments to the manager structure
should further enhance the portfolio’s
ability to earn solid returns in up
markets, while protecting the capital
when markets fall. The portfolio’s risk
profile is continuously monitored and is
well within its target range.
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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 as well as
providing us with significant security
in the event of a future economic
downturn. We follow a policy of aiming
to keep sufficient realisable reserves
to absorb the impact of a significant
financial shock.
The calculated surplus arising under
this policy, being the realisable reserves
less the cash impact of the pessimistic
financial scenario, is £10.6 million as
at 30 June 2014; the estimated cash
impact represents approximately ten
months of our fixed costs.
We also have a 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 £8.0 million at the
year-end.
We also keep reserves as designated
funds which are set aside for specific
purposes in the near future. The
designated funds are explained in more
detail in the full financial statements
and totalled £2.1 million at the end of
the year.
Proceeds from the sale of Bridge
are included in the accounts, with
further information provided in the full
financial statements.
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Summarised statement of financial activities
for the year ended 30 June 2014
		

2014

2013

		

£’000

£’000

Incoming resources			
Incoming resources from generated funds				
From continuing operations:
Commercial income
Investment income

15,089

13,973

166

232

6,085

6,610

From discontinued operations:
Commercial income

Incoming resources from charitable activities		
23,196

22,476

Research, innovation and dissemination of expertise

689

157

Branches

624

507

45,849

43,955

Membership services and education

Total incoming resources

Resources expended			

Costs of generating funds			
From continuing operations:
Commercial expenditure
Goodwill amortisation
Investment management costs

(14,879)
–

(13,403)
(1,622)

(58)

(66)

(5,655)

(6,929)

From discontinued operations:
Commercial expenditure



Charitable activities			
(15,244)

(15,221)			

Research, innovation and dissemination of expertise

(5,520)

(4,730)			

Branches

(2,746)

(2,356)

Governance costs

(141)

(107)

Other costs

(173)

Membership services and education

Total resources expended
Net incoming/(outgoing) resources
before corporation tax and transfers
Corporation tax
Net incoming/(outgoing) resources before
other recognised gains and losses

(44,416)

–
(44,431)		

1,433

(476)

(100)

(145)

1,333

(621)

Other recognised gains and losses
Net gains on investment assets
Actuarial losses on pension scheme

2,122

2,534

(3,505)

(1,278)

Foreign exchange movement

(43)

–

Net movement in funds

(93)

635

Net fund balances brought forward

24,578

23,943

Net fund balances carried forward

24,485

24,578
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Summarised balance sheet at 30 June 2014
		
		

				

		

2014

2013

		

£’000

£’000

Fixed assets			
11,912

11,458

Investments

23,324

21,454

		

35,236

32,912

Tangible assets

Current assets			
238

529

Debtors

4,779

7,230

Cash at bank and in hand

7,992

6,719

Stocks

				
		

13,009

14,478

Creditors			
Amounts falling due within one year
Net current assets

(12,598)
411

(14,450)
28

			
Net assets excluding pension liability

35,647

32,940

Defined benefit pension scheme liability

(11,162)

(8,362)

Net assets including pension liability

24,485

24,578

Funds			
General fund

33,587

29,724

Pension liability

(11,162)

(8,362)

Net general funds

22,425

21,362

			
Designated funds:
Building fund

610

629

Information technology fund

232

1,268

New learning fund

143

144

Research and development fund

255

138

Strategic initiatives fund

820

1,037

2,060

3,216

24,485

24,578

Total designated funds

Total funds (all unrestricted)
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Summarised statement of cash flows
		
		

				

		

2014

2013

		

£’000

£’000

Net cash inflow/(outflow) from operating activities

2,644

Returns on investments

166

(465)
232

(1,537)

1,145

1,273

912

Increase in cash at bank

1,273

912

		

1,273

912

Capital expenditure and financial investment
Increase in net funds
Summarised as follows:
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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 2014. The full
report and financial statements were approved by the board of trustees on
26 September 2014, 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 our full financial
statements at cipd.co.uk/annualreview or you can request a hard copy from the
enquiry team on +44 (0)20 8612 6210 or annualreview@cipd.co.uk
By order of the Board
13 November 2014
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