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[bookmark: _Toc236867885]Introduction 
Strategic human resource management (SHRM) aligns people practices with organizational strategy, driving performance and sustaining competitive advantage (Bassett-Jones, 2023, p. 12). For multinationals in volatile global markets, international HRM (IHRM) becomes critical to survival and advantage, enabling firms to navigate complexity, facilitate cross-border learning, and manage a diverse global workforce (Schuler & Tarique, 2007, p. 718). This white paper critically evaluates Tata Consultancy Services' current HRM strategy across key functional areas, assesses its effectiveness against contemporary HR theory and best practice, and proposes evidence-based recommendations to strengthen future performance.

Tata Consultancy Services (TCS) is a premier global IT, consulting and business solutions organisation within the Tata Group. As one of the world's largest IT service providers, it employs over 600,000 people across 55 countries and generates annual revenues exceeding USD 28 billion, operating across North America, Europe and the UK, Asia-Pacific, Latin America, the Middle East and Africa, and India (TCS, n.d.-a). The table below lists the HR Awards presented to TCS in previous years.
	Year
	Award Title
	Award Details

	2018 (Feb)
	8 Brandon Hall Group Awards (HCM Excellence 2017)
	4 HR categories; 240,000+ trained in digital skills.

	2018 (Oct)
	11 Stevie Awards for Great Employers 2018
	5 Gold, 2 Silver, 4 Bronze across India, US and Canada.

	2019 (Feb)
	#1 Top Employer, North America
	5th consecutive year; talent strategy and engagement.

	2019 (Nov)
	3 Stevie Awards for Great Employers 2019
	Gold (CSR), Silver (L&D), Bronze (Workforce Dev., Canada).

	2020 (Sep)
	3 Brandon Hall Group Awards (Talent & Learning)
	2 Gold, 1 Silver; 87.9% retention (FY20).

	2021 (Feb)
	Global Top Employer (6th consecutive year)
	Only 16 worldwide; Europe, UK, Americas, APAC, MEA, LATAM.

	2021 (Feb)
	Top Employer, Asia Pacific
	#1 in Australia, Hong Kong SAR, Malaysia, Philippines, Singapore.

	2021 (Nov)
	HR Network Scotland – Best Employer of the Year
	Recognised for engagement and remote-working framework in COVID-19.

	2022 (Jan)
	Global Top Employer (7th consecutive year)
	Only 11 worldwide; #1 in US, Europe and Asia Pacific.

	2023 (Jan)
	Top Employer, Europe
	11th consecutive year; #1 in Belgium, Denmark, Netherlands.

	2024 (Mar)
	Global Top Employer (9th consecutive year)
	Only 16 worldwide; 32 countries; #2 in Health & Wellness.


Table 1 TCS HR Awards (2018-2024), (TCS, n.d.-b) 
[bookmark: _Toc236867886]Recruitment and Selection
TCS's international staffing shows clear evolution through Heenan and Perlmutter's (1979) EPRG framework. As Table 1 shows, the company has moved from an ethnocentric model towards a hybrid polycentric–geocentric orientation. Early on, ethnocentric staffing let TCS transfer knowledge, maintain quality and retain headquarters control through Indian expatriates. However, tighter immigration policies, rising labour costs and client demand for local expertise constrained this, making localisation a strategic necessity rather than an HR initiative. While EPRG explains the transition, TCS's Global Network Delivery Model shows contemporary multinationals increasingly combine multiple orientations at once, so the model alone only partially captures modern global talent management (Scullion & Collings, 2011).
Rather than isolated activities, TCS's recruitment practices collectively support its global strategy. Employer branding, including sporting sponsorships and external certifications (Table 1), strengthens attractiveness, consistent with theory that positive organisational signals shape applicants' perceptions of quality (Backhaus & Tikoo, 2004). Digital platforms such as TCS iON NQT and CodeVita identify technical talent at scale, while AI-enabled analytics support evidence-based workforce planning (Marler & Boudreau, 2017). Structured interviews improve consistency and selection reliability (Campion et al., 1997), while referrals reduce cost and improve person–organisation fit (Breaugh, 2013).
Nevertheless, rigorous evaluation must confront the risks within these strengths. Reliance on referrals, though cost-efficient, risks reproducing existing workforce profiles through homophily, narrowing the diversity global clients demand. More consequentially, scaling AI-enabled selection; NQT scoring, automated assessment and analytics; delivers efficiency at the potential expense of equity: without transparent governance and bias auditing, algorithmic screening can systematise the very exclusion it appears to remove, exposing the firm to reputational and regulatory risk. These tensions define the frontier of TCS's advantage: not a single staffing orientation but a flexible, well-governed hybrid strategy converting institutional, technological and market pressures into strategic strength.


	HRM Strategy
	Evidence from TCS
	Key Sources

	International staffing orientation
	Shift from reliance on Indian expatriates towards localisation in the US and Europe, with regional delivery hubs under the GNDM.
	TCS Annual Reports; TCS Press Releases; US H-1B data

	Employer branding
	Global sponsorships (TCS London and New York City Marathons) and repeated Top Employer certification.
	TCS; Top Employers Institute

	Employee referrals
	"Bring Your Buddy" referral programme to support recruitment in high-demand technology roles.
	TCS Careers; HR industry reports

	Digital recruitment and HR analytics
	AI-enabled recruitment systems integrated with digital talent management and workforce analytics.
	TCS Integrated Report

	Innovation in recruitment
	TCS iON National Qualifier Test (NQT) and CodeVita used to identify and assess technical talent at scale.
	TCS iON; TCS

	Selection process
	Structured recruitment process comprising technical, managerial and HR interviews supported by standardised assessment criteria.
	TCS Careers


Table 2 Evidence of TCS's International Staffing and Recruitment Strategy
[bookmark: _Toc236867887]Training and Development 
TCS treats learning and capability development as a strategic resource rather than an operational expense, reflecting strategic human resource development, where employee knowledge and skills build sustainable competitive advantage (Armstrong & Taylor, 2023). In a technology sector where AI, automation and digital transformation continuously change skill requirements (WEF, 2023), TCS has built a large-scale learning ecosystem to support workforce adaptability. However, the strategic value of this investment depends on whether learning translates into measurable capability, performance and career outcomes.
	T&D approach
	TCS practice
	Strategic value
	Critical limitation

	Formal training
	Initial Learning Programme (ILP), structured technical training
	Creates consistent capability foundations across a global workforce (TCS, n.d.-c)
	Transfer into workplace performance depends on managerial support and application opportunities (Baldwin & Ford, 1988)

	Digital learning
	Learn4Life, Corporate Digital Academy, competency-based learning
	Enables scalable, self-directed reskilling aligned with adult learning principles (Knowles et al., 2020; TCS, n.d.-d)
	Learning hours and competency records demonstrate activity rather than business impact (Kirkpatrick & Kirkpatrick, 2016)

	Social/experiential learning
	Hackathons, crowdsourcing and collaborative learning
	Encourages innovation and practical knowledge application (Kolb, 1984; Wenger, 1998)
	Contribution and capability improvement are difficult to measure

	Employee development
	Competency frameworks and internal capability building
	Supports workforce planning and internal talent development (Bassett-Jones, 2023)
	Limited public evidence links skills development with promotion, leadership progression or career outcomes


Table 3 T&D approaches by TCS
TCS's primary strength is the scale and flexibility of its learning architecture. Its mix of formal training, digital platforms and collaborative learning suits a technology organisation requiring continuous reskilling, and employee-driven digital learning aligns with adult learning theory, letting employees develop skills according to organisational needs and career interests (Knowles et al., 2020).
The main weakness is limited evidence connecting learning investment with measurable outcomes. TCS reports substantial activity such as learning hours and competency development, but these do not demonstrate behavioural change, productivity improvement or return on investment. Kirkpatrick and Kirkpatrick's (2016) framework requires organisations to assess whether learning changes workplace behaviour and contributes to performance.
Competency development similarly gives visibility of available skills but not effective deployment. Without stronger evidence of career progression, leadership development and learning transfer, TCS risks a high-volume learning system rather than an outcome-driven model. It therefore demonstrates mature learning infrastructure, but its strategic challenge is proving that capability investment creates measurable employee and organisational value.
[bookmark: _Toc236867888]Rewards and Performance Strategy
Judged against the total reward model, which locates advantage in blending transactional rewards with harder-to-imitate relational ones (Armstrong & Brown, 2019), TCS presents a textbook design. Its financial offer spans competitive pay, provident fund, gratuity and maternity/paternity leave, while its relational offer runs through the TCS Gems framework of Star of the Month awards, on-the-spot recognition, fast-track promotions (TCS, 2014). This is reinforced by “Feedback to Feedforward™”, a continuous cloud-based appraisal adopted since 2017 by roughly 60% of the workforce, replacing annual reviews with real-time feedback (TCS, n.d.-e).
The evaluative problem is that design and outcome diverge. TCS's “industry-best” 87% retention claim is the arithmetic inverse of its ~13% attrition, presented without engagement data to establish causation (TCS, 2025). Benchmarking weakens it: FY2026 attrition of 13.3–13.8% sits below Infosys (14.4%) and Wipro (15.1%) but is matched or beaten by Cognizant (13.9%) and HCLTech (12.8%), so “best” holds only through selective comparison (Angel One, 2025). Benefits are two-sided: TCS (£5,303) leads Infosys (£4,508) but trails IBM (£6,536) and Accenture (£7,128). Entry-level pay comparisons place IBM ahead of both TCS and Infosys on stock and bonus (Levels.fyi, n.d.). Rewards are thus effective against Indian peers but mid-tier globally.
Employee sentiment exposes the widest gap. TCS's overall Glassdoor rating of 3.5/5 is respectable, yet compensation scores only 2.8/5, with recurring complaints that variable pay is rarely paid in full (Glassdoor, n.d.). This matters through expectancy theory: where employees doubt effort reliably converts into reward, the effort–performance–outcome chain breaks down (Vroom, 1964), while equity theory (Adams, 1965) amplifies perceived unfairness as recognition-rich rhetoric coexists with inconsistent pay. This sharpened in 2025, when TCS introduced a bench policy requiring 225 billing days, capped bench time at 35 days backed by improvement plans and possible termination, alongside roughly 12,200 job cuts (TCS, 2026a; Varghese, 2025). A system framed as developmental “feedforward” thus doubled as a utilisation and exit mechanism. Overall, the reward architecture is theoretically sound but only partially validated, its strongest claims resting on self-reported, selectively benchmarked figures while independent sentiment and 2025 actions reveal a gap between promise and experience.

[bookmark: _Toc236867889]Diversity and Inclusion
TCS positions itself as a genuinely global organisation, over 600,000 people across more than 50 countries and 150 nationalities, framing diversity as a source of innovation rather than optics (TCS, n.d.-f). This is operationalised through its “Inclusion without Exception” strategy, delivered by the LeaD function across five pillars (representation, ecosystem, enablement, engagement and development) spanning gender, LGBTQ+ inclusion, persons with disabilities (PwD), neurodiversity, and race and ethnicity, supported by digital DEI training and PwD hiring guidelines (TCS, 2021, n.d.-g). Yet a persuasive analysis must look beyond policy to lived experience.
The central cross-cultural challenge is that a DEI framework designed in one context does not transfer cleanly across 150 nationalities. Kushwaha et al. (2024), citing Das (2021), report that many LGBTQ+ employees stay reluctant to disclose their identities despite anti-discrimination policies, because formal rules have not produced psychological safety. Hofstede's framework clarifies this: India's collectivist orientation (Individualism 48) privileges in-group loyalty over self-expression (Hofstede Insights, n.d.), so inclusion must be culturally embedded, not legislated. The tension recurs in recruitment, where TCS's first-come-first-served, high-eligibility entry process is transparent yet does little to reach underrepresented candidates, a gap Kiradoo (2022) argues requires blind résumé screening and community partnerships.
The most strategically significant issue is leadership. Although TCS has a strong Indian talent pipeline through campus hiring, its international leadership development appears thin and senior leadership remains predominantly Indian. This is culturally reinforced: India records one of the highest Power Distance scores (77), reflecting acceptance of hierarchical, centralised authority (Hofstede Insights, n.d.), which can quietly reproduce homogeneous, top-down leadership. The business case is material: McKinsey & Company (2023) found top-quartile firms for executive ethnic diversity are 39% more likely to outperform financially, and bottom-quartile firms 66% less likely.
Both national frameworks warrant caution: Hofstede's generalisations overlook within-country variation (McSweeney, 2002), and Trompenaars and Hampden-Turner (2012) show cultures also diverge along universalism–particularism, cautioning against a single template. This reinforces the core lesson: effective global DEI depends on balancing globally consistent principles with locally adapted practice, not exporting one model. TCS has built a commendable DEI architecture, but its long-term global competitiveness depends on diversifying international leadership and localising, rather than standardising, its inclusion strategy.
[bookmark: _Toc236867890]Engagement, Participation and Wellbeing
TCS embeds work–life balance and wellbeing across recruitment, retention, leadership development and performance management (Shailashri & Shenoy, 2017, p. 280–294). Guest's (2017) framework offers a rigorous lens: a positive employment relationship built on trust, fairness and a fulfilled psychological contract arises only from a balanced “diet” of five HR practices; investing in employees, engaging work, a positive environment, voice, and organisational support; with no single practice compensating for deficits in another (Guest, 2017, p. 30–32). The Job Demands–Resources model reinforces this, framing wellbeing as the balance between demands and resources such as autonomy and support (Bakker & Demerouti, 2017, p. 273).
Judged against these models, TCS is credible on investment and support. Its wellbeing architecture is genuine: TCS Cares provides confidential 24×7 counselling and peer support complemented by Emotional Wellbeing Leave (TCS, n.d.-h), while established participation mechanisms; PEEP one-to-one engagement, the PULSE satisfaction survey, and the Knome social platform used by most employees; provide real voice infrastructure (TCS, 2007). These map onto Guest's positive-environment and voice antecedents (Guest, 2017, p.31) and supply the resources JD-R identifies as buffering demands (Bakker & Demerouti, 2017, p.273).
The strategic weakness is that this evidence is largely historical while its contemporary counterpart is thin. TCS's strongest primary-sourced participation tools (PEEP, PULSE) date to 2006–07 (TCS, 2007). This signals a drift from participation toward control. The mandatory return-to-office mandate erodes the autonomy Guest positions as the primary resource within engaging work (Guest, 2017, p. 31); TCS cites reduced remote-meeting effectiveness (TCS, 2022), yet imposing it top-down without visible two-way voice signals that participation is rhetorical, weakening the psychological contract on which engagement rests (Guest, 2017, pp. 31–32). The shift in “PIP” from Process Improvement Proposal (TCS, 2007) to Performance Improvement Plan, a corrective and exit tool, symbolises this reorientation, privileging monitoring over participation and treating wellbeing instrumentally, which Guest warns against (Guest, 2017, p. 23).
In sum, TCS possesses a genuine wellbeing and engagement architecture, but Guest's and JD-R's frameworks expose a strategic gap: its participation evidence is dated, its contemporary upward-voice mechanisms are thin, and its RTO and monitoring culture suppress the autonomy and voice on which a positive employment relationship depends (Guest, 2017, p. 32).
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At TCS, the Senior HRBP occupies a deliberately strategic position: it ensures the HRM strategy is not merely designed but actively implemented and continuously evaluated within assigned business units. On implementation, the HRBP partners with business leaders to convert priorities into practical people plans across workforce planning, talent management, succession, engagement, capability development and organisational design (TCS, 2026b). It also safeguards governance; ensuring compliance with HR policies, governance frameworks and employment law; and provides strategic guidance through change events such as restructures, consultations, redundancies and transformation. This maps onto Ulrich's multiple-role model, requiring the HRBP to act at once as strategic partner, change agent, administrative expert and employee champion (Ulrich, 1997, as cited in Ibrahim, 2015, p. 3–4).

Crucially, the role weights the evaluation of strategy as heavily as its delivery. The HRBP is expected to leverage people analytics to measure workforce impact, interpreting metrics such as attrition, absence, employee-relations cases and capability gaps to diagnose organisational risks and present data-driven recommendations to senior leaders (TCS, 2026b). This measurement mandate elevates the role from operational support to genuine business partnering, obliging the HRBP to demonstrate quantitatively that people strategy produces business outcomes, mirroring Ulrich's insistence that HR add measurable value rather than merely administer process (Ulrich, 1997, as cited in Ibrahim, 2015, p. 3–4).

The Challenges:
The most acute challenge is the tension between strategic and transactional demands, magnified by scale. Deloitte (2013, p. 4) distinguishes “leading” partners from “lagging” ones who retain heavy operational duties and struggle to make an impact. At TCS, the FY26 restructuring removing roughly 12,000 mainly middle- and senior-management roles (People Matters, 2025) pulls HRBPs into Ulrich's change-agent role. Yet the administrative weight of redeployment, consultation and redundancy across a 600,000-strong workforce risks collapsing that ambition back into transactional processing, the trap Deloitte warns against (Deloitte, 2013, p. 4). Delivering restructuring as genuine organisational design rather than headcount paperwork is therefore the defining test of HRBP maturity at TCS.

A second challenge is the conflict between competing agendas. Linking variable pay to office attendance and enforcing a five-day return-to-office policy (Business Standard, 2025) places the HRBP between a control-oriented business mandate and the employee-champion obligation to protect engagement and fairness. Deloitte (2013, p. 7) frames the effective partner as a “diplomat and negotiator” aligning business and HR agendas; Ibrahim (2015, p. 1) likewise identifies reconciling the two as a core barrier. When compensation is coupled to compliance, this alignment becomes not merely difficult but reputationally hazardous, demanding credibility the HRBP must already have earned.

Third, retention and capability present a compound problem. As discussed in [3], attrition near 13% is modest by sector standards but selective, concentrated in the scarce AI, cloud and digital skills TCS most needs. This mirrors Deloitte's (2013, p. 4) observation that lagging partners “require further support with developing critical business or HR skills,” and Ibrahim's (2015, p. 1) argument that weak synergy between HRM practices undermines partnering. The HRBP must diagnose these gaps analytically and convert them into workforce plans at a velocity the labour market rarely allows.

Underlying all three is a structural barrier the literature repeatedly foregrounds: business knowledge and management support (Ibrahim, 2015, p. 1). Across 55-plus countries, inconsistent role definition and unclear handoffs with specialist and shared-services teams as a weakness Deloitte (2013, p. 4) explicitly flags which dilute the HRBP's legitimacy just when strategic influence matters most.

The skills and developmental needs:
These challenges dictate the capabilities required. Deloitte (2013, p. 7) argues valuable partnering demands focus on strategic issues, a big-picture perspective, personal impact, credibility to influence decision-makers, and proven breadth of knowledge. For TCS, three needs are paramount: commercial and analytical literacy, since interpreting attrition and capability data is only credible if partners translate metrics into business narratives (Ibrahim, 2015, p. ii); change and consultation expertise, indispensable to a restructuring of this magnitude; and influencing and negotiation skill, without which contentious policies such as attendance-linked pay erode trust.

Developmentally, TCS's headline investment, average learning hours exceeding 120 per employee, is workforce-wide and does not by itself build HRBP-specific capability. Deloitte's (2013, p. 17) client case is instructive: an organisation with 300 HRBPs serving 60,000 employees advanced its partners not through classroom training but through a business-focused competency framework, regional HRBP communities for knowledge-sharing, and mentoring-led, self-directed learning. TCS would be advised to adopt a comparably targeted approach; competency benchmarking and a partner community; rather than assume generic upskilling produces strategic partners.

TCS has articulated a genuinely strategic HRBP role, yet scale, restructuring and control-oriented policies continually threaten to reduce it to transactional delivery. Realising the role's promise depends less on further generic training and more on deliberately cultivating the credibility, commercial insight and change capability that distinguish leading business partners from lagging ones.

Conclusion
TCS's HRM practices broadly align with its business strategy of becoming the world's leading AI-led technology and consulting partner, yet across every function the analysis exposes one pattern: world-class HR design that repeatedly outruns demonstrable impact.
Recruitment and selection support the innovation and global-scale strategy: the NQT, CodeVita and AI-enabled analytics stream technical talent at scale (Marler & Boudreau, 2017), but a single standardised, AI-mediated gateway and heavy referral use narrow cognitive diversity and leave quality-of-hire unmeasured (Breaugh, 2013).
Training and development support the digital-transformation strategy, reskilling over 300,000 employees in AI and cloud (Armstrong & Taylor, 2023; WEF, 2023); however, learning is evidenced through input metrics rather than Kirkpatrick (2016) Level 3–4 transfer or ROI, making TCS a world-class learning provider but not yet a demonstrable learning organisation.
Reward and performance practices support the retention and cost-competitiveness strategy by blending transactional and relational rewards (Armstrong & Brown, 2019), yet the “industry-best” 87% retention claim rests on selective benchmarking and a 2.8/5 Glassdoor pay score with unreliable variable pay weakens the effort–reward chain (Vroom, 1964; Adams, 1965).

Engagement, participation and wellbeing support the future-ready-workforce strategy through TCS Cares and voice mechanisms (Guest, 2017), but top-down return-to-office rules, attendance-linked pay and monitoring suppress the autonomy and voice a positive psychological contract requires.

Diversity and inclusion support the internationalisation and market strategy by framing 150 nationalities as a source of innovation (TCS, n.d.-f); yet limited psychological safety and predominantly Indian senior leadership, reinforced by high Power Distance (Hofstede Insights, n.d.), constrain the financial premium diversity promises (McKinsey & Company, 2023).
The HRBP function is the connective tissue delivering these agendas, but scale and a 12,000-role restructuring risk collapsing strategic partnering into transactional processing (Deloitte, 2013).

Hence TCS holds genuine, protectable assets in scale, systems and design maturity, but faces one systemic vulnerability: an evidence-and-alignment gap between its employee-centred values and cost-driven practice. TCS is therefore not failing but under-proving.
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These recommendations form an integrated system addressing the single root cause: the gap between HR design and demonstrable impact.

1. Institute an outcome-based HR measurement architecture
Problem identified: Input-rich reporting cannot prove impact.
Recommendation: Embed Kirkpatrick Level 3–4 evaluation, quality-of-hire and selection-ROI metrics, and people-analytics dashboards linking attrition, engagement and capability to business KPIs.
Strategic justification: Kirkpatrick and Kirkpatrick (2016) require evidence that HR changes behaviour and business performance, restoring board confidence and enabling strategic reinvestment.

2. Rebalance efficiency with validity and fairness in hiring
Problem identified: A single AI-mediated NQT gateway and referral reliance narrow diversity.
Recommendation: Sequence the NQT as a first filter, add work-sample and situational assessment for Prime and Digital roles, audit AI screening for adverse impact, and widen feeder institutions and the Rebegin returner pipeline.
Strategic justification: Person–organisation fit and bias governance protect quality-of-hire and employer brand (Breaugh, 2013; Kiradoo, 2022).

3. Treat wellbeing and voice as strategic design inputs (creative)
Problem identified: Return-to-office rules, attendance-linked pay and surveillance erode autonomy.
Recommendation: Pilot outcome-based performance management over time-based monitoring, negotiate flexibility through genuine two-way consultation, and decouple variable pay from attendance.
Strategic justification: Guest (2017) shows autonomy, voice and support sustain the psychological contract and engagement.

4. Localise DEI and deliberately globalise leadership
Problem identified: Homogeneous, top-down senior leadership.
Recommendation: Build international leadership pipelines mirroring the Indian campus model, set measurable executive-diversity targets, and adapt inclusion programmes to local cultures.
Strategic justification: McKinsey and Company (2023) links executive diversity to financial outperformance.

5. Build HRBP capability as connective tissue
Problem identified: Scale threatens to reduce partners to administrators.
Recommendation: Introduce competency benchmarking, regional HRBP communities and mentoring-led development in commercial, analytical and change-consultation skills.
[bookmark: _Toc236867892]Strategic justification: Deloitte (2013) identifies these attributes as separating leading from lagging partners.
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Through my part-time hospitality jobs, university projects, and my role as a student union school-representative, I had valuable opportunities to work within diverse teams throughout my university period. My "HR Strategy for TCS" report further sharpened my knowledge, showing me how a multinational company runs its operations through an HR lens; from recruitment and selection through to development and engagement. CIPD's Professional Map helped me examine my core knowledge, core behaviours, and specialist knowledge, where I found myself sitting between Foundation and Associate level (Table 4).

Strengths:
 My strengths in well-being, employee lifecycle, enabling voice, reward, courage, and onboarding developed largely through my part-time work. I still remember starting in hospitality and feeling how the intense pace and continuous delivery expectations affected my well-being; I learned to adapt to the team's culture, ask for help when needed, and resolve conflict constructively. I also strengthened my use of technology and evidence-based practice: I applied AI during university to research and summarise dense papers, and in hospitality I used the company's AI to prepare recipe summaries for customers, alongside PESTLE and SWOT frameworks in my projects. My stakeholder relationship and communication skills grew through my school-representative role, where continuous meetings and conversations with senior university members built my professional approach.

Areas for improvement:
I Across the map I can see several areas to develop as I move from Foundation towards Associate level. Within people practice, I still find skills assessment and performance management approaches challenging — understanding exactly which outcomes are measured and how, which varied significantly between hospitality and my other settings. In people analytics, I need to strengthen research design and data analysis so I can evidence my contributions more rigorously. Under situational decision-making, I want to improve my decision-making in fast-changing environments rather than reacting under pressure. In commercial drive, building financial acumen would help me connect HR activity to business value, and change highlighted the need to develop business case and project management skills. Finally, employee relations pointed to gaps in my understanding of the legal system and negotiation, and learning and development showed I should ground my practice in adult learning theories.

Overall, I feel ready for Foundation, entry-level work, while recognising the few areas I need to sharpen to build a solid foundation for the next lev

	Areas
	Sub-Category
	Strength 
	Areas for improvement

	Core Knowledge
	People practice
	employee lifecycle, law/regulation related to work, well-being, EDI, working flexibility
	skills assessment/performance management approaches

	
	Culture and behaviour
	effective teams, engagement
	organisation culture, learning approaches

	
	Business acumen
	business model, value creation, financial literacy
	supplier management

	
	Evidence-based practice
	SWOT/PESTLE, Data and analytics, research
	evidence based practice

	
	Technology and people
	AI and tools
	impact of technology

	
	Change
	continuous improvement
	business case, project management

	Core Behaviour
	Ethical practice
	 integrity, transparency
	ethical decisions

	
	Professional courage and influence
	courage, communication, accountability, stakeholder relationship
	

	
	Valuing people
	enabling voice, humanity
	team spirit

	
	Working inclusively
	collaboration, conflict resolution
	 

	
	Commercial drive
	commercial focus, delivery focus
	financial acumen

	
	Passion for learning
	self-awareness, new approaches
	 

	
	Insights focused
	gaining evidence, innovation
	 

	
	Situational decision-making
	adaptability
	decisions making

	Specialist Knowledge
	Employee experience
	onboarding, worker experience
	engagement approaches

	
	Employee relations
	employee relation culture, voice and engagement
	legal system, negotiation

	
	Equality, diversity and inclusion
	trust and transparency, accountability
	 

	
	Learning and development
	digital learning, coaching & mentoring
	adult learning theories

	
	Reward
	reward approaches, benefits
	 

	
	People analytics
	data understanding
	research design, data analysis

	
	Organisation development and design
	 
	work design, consulting cycle

	
	Resourcing
	AI in recruitment, worker types
	global mobility

	
	Talent management
	talent pools, career pathways
	 

	
	Wellbeing
	wellbeing capability, benefits
	 


Table 4 CIPD's professional map reflection
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