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AI Summary: Challenges & Uncertainties
Circle of Peers Spring Virtual Timeslot #3:  11th March 2026
Key takeaways

· Major challenges identified: ethics/values, generative AI, multi-generational workforce, hybrid work, and global/local politics
· Scholefield has developed proprietary AI-based academic integrity checking system using Google Gemini as alternative to Turnitin
· Strong emphasis on retaining talent through exclusive development programs and supporting employees during turbulent times

Discussed topics

Participant introductions and progress updates

Each attendee shared their background and current status in CIPD qualifications.
· Details
· Colin Hume: Recently completed Level 7, moved into L&D from journalism pre-COVID, team reduced from 25 to 2 people
· Maddy Stretton: Completed Level 7 work, awaiting final marking, moved from L&D to organisational development
· Fatima Srisar: 15+ years HR experience in Dubai hospitality, 2-3 months into Level 7, submitted HR01
· Lis Sumner: UK Talent Acquisition Manager at Fugro (geodata company), one assignment remaining for Level 7 completion
· Maggie: New Centre Manager at Scholefield (started January 2026), handling student administration and CIPD submissions
· Rachel Burnham: Visual learning specialist providing sketchnoting services for Circle of Peers sessions
· Conclusion
· Strong cohort with two near-completers, one new starter, and experienced facilitators
· All participants actively engaged in professional development

Dubai security situation impact on hospitality

Discussion of current challenges facing Dubai hospitality sector.
· Details
· Fatima: Living near airport, hearing bombs from time to time but government interception effective
· Fatima: Hospitality occupancy significantly impacted by regional situation
· Scholefield: Heard positive reports about government response, had to cancel team member's Dubai visit
· Fatima: Organisation shuffling staff to European properties on task force assignments to retain talent
· Conclusion
· Safety measures working but business impact significant
· Creative solutions needed to retain employees during crisis period

Major workplace challenges for 2025-2026

Comprehensive discussion of key challenges facing HR and L&D professionals.
· Details
· Scholefield: Identified six main challenges - global politics, local politics, ethics/values, climate change, AI/technology, five generations in workplace
· Colin: Prioritised lack of ethical values and generational conflicts, particularly around return-to-office mandates without support
· Maddy: Highlighted politics impacting overseas workforce, cost of living pressures, balancing ethical commitments with financial constraints
· Fatima: Emphasised hybrid work challenges, skills gaps, preference for younger workers with tech skills, employee engagement difficulties
· Lis: Agreed on frustration with inability to reach human beings in automated systems
· Conclusion
· Ethics and values emerged as top concern
· Multi-generational workforce creating significant management challenges
· Technology both solution and problem
· Financial pressures forcing difficult trade-offs

AI and technology - benefits and concerns

Extensive discussion about artificial intelligence impact on work and education.
· Details
· Scholefield: Noted over-automation making it difficult to speak to humans
· Colin: Distinguished between helpful background AI and problematic generative AI, concerned about deepfakes and manipulated content becoming indistinguishable
· Fatima: Questioned how to ensure research originality when everything is online
· Maddy: Noted AI-generated HR complaints creating massive workload, also seeing AI-generated nominations for awards
· Rob: Emphasised due diligence becoming much harder, most people won't scrutinise AI content
· Conclusion
· AI useful as tool but requires human oversight
· Generative AI creating new challenges for authenticity and verification
· Education sector struggling with appropriate AI policies
· Need for clear guidelines on acceptable AI use

Scholefield's academic integrity checking system

Detailed explanation of proprietary plagiarism detection solution.
· Details
· Scholefield: CIPD pressured centres to use anti-plagiarism software, recommended Turnitin at $3,000/year
· Rob: Developed alternative using Google Gemini AI, same basic process as Turnitin but without paid database access
· Scholefield: System combines AI checking with human expertise recognising key sources and theories
· Rob: Created test reports with total plagiarism that system successfully detected
· Scholefield: Seven reports generated showed 65-95% integrity scores, flagged referencing issues and hallucinations
· Rob: Noted irony that CIPD bans AI use for students but uses it for plagiarism checking
· Conclusion
· Scholefield developed cost-effective alternative to Turnitin
· System called "academic integrity reports" rather than plagiarism reports
· Blends AI capability with human judgment
· Candidates impressed with quality of reports

CIPD AI policy concerns

Discussion of inconsistencies in CIPD's approach to artificial intelligence.
· Details
· Rob: CIPD has blanket position telling all candidates Level 3-7 not to use AI at all
· Colin: Questioned sustainability of this policy since people use AI as part of their jobs
· Colin: Suggested need for rules about how AI can be used rather than blanket ban
· Fatima: Raised concern that all research is online, so how to avoid plagiarism accusations
· Maddy: Emphasised education piece needed, AI not going away, Google search now shows AI-generated information first
· Conclusion
· CIPD policy seen as unrealistic and unsustainable
· Need for nuanced approach recognising AI as legitimate tool
· Education about appropriate use more valuable than prohibition

Five generations in workplace

Discussion of challenges managing multi-generational workforce.
· Details
· Scholefield: Noted five generations now working together, leaders mostly baby boomers or contaminated by boomer behaviour
· Scholefield: Younger generations won't "jump and ask how high" but instead ask "why should I jump?"
· Scholefield: Research shows 50% want to be managers, 50% don't due to hassle
· Rachel: Captured assumptions about older workers lacking IT skills versus younger workers having them
· Fatima: CEO requesting to hire younger generation because they know tools and deliver faster
· Conclusion
· Generational differences creating management friction
· Assumptions about age and skills not always accurate
· Leadership styles need to evolve beyond command-and-control
· Career paths less attractive to younger workers

Return to office challenges

Discussion of organisational approaches to ending remote work.
· Details
· Colin: New owners mandating return to office without support, contrasts with extensive support provided when moving to remote work during COVID
· Colin: People built lives around remote work over five years, some living 200 miles from office
· Colin: Pushed HR manager on lack of support for major change
· Maddy: Organisation taking time to decide how to motivate people to return, layering meetings on same days
· Maddy: Implementing "coffee and cake" gatherings, acknowledging they don't always get it right
· Conclusion
· Return-to-office mandates often implemented without adequate support
· Need for same level of change management as original shift to remote work
· Creative approaches needed to encourage office attendance
· Ethical concerns about disregarding employee circumstances

Employee engagement strategies

Discussion of approaches to maintain engagement in hybrid environment.
· Details
· Fatima: Sent flowers to new hire after offer acceptance, candidate very moved by gesture
· Scholefield: Suggested sending treat baskets to 50 new employees relocated to Dubai hotel
· Fatima: Organising events but only few people show up, need something different to attract people
· Maddy: Layering multiple meetings/events on same day to encourage attendance and cross-team collaboration
· Maddy: Focusing on feedback loop - gathering input then showing how it was used
· Conclusion
· Small personal gestures have significant impact
· Creativity required to engage hybrid workforce
· Intentional communication about using employee feedback increases engagement
· Traditional approaches no longer sufficient

Communication platform adoption challenges

Discussion of difficulties getting employees to use new systems.
· Details
· Fatima: Organisation adopted centralised platform with AI assistant for policies and information
· Fatima: Only few people using platform, prefer email and WhatsApp groups
· Scholefield: Identified as behaviour change issue, people stuck in comfort sones
· Rob: Referenced "if it ain't broke don't fix it" mentality versus need for progress
· Conclusion
· Technology adoption requires behaviour change management
· Employees resist changing established communication habits
· Need for compelling reasons to switch platforms

Career development and retention strategies

Discussion of effective approaches to developing and retaining talent.
· Details
· Scholefield: People stay for career development more than money
· Fatima: Questioned what to do when employees won't engage with available development resources
· Scholefield: Shared cinema company case study - 18-month exclusive development program with assessment centre entry
· Scholefield: Program involved cross-functional delivery, board presentations, made participants feel special
· Scholefield: Company saw occupancy uplift before program completion, eliminated external recruitment for 4+ years
· Colin: Agreed with being selective about development investment rather than dragging everyone to same level
· Conclusion
· Exclusive, selective development programs more effective than open-access
· Career development stronger retention tool than compensation
· Need to invest in talent rather than foot soldiers
· Making development special increases engagement

Skills gap and training matrix approaches

Discussion of managing skills development systematically.
· Details
· Fatima: Identified skills gap as major challenge with rapid technology advancement
· Scholefield: Shared Polish automotive company example using colour-coded training matrix (red-amber-green-blue)
· Scholefield: Workers received pay increments for each skill level achieved and for cross-training
· Scholefield: System paid people for skills rather than managerial hierarchy
· Colin: Noted skills gaps create more work for L&D teams
· Conclusion
· Systematic skills tracking enables targeted development
· Paying for skills rather than position can be effective
· Cross-training creates flexible workforce
· Particularly applicable to hospitality and manufacturing sectors

Financial visibility and HR metrics
Discussion of making HR costs visible to leadership.
· Details
· Rachel: Emphasised importance of knowing how business makes and loses money
· Scholefield: Noted recruitment costs often hidden in operational budgets rather than HR budgets
· Scholefield: Suggested partnering with finance to analyse where recruitment costs appear across departments
· Scholefield: Highlighted rise of data analysts in HR to make sense of metrics
· Colin: Noted losing best performers has greater impact than losing foot soldiers
· Conclusion
· HR needs to speak language of finance
· Hidden costs need to be made visible
· Data analysis increasingly important for HR function
· Demonstrating financial impact strengthens HR position

Resilience and self-care for HR professionals

Discussion of need for people professionals to care for themselves.
· Details
· Scholefield: Emphasised fourth bullet point about HR giving out so much but not taking breathing time
· Scholefield: Noted signs of burnout among people professionals
· Rachel: Included exercise, good food, meditation in sketch note as resilience strategies
· Colin: Stated can't just do bare minimum in L&D/HR, need commitment to do job properly
· Conclusion
· People professionals experiencing high burnout rates
· Self-care and resilience essential for sustainability
· Cannot be effective supporting others without supporting self
· Commitment to principles important even in difficult times

Organisational values and ethics

Discussion of living values versus paying lip service.
· Details
· Colin: New owners less concerned about ethical training, will deal with complaints reactively
· Maddy: Organisation commits to national living wage but creates financial pressure
· Maddy: Balancing wanting to do right thing with ability to do right thing
· Rachel: Connected values to cost of living challenges in sketch note
· Scholefield: Noted trend of organisations getting certified for various standards, questioned depth
· Conclusion
· Gap between stated values and lived values in many organisations
· Financial pressures forcing compromises on ethical commitments
· Risk of values becoming performative rather than genuine
· Ownership changes can undermine established ethical culture

Challenges

· Organisations implementing return-to-office mandates without adequate change management support
· CIPD's blanket ban on AI use by students seen as unrealistic and unsustainable
· Difficulty distinguishing AI-generated content from human-created content
· Employee resistance to adopting new communication platforms despite available resources
· Skills gaps widening due to rapid technology advancement
· Recruitment costs hidden in operational budgets making HR impact less visible
· Burnout among people professionals due to constant giving without self-care
· Organisations paying lip service to values rather than genuinely living them
· Generational conflicts in workplace due to different expectations and communication styles
· Dubai hospitality sector significantly impacted by regional security situation
· Balancing ethical commitments (like living wage) with financial constraints
· Getting employees to engage with available development resources
· Managing five generations in workplace with different work styles and expectations
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