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A legacy to be
proud of
Dean Royles,
HPMA President
Sometimes, when I am in conversation and
want to say something profound or insightful, I
just can’t seem to find the right words to sum
up exactly what it is I want to say. I am sure
you know the experience. It can also happen to
me when I’m writing and feel the need to fully
express myself. It seems that sometimes there
are just no words that are truly able to capture
the sentiment, the emotion, the appreciation,
and the gratitude of what it is I want, and need,
to convey.
The last 12 months have really taken their toll
on each one of you. I know this because I have
seen it. I have felt it. I have experienced
first-hand how you, in our profession, have
called upon your knowledge, skills, experience
and sheer resolve to support your colleagues,
organisations and local systems in the fight
against this pandemic that has devastated so
many lives. You have all worked excessively
long hours, day after day carrying with you,
huge levels of responsibility for much, much
longer than any of us could ever have imagined.
So when I sit back and reflect on all of this and
all that you have done and achieved this last
year, a simple ‘Thank you’ just doesn’t seem to
cut it. In truth though, these really are the only
words I have, so I say to you all, ‘Thank you’.
Every day since the pandemic hit, you have
done so much more than support and lead
your colleagues out there providing hands on
patient care. You have developed new and
innovative ways to put your colleagues’ health
and well-being right at the heart of everything
you and your organisation does. This
formidable investment in your colleagues’
well-being is a legacy that must live on. We
must not ever allow those pre-Covid levels to
re-surface. Rather, we need to celebrate and
use what has been achieved as a giant
springboard to greater investment and further
embedding of colleague well-being and as a

cornerstone of the supportive and
empowering cultures we will need as we move
from the management of the pandemic to the
recovery of our people and our services.
During the last 12 months, HR in the NHS has,
finally, come of age. People strategies are, at
long last, on a par with the financial grip that
has held the number one spot for what feels
like forever. So stand up and be proud. This is
a further legacy of your achievements that have,
put simply, completely changed the face of HR
and OD. Just like effective financial
performance needs investment in financial and
business management skills, so too is there is an
empirical need for significant investment in our
workforce professionals to further enhance
skills and increase capacity. Nicky and I through
the HPMA will do everything we possibly can
to highlight and promote the undeniable need
for the level of investment that is required to
help our organisations, our systems, and our
colleagues through the long period of recovery
that is yet to come.
Perversely, this is impeccable timing for us. We
have a new national review of HR and OD
underway across NHSE/I to explore the skills
and capacity we need in our systems and
organisations of the future and I know that
many of you will already be actively contributing
to the local and regional debates that are taking
place. For those in our community who are yet
to join these debates, please take this as a
personal plea to get involved. The more our
voices as workforce professionals join in, the
more impactful we will be.
As well as the HR & OD review, we also
anticipate that a new NHS Bill will be presented
to parliament in the spring. This too must
emphasise the need for cultural change and a
far greater focus on colleague health and
well-being. The government must recognise
that there is no debate to be had in relation to
the practical appreciation of all that has been
achieved by our NHS people during the
pandemic. The White Paper was published in
early February, so much more needs to be
included to ensure our national workforce
priorities and the significant improvements that
are so desperately needed to support these,
are central to the Bill. cont...

INSIDE YOUR
MEMBERSHIP
NEWSLETTER
THIS MONTH
A legacy to be proud of 1
The annual HPMA
Excellence in People
Awards 2
NHS CEO and past HPMA
president reflections on
work, life and the future 4
Leading the Way on
Embedding Equality,
Diversity and Inclusion for
the NHS HR and OD
Profession 6
RESPOND - 7 step model
for undertaking ‘wellbeing’
conversations 7
5 myths about on-demand
pay 8
Financial wellbeing 9
Is it time to move on from
using Organisation
Development and Design
labels to frame our
workforce improvement
and change practice? 9
Recruiting young people
into the NHS with The
Prince’s Trust 10
LGBT+ History Month
2021 11
National health and
wellbeing offer in Wales 12
Sustainability for the
Covid-19 vaccine
delivery programme 13
Diary Dates 14

1

The weekly, Thursday night claps in appreciation of NHS staff must now start to translate into practical application, with sustainable
and long term investment in areas such as reward, workforce planning, education, training and development and a focus on
supportive, mentally healthy workplaces that are genuinely able to value the staff that work in them, whether this be in our local GP
practices, our urgent care and community settings or in our hospitals.
Whilst the policy commentators will no doubt take joy in analysing the Heath Bill as a special NHS episode of Game of Thrones, with
its unseemly power struggles between ministers and managers, anxiety about the power and influence of the 7 Integrated Care
Systems in the North and the power plays between national, regional and local bodies, we as Workforce Professionals must continue
to rise above the petty politics and ego centric debates and instead ensure that this summer really does mark the start of the long
awaited, golden age of HR and OD in the NHS. Through the strength of our collective HPMA voice, we will all of us work together
to ensure that we build back better and build back fairer as a fitting tribute to all those who have made the ultimate sacrifice over
this last year.
Thank you all again,
Dean

The annual HPMA Excellence in People Awards recognises and celebrates the work of
HR, OD and workforce professionals across the UK. Never has it been so important to
recognise and celebrate our achievements, showcasing our profession as the
cornerstone of the supportive and empowering cultures we will need as we move from
the management of the pandemic to the recovery of our people and our services.
This is your opportunity to shine. Please encourage colleagues to enter and nominate
others. Please stand up and be proud.

1. CAPSTICKS AWARD FOR INNOVATION
A cutting edge, creative initiative within any sphere of HR, OD or workforce management that has led to
improved practice.

2. SOCIAL PARTNERSHIP FORUM AWARD FOR PARTNERSHIP WORKING
BETWEEN EMPLOYERS AND TRADE UNIONS
This award will be given to an initiative that fully demonstrates the benefits of true partnership working
between employers and trade unions in the provision of health and social care.

3. BROWNE JACOBSON AWARD FOR EXCELLENCE IN EMPLOYEE ENGAGEMENT
Awarded to an organisation that has significantly improved patient care and has happier, more motivated and
more productive workforce through improved staff engagement.

4. ACADEMI WALES AWARD FOR EXCELLENCE IN ORGANISATIONAL
DEVELOPMENT
An OD initiative or project that has significantly benefited the organisation through improved effectiveness
or viability.
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5. LOCUM’S NEST AWARD FOR HR ANALYTICS
This category recognises how the analysis of workforce data delivers insight, which generates action, leading
to better decision making and better business performance. Don’t be intimidated by the term ‘analytics’, we
are not only looking for big data projects with complex tools and huge investment.Your project could have
brought performance insight by simply providing a new way of looking at, collecting or utilising key data in a
new way.

6. BEVAN BRITTAN AWARD FOR WELLBEING
This award recognises organisations who can demonstrate how specific employee health, fitness or wellbeing
initiatives are making a positive impact on staff satisfaction, motivation, health or productivity.

7. MILLS & REEVE AWARD FOR LEADING IN EQUALITY, DIVERSITY
AND INCLUSION
Awarded to an organisation that has significantly improved diversity and can demonstrate impact on
governance, recruitment and/or promotion.

8. CHAMBERLAIN DUNN LEARNING AWARD FOR EDUCATION, LEARNING
AND DEVELOPMENT INITIATIVE
We are looking for entries that demonstrate a strong link between L&D initiatives and key business goals,
including leadership programmes at all levels. An organisational culture that promotes learning, focuses on
talent and performance, uses innovative delivery approaches and encourages openness among employees
about their development needs.

NEW CATEGORY
9. HST TALENT ACQUISITION STRATEGY OF THE YEAR AWARD
This new award recognises that talent acquisition goes beyond recruitment and that organisations need to be
more forward-thinking in planning, executing, measuring and ultimately delivering a workforce strategy that
supports their dynamic staffing needs. Entries can range from one-off projects for temporary staffing including
collaborative staff banks, international recruitment initiatives or workforce solutions implemented during the
pandemic that have been adopted as part of an organisation’s overall talent acquisition strategy. Entries will be
required to explain their strategy and how they utilised key components of a talent acquisition strategy
including planning, employer branding, candidate experience, strategic sourcing or technology to achieve a
successful outcome supported by relevant metrics that illustrate how implementation and outcome have been
monitored and measured.

10. AWARD FOR CROSS-SECTOR WORKING
Increasingly solutions are not developed or delivered by one sector alone whether public SME, or private, or a
combination, but require cross-sector collaboration or there is a solution developed by one sector which is
then utilised and implemented in another. This award is for a project, product or service across sectors that,
has had a measurable impact and delivered real outcomes for health service clients or customers.

11. HEALTH EDUCATION AND IMPROVEMENT WALES (HEIW) AWARD FOR
WORKING SMARTER
This award is looking for projects, programmes or initiatives that demonstrate how workforce teams have
worked ‘smarter’, to save money while still improving quality, safety and patient care. It could be use of
technology, a change in workforce strategy or the development of new models of care. We’re searching for
highly transferrable initiatives that address the need in every healthcare HR team across the UK to improve
efficiency and reduce costs.

12. HEMPSONS RISING STAR AWARD
The rising star award aims to recognise up-and-coming workforce practitioners that are set for a bright
future. Entrants can self-nominate or be nominated by a senior manager. Candidates must have worked for a
minimum of two years in HR, OD or workforce (but not necessarily in current role) and present evidence of
their contribution to the business. The entrant should be below the level of deputy director or equivalent.
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13. DEPUTY DIRECTOR OF THE YEAR
Category sponsored by NHS England and NHS Improvement
Awarded to a UK healthcare deputy director (or equivalent role) demonstrating an outstanding contribution
to their employer, the sector and the workforce profession over the last 12 months.

14. DIRECTOR OF THE YEAR
Category sponsored by NHS England and NHS Improvement
A UK healthcare Workforce director demonstrating excellent leadership and an outstanding contribution to
the workforce profession over the past 12 months.

15. TEAM OF THE YEAR
Category sponsored by NHS England and NHS Improvement
Awarded to a UK healthcare workforce team working together and achieving exceptional things over the past
12 months.

16. PRESIDENT’S AWARD FOR OUTSTANDING LIFETIME ACHIEVEMENT
Sponsored by DACBeachcroft
Awarded to an individual who has made contributions of outstanding significance to the field of healthcare
workforce management.
Go to hpma.awardsplatform.com to enter & www.hpma.org.uk/hpma-awards-2021 to download winners
guides from previous years and the 2021 Infosheet with criteria and submission question details on all the
categories.
To find how you can get involved with the judging visit www.hpma.org.uk. If you have a query or question
please call 0300 365 5560, and make sure you follow us on twitter @HPMA_National and @
HPMAAWARDS.

NHS CEO and past HPMA president reflections on work, life and the future
Tracy Myhill, recently retired NHS Chief Executive and now Director of Tracy Myhill Associates
After 36 years working in the NHS my world has changed since my retirement from the NHS in
December 2020. All our worlds have changed in the last 12 months, of course, whether we have
chosen to retire and change the balance of our lives or not.
As an HR Professional, who had the privilege to lead NHS organisations as their CEO, it is interesting to reflect on my
career, the significance of having a workforce background in CEO roles, leading an organisation though a global pandemic
and how our experiences over 2020/21 may change our approach to work and life for the future.
Starting as a Clerical Officer/Receptionist (A4C Band 2 in today’s money) in 1984 I have been fortunate to have the
most rewarding, (and sometimes very challenging), career within the NHS, culminating in CEO roles within the
Ambulance Sector, as CEO of the Welsh Ambulance Service, and CEO of one of the largest integrated Health
Organisations in the UK at Swansea Bay University Health Board.
As I reflect on my NHS career, I will never forget Andrew Foster when he was Director of HR at the Department of
Health. Through my contribution to HPMA (AHHRM in those days) I was fortunate to spend time with Andrew as he
urged the HR profession to have ‘ATTITUDE’. I also recall many discussions about Professor David Ulrich’s work. David,
Professor of Business Administration at the University of Michigan, was a strong advocate for HR at the top table and
commentated on the importance of demonstrating commitment to good people management at the top of
organisations in this way and how crucial HR was to any firm’s business strategy and top team.
This was in the late 90’s early 2000’s and, in my view, remains so true today.
To be listed in The Personnel Today Top 40 Power Players with Andrew and David in those days was a great honour.
HR with Attitude required HR Professionals with courage and the most courageous step in my career was to step out of
HR and lead an organisation as its CEO. There are more, but still too few, HR professionals taking that step in the NHS
20 years on!
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Being a CEO is about leadership and in the NHS it is
about leadership of people. My HR professional
background was my greatest strength as I led organisations
though many challenging times. My mantra has always been
about enabling people to be the best that they can be, as
an HR leader and as a CEO. The opportunity to do this as
the leader of the organisation is immense.
For HR professionals contemplating the move - take the
plunge would be my advice - the rewards are incredible,
and I regret not stepping into CEO roles earlier in
my career.
The last year has tested us all in the NHS and in our lives
generally and I pay tribute to the wonderful people in our
health and care system for their commitment, resilience,
courage and the dedication, care and compassion with
which they have, and continue to, support our
communities and patients through the greatest challenges
many of us have ever faced.
Our leaders too have been tested like never before. When
I reflect on my role as CEO of Swansea Bay University
Health Board, an integrated healthcare organisation
responsible for population health and wellbeing, public
health, and NHS service delivery, employing 12000 staff, I
also pay my respect to the tremendous dedication of our
leaders at every level. Leading an organisation through a
global pandemic was not in the job description and
experience of such not on the person specification yet
that is exactly what we had to do. The unprecedented
preparations required to double the bed base, triple the
critical care capacity, build field hospitals in weeks, show
strong leadership, support staff, make sound judgments
under extreme pressure, enable staff to feel supported and
safe, and all whilst under significant scrutiny, tests any leader.
We must never forget the staff who have died from
Covid-19 and our role as leaders to support colleagues
and families dealing with tragedy and the loss of their
loved ones.

and engaging with staff on a personal level); and being the
focus for peoples anxieties.
This environment tested my resilience and that of my
leaders like no other time in my NHS career.
In times of crisis people want reassurance and confidence
that there is a way through – that is our job as leaders –
but we must also be authentic and honest and can’t give
false promises or address all the unknowns.
Finding ways to look after ourselves, as leaders in such
times, is critical and often what we neglect. To maintain
energy and optimism to lead our organisations and teams
to a brighter future we have a duty to look after ourselves.
We need HR with courage and attitude more than ever
before! The phenomenal HR contribution as we recruit
1000s more people, support deployment of our people
into new areas of work, embrace flexible working like
never before and look after the wellbeing of our people
should never be under-estimated. Thank you to you all.
My decision to retire had been made before the pandemic
but I worry about the number of people I now see who
are reflecting on the last year and considering their lives
and future.
We need to look out for our leaders right now as I fear
we may lose some exceptional talent in the coming years if
we do not.
Our approach to work and life for the future will
undoubtedly change as we reflect organisationally and
individually on our experiences over 2020/21. We need to
embrace this proactively.
Let’s make sure we do all we can to retain our talent as we
adjust our working practises and learn from the amazing
innovation we have seen over the last year. Let’s support
our leaders as we recover and create the ‘new normal’. We
cannot afford not to!

I have reflected on my leadership through the first wave,
the core tenets of which remained constant including the
open, honest, collaborative, authentic, engaging approach. I
believe these were more important than ever BUT I also
needed to be more directional than ever before and
needed to feel more ‘comfortable’ operating at much
higher risk thresholds.
Some of the challenges included:- making critical decisions
amongst huge uncertainty; people looking to the senior
leaders for the answers; leaders having to cover new
ground and face their own uncertainties; supporting our
families and friends with their anxieties; particular impacts
on our families (unfortunately my mum contracted
Covid-19 in her nursing home which accelerated her
death); doing less of the parts of the job we love, (the
parts that usually kept us resilient and strong including visits
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Leading the Way on Embedding Equality, Diversity and Inclusion for
the NHS HR and OD Profession
Rachael Tyler, (left) Development Director HPMA London Academy
Cheryl Samuels, (right) Deputy Director of Workforce Transformation, NHS England
and NHS Improvement, London Region
We hope that HPMA colleagues across all branches will have
seen the information and publicity regarding the research
commissioned by the HPMA London Academy and the
London Deputy HRD Network, into the lived experiences of
Black, Asian and Minority Ethnic HR and OD professionals.
For further details please follow the link;
www.hpma.org.uk/2020/12/14/launch-of-final-report/
It is fabulous to see that the actions we have identified to
address the recommendations from this research, to make a
step change in the experience of Black, Asian and minority
ethnic HR and OD professionals, are fully taking shape and
are garnering a lot of interest and support across the
profession.
We are clear that the changes we are seeking to achieve will
not gain traction without the recognition, ownership and
leadership of our key partner organisations, our HR/OD
leaders and our colleagues. To this end we are pleased to say
we have achieved the following within eight weeks of the
publication of the report:
• We have created a network or advocates and allies to
lead and shape this work at a system and organisation
level. So far 25 senior HR & OD leaders have joined us in
taking this forward. All advocates and allies have been
invited to make a personal public pledge, underlining their
commitment to this work. Hopefully you will have seen
these pledges on social media and in the January HPMA
newsletter. You will see some examples below.
• We are starting to see HR/OD Directorates in some of
our member Trusts taking proactive and intentional action
to take forward the recommendations at a local level. We
will be outlining a local case study, describing such work
in forthcoming HPMA newsletters.
• In forthcoming articles and social media you will see the
personal stories from some of our leaders, sharing their
journey to understanding power, privilege and race over
the last 12 months or so and what this means to the
NHS.
• We have received great support from external partners
such as the CIPD, and you will see an article now in
People Management written by Cheryl Samuels outlining
our work and the commitment needed to lead with
credibility.
•

The HPMA London Academy has taken intentional steps
to increase the diversity of training providers for our core
programme of events and can report that we have
achieved our target to have 30% of our events delivered
by Black, Asian and Minority Ethnic development
providers.

•

We have started work on the development of a resource
pack to support colleagues in planning their career

pathways, preparing for talent conversations and
accessing development opportunities.
•

We are actively participating in conversations with the
team leading the national discussion on the Future of
NHS HR and OD, about the centrality of equality,
diversity and inclusion for the HR and OD profession.

We are sure that good practice will be going on in other
regions and we are very keen to hear about this so we can
continue to learn and develop this crucial agenda. There is
huge scope for this work to be rolled out across the UK and
indeed for the NHS HR and OD profession to be trailblazers
in truly embedding equality, diversity and inclusion at the core
of the profession. With this in mind we invite you to join us in
taking the steps to change the lived experience of our Black,
Asian and Minority Ethnic colleagues and encourage you all to
take part in local conversations within your teams and
directorates – we need your help too to make the change.
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RESPOND - 7 step model for undertaking ‘wellbeing’ conversations
After the first wave of the pandemic UHNM’s Organisational
Development team led some Listen & Learn sessions as an
opportunity for staff to share their experiences and personal
stories (attendance was voluntary and we were careful not to
mix different levels of exposure). One of the themes that came
from that listening was how staff had sought comfort in each
other, with colleagues in their own teams providing listening
support. As a result of this we decided to develop a model
which would provide structure and reassurance for staff, as well
as knowledge that they were undertaking these conversations
safely.
UHNM and North Staffordshire Combined Healthcare were
working collaboratively on the ongoing development of their
wellbeing offers and were actively engaged in system wide
meetings with other local NHS providers shaping and reviewing
initiatives to meet the needs of health and social care staff.
After a discussion between four colleagues and a productive
afternoon RESPOND was created; a simple and versatile 7-step
model to enable both peers and managers to have wellbeing
conversations.

We also developed a training session to share the model, taking
staff through each of the steps, reflect on best practice and to
give an overview of the wellbeing provision for staff in each
organisation. The sessions which are delivered on a virtual
platform are actively being rolled out across both organisations
and being positively received.

UHNM’s Executive team led the way by undertaking a specific
session in January, meaning they were able to promote the
model and encourage other staff groups to engage with the
training.
RESPOND also played a key part in the ‘training’ of staff
volunteering their time to support UHNM’s ‘Tea & Empathy’
telephone line (a peer to peer led service, 24/7 providing
listening and signposting).
RESPOND is here to stay (post Covid) as part of our
compassionate approach to provide time and space to listen, the
same as our commitment to staff wellbeing. The NHS People
Plan has a strong emphasis on looking after staff and clearly sets
out expectations to ensure our NHS people are safe, healthy
and well.
External organisations have shown an interest in RESPOND and
we have volunteered our time to share the model with St John
Ambulance, West Midlands Ambulance Service and Staffordshire
University.
If you would like to find out more about the RESPOND model
and/or our approach to Wellbeing please feel free to contact a
member of the team below. The RESPOND model was cocreated by University Hospitals of North Midlands NHS Trust
and North Staffordshire Combined Healthcare NHS Trust:
Priscilla Handley, Deputy Head of
Organisational Development
University Hospitals of North Midlands NHS
Trust
priscilla.handley@uhnm.nhs.uk
Lesley Davies-Shelley, Organisational
Development Consultant
University Hospitals of North Midlands
NHS Trust
Lesley.davies-shelley@uhnm.nhs.uk
Jan Summerfield, Staff Support &
Counselling Service Manager
Registered MBACP, FISMA
North Staffordshire Combined Healthcare
NHS Trust
Jan.Summerfield@combined.nhs.uk
Dr Matthew Johnson, Head of Psychology
North Staffordshire Combined Healthcare
NHS Trust
matthew.johnson2@combined.nhs.uk
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5 myths about on-demand pay
Jonathan Lewis, Managing Director, Earnd

Over the last year you may have seen some articles and
reports about on-demand pay (sometimes called early
wage access or instant pay) as different trusts have
introduced it to help improve employee wellbeing.
While the concept, accessing your pay as you earn it, is
fairly simple, there are some myths worth breaking down.
Here’s a look at 5 common misconceptions employers
have.
1. Employees don’t want their employer to be
involved in their personal finances
In the last 20 years great strides have been made across
most industries in helping employees manage their physical
and mental wellbeing. But the progress has been a lot
slower in terms of helping employees with financial
wellbeing.
This may stem from the fact that some employers feel
uncomfortable in this space. This shouldn’t be the case.
Research shows that employees want their employer to
take an active role in improving their financial wellbeing. A
survey in 2020 from EY found that 6 in 10 people want to
work for an employer that enables them to have flexible
access to their income.1
2. On-demand pay is just for people on low
incomes
While on-demand pay is a good safety net for those who
aren’t earning large amounts, research shows that financial
shortfalls are common for people across a range of
salaries.
EY found that 4 in 10 employees earning approximately
£7.1k (US$10,000) a year experience regular financial
shortfalls, similarly 3 in 10 for people earning approximately
£71k (US$100,000) a year experience regular financial
shortfalls. (Find out more here).
Another study in the UK found almost 6 in 10 people
regret the impulse spending decisions they make after pay
day, with 1 in 2 people running out of money completely
or having to take money from their savings to make ends
meet before they’re paid again. (Find out more here).
3. On-demand pay is only for emergencies or
shortfalls
On-demand pay is an interest-free alternative to payday
loans, as well as borrowing through something like a credit
card or overdraft when a shortfall occurs. But there are
other ways employees can use on-demand pay to improve
their financial wellbeing. A few of examples are:
• Making it easier to budget by working to weekly or
daily amounts
• Paying down debt faster by making regular repayments
throughout the month to reduce interest charged on
credit cards and overdrafts

•

Building savings faster to maximise the potential for
interest earned
Another unique purpose for NHS staff is accessing the
money earned for bank shifts quicker – which without
on-demand pay can sometimes take up to 60 days to pay.
This can also have the benefit of increasing shift take up in
trusts, as staff are more inclined to pick up extra shifts
when they’ll get their pay sooner.
See more about the ways on-demand pay can be used to
boost financial wellbeing.
4. On-demand pay costs money
Some providers charge employees to access their earned
income through either:
• A standard fee for each withdrawal
• A percentage fee for each withdrawal
• A membership fee for use of the product
This is why employers may previously have thought
on-demand pay is just for emergencies.
However, Earnd doesn’t charge employees to access their
money, because we don’t think a benefit designed to boost
financial wellbeing should cost people money. When
employees are able to access their earned income without
being charged, it means they can truly use it in a way that
best suits them.
We’ve also made the commitment to offer Earnd to NHS
trusts for free. In times like these, it seems like an
appropriate way to say thank you and acknowledge all that
the NHS does. But our offer isn’t temporary, Earnd will be
free for NHS trusts forever.
5. On-demand pay is hard to implement
Sometimes it can feel like any change is going to be time
consuming and cumbersome – especially when it comes to
payroll. The last thing anyone in HR wants to do is spend
time trying to set up new systems and processes. That’s
why it’s essential that any new technology brought in to
make life easier, actually makes life easier.
Through integration with companies like Allocate, ESR and
NHS Shared Business Services in areas like payroll, time
and attendance and employee data, Earnd has developed a
way to make offering on-demand pay almost as simple as
flicking a switch for trusts. We’ve done the heavy lifting so
trusts can focus on the outcomes – improved retention
and decreased levels of absenteeism and distraction.
What next?
Want to see more about the impact that Earnd is having in
NHS trusts? Watch our recent interview with Caroline
Clarke, group chief executive of the Royal Free London.
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Financial wellbeing
Many of our NHS people and their families will have been
affected financially by the pandemic and, one year on, this
situation isn’t going away. As part of our ongoing health and
wellbeing support for all our NHS People we, at NHS
England and NHS Improvement, have been working with
the Money Advice Service an organisation that provides
guidance across a wide range of money matters, to provide
all our NHS colleagues with free and independent financial
support. #supportingourNHSPeople.

The financial wellbeing offer is accessible online and is
open to all health and social care staff who provide NHS
services, including those not directly employed by the NHS.

Is it time to move on from using
Organisation Development and
Design labels to frame our
workforce improvement and
change practice?
Toby Lindsay

work. We connect to our practice, and its language and
beliefs sometimes, in manners that exclude and exalt. This
is not helpful, and that is, or should be, the core of what
we do.

Over the last twelve months, Toby Lindsay, Principal
Consultant for Leadership, Management and Organisational
Development (OD) at Skills for Health, has been delivering
workshops on a range of current workforce development
challenges and priorities, as part of our London Academy’s
programme of events. As he looks forward to his
upcoming sessions next month, here he reflects on what
he’s learned along the way.
Supporting HPMA London Academy across their series of
events has been a real privilege and great experience. So
far, we have looked at Emotional Intelligence, Organisation
Design and Workforce Planning, and up next, we take a
deep dive into using data to support OD practice, and
Workforce Planning part two – understanding the wider
story within an OD framework and mindset.
Working with attendees from across an OD, HR business
partner, and workforce focus in the main has given us an
opportunity to explore, feedback and shape what I think
has been a good series of events that have consistently
been met with a breadth of experience.
Having just read through the feedback from the last event, I
am smiling, as some of the comments touch on elements I
had adapted from previous feedback and moved to
represent the other way around this time. It is a great
reminder that we all learn differently and have different
preferences and expectations of what goes on in a
‘workshop’, or other intervention designed to help people
learn and develop their practice and knowledge. Further to
this, we have now grown attendance and contribution
from those whose training is more deeply grounded in
Organisation Design, Workforce Planning and HR.
I am aware, as an Organisation Development practitioner,
where I start and what I attend to first and foremost, is not
the same for everyone else. However, I think it is where
and how we meet that is at the heart of this series of
events. Too often I feel the fault lines that cross the
organisational change map get in the way of meaningful

The offer includes:
•

Free, confidential Money Advice Service support line
support line (phone, text, web chat)

•

Online NHS and Money Advice Service resources

•

Web event recordings

What I am finding interesting when approaching these
events from a workforce planning perspective is, I am left
thinking ‘yes, but what about the bigger picture, system, and
OD elements?’ Then, when I have been presenting from an
OD perspective, I have been asked to, and I am trying to
include more that is practical, real, and applicable in the
daily work that we do, in consulting to organisations. It
makes me wonder if we are needing a new way of framing
our work that goes beyond labels of ‘Organisation Design/
Development/HR/Workforce Planning et al’?
It seems to me, that both the daily lived practical realities
of work, and an understanding of the themes of self, group,
and system, must both be at play for us to be most useful
in our development and teaching. If we are focusing on
personal power, influencing and the ‘use of self ’, a
cornerstone of modern OD practice, without attending to
the structure, sequencing, roles, and processes of people’s
work, we are not attending to the whole picture of what
we are trying to do.
It is notable that Civil Service Learning have chosen
Organisation Development and Design to identify with. I
am finding the two ODs quite clunky to express. Maybe
the work is simply that of Workforce Development and
Change? Bringing together a range of approaches and
methodologies to better understand and improve the ways
people work together for common purpose?
Is it time to move on from OD? (whichever D we choose
and identify with)
Toby is a people and organisational developer with over
twenty years of experience working in the field of adult
learning. Having held a number of senior leadership
positions and worked across a variety of sectors, he uses
his learning, knowledge, and experience to facilitate highly
engaging and impactful learning experiences with focus and
warmth. Connect with him here today
Toby’s upcoming HPMA sessions on March 4 and
March 25 are open to all members of the HPMA London
Academy. If you’d like to discuss the Academy, contact
Diana Cliff, Programme Development Manager here
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Recruiting young people into the NHS with The Prince’s Trust
Ciara Luscombe, Programme Lead, NHS Employers

NHS Employers is working alongside Health Education
England (HEE) to deliver The Prince’s Trust health and
social care programme which aims to support 10,000
young people, aged 16-30, into entry-level roles and
apprenticeships in the sector over the next four years.
Established in 1976, The Prince’s Trust supports young
people, particularly those who have been marginalised or
are disengaged to get into employment, education, or
training; helping to build both the confidence and skills the
NHS needs.
The recent NHS Employers Inclusive Recruitment Briefing
demonstrates that sectors shut down by the pandemic
such as hospitality, leisure and retail, traditionally employ a
high proportion of young people. Research by the Institute
for Fiscal Studies found that workers aged under 25 are
two and a half times more likely to work in a shutdown
sector. Data from the Office for National Statistics shows
that in November 2020, there were 757,000 young people,
aged 16-24, who were not in education, employment or
training (NEET) and the number of young people claiming
unemployment-related benefits increased by 119 per cent
from March 2020. The 2021 Prince’s Trust Tesco Youth
Index reported that 40 per cent of young people classed
as NEET feel ‘unable to cope with life’ since the start of the
pandemic, further highlighting the pandemic’s impact on
young people’s mental health and wellbeing.
In contrast workforce shortages are an ongoing challenge
in the NHS, with over 87,000 vacancies across all staff
groups in England. Furthermore, just 6 per cent of the
workforce is under 25. Shortages are replicated in adult
social care which has more than 120,000 care worker
vacancies in England.
The Prince’s Trust pre-employment programmes can
support busy HR teams to open up career opportunities
to local untapped talent and support those affected by the
pandemic back into work. This can also help ensure an
organisation’s workforce reflects the diversity of its local
communities, one of the key asks in the NHS People Plan.
As Laura Roberts, HEE’s Director of Skills Development
and Participation, says, “Prince’s Trust programmes provide
a fantastic opportunity for the NHS to diversify its
workforce giving access to a wide talent pool of young
people within our communities.”

The Prince’s Trust programmes are carefully tailored to
meet the needs of each participating organisation, in line
with their values. They combine class-based learning with
work placements and interviews, giving young people the
practical skills and knowledge to get a job. A recent
example includes a bespoke vaccination recruitment
programme for Hampshire & Isle of Wight STP across their
four vaccination hubs. Mentoring forms an integral part of
The Prince’s Trust support and is provided by volunteers
for up to six months after completion of a programme, a
crucial period in terms of retaining new starters in an
organisation. With social distancing in place, face to face
programmes have been adapted to run online and 452
young people have been offered jobs to date.
Corrina Sheppard, recently completed the online ‘Get into
Hospitals’ programme and secured a permanent role as a
healthcare assistant at The Royal Wolverhampton NHS
Trust. Corrina said, “The support from all the staff at The
Prince’s Trust and all the training staff at Royal
Wolverhampton Hospital were fantastic. They give you all
the support you need to achieve your goals but better
than that, they give you the confidence to start within the
hospital setting.”
There has been an increased interest in careers in health
and social care over the last twelve months. This growing
appetite provides an opportunity for employers to recruit
more young people into entry level clinical and nonclinical roles, and The Prince’s Trust can help reach out to
them.
Apprenticeships also offer a route into the NHS and a
clearly defined career pathway right up to masters level,
helping to retain home grown-talent within organisations.
The government has introduced a number of employer
incentives to support this drive. These include £2,000 for
each new apprentice hired aged under 25 and £1,500 for
new apprentices aged 25 and over. Employers can apply for
these incentives until 30 April 2021.
Working with The Prince’s Trust is one way to engage with
and support your local population into employment. NHS
Employers is holding a virtual conference on 24 March to
showcase and celebrate the work of The Prince’s Trust. To
reserve a free place visit The NHS and The Prince’s Trust:
Building your workforce - NHS Employers or for further
information please email
ciara.luscombe@nhsemployers.org.
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LGBT+ History Month 2021
Velindre University NHS Trust

As part of the awareness session’s, training and events to
mark LGBT+ History Month this year, Velindre University
NHS Trust have been working with historian and author
Norena Shopland, to present a timeline of people and
events focusing on LGBT+ in medicine and health.
The two volumes focus on the period from 1700-1900’s
(volume 1), and from the 1900’s to today (volume 2).
Volume 2 largely draws on the NHS North West
publication, LGB&T History, Challenges and Successes, A
brief history of involvement of lesbian, gay, bisexual, and
trans people in medicine and healthcare through the ages
(published in 2011) which is celebrating its 10 year
anniversary since publication. The team have extended the
existing timeline to cover the past 10 years.

As you go through the timeline you will see words, phrases
and descriptions that may not be used today, but as this is
taken from historical writings and information for
authenticity the words and phrases from that time have
been used. Attempting to trace individuals with diverse
histories of sexual orientation and gender identity can be
very difficult. Few terms are available for historians to use,
and most in use today belong predominantly to the 20th
century. It becomes necessary then to look at, not what or
who people were, but what they were doing and the most
frequent behaviour by those we would identity today as
lesbian, gay, bisexual and trans is that they were crossdressing. The following examples cannot definitively be
defined - even if a woman lived as a man for many years it
may not mean she identified as a man, simply that she did
not wish to live as a woman for whatever reasons.
However, due to the gossamer thin line between genders
they can be included in trans history.
The team hope that you find this timeline interesting,
inspiring and insightful. The more we learn about our
history, the more we can grow, empathise and support the
LGBT+ community today.
You can view volumes 1 & 2 here
Norena Shopland

Originally from Cardiff, Norena Shopland specialises in
researching, recording and promoting LGBT+, women’s
and Welsh histories. Her book Forbidden Lives: LGBT
stories from Wales is the first completely historical work
on Welsh sexual orientation and gender identity. Norena
lectures extensively and her work has appeared in the
press, radio, and TV. She is currently working with the Big
Pit museum on the first exhibition of women miners in
Wales; and with Swansea’s Waterfront Museum on an
exhibition of Welsh button badges. Her book The Curious
Case of the Eisteddfod Baton celebrates Welsh choral
singing; The Veronal Mystery examines a real-life gay crime;
and A Practical Guide to Searching LGBTQIA Historical
Records presents methodologies to research sexual
orientation and gender identity.
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National health and wellbeing offer in Wales

HEIW have a website for workers which provides
signposting and links to national resources and local Health
Boards / Trusts resources. This also has signposting to
specific resources on areas such as Trauma, Bereavement,
etc Health and Wellbeing Resources - HEIW (nhs.wales).
How might I be feeling?

What might help me?
Recharge Rooms
❑ Mindfulness one off sessions accessed via CTM.WellbeingService@wales.nhs.uk
❑ Wellbeing Blogs at cwmtafmorgannwg.wales/staffwellbeing
❑ Wellbeing self-care workshops accessed via CTM.WellbeingService@wales.nhs.uk
❑

I feel well and want to stay emotionally
healthy

I am beginning to struggle with my
emotional wellbeing

I am struggling with my emotional
wellbeing

I am really struggling with my emotional
wellbeing

Self-help workbooks and resources at www.vivup.co.uk
24/7 Vivup telephone helpline – 03303 800 658
Free on-line resources on cwmtafmorgannwg.wales/staffwellbeing
Reading Well self-help books via CTM Library service and public libraries
Self-care following Trauma webinar accessed via
CTM.WellbeingService@wales.nhs.uk
❑ Psycho educational courses – Anxiety Management, Low mood/depression,
Stress and Trauma. Accessed via CTM.WellbeingService@wales.nhs.uk

❑
❑
❑
❑
❑

❑ Self-referral / Manager referral to Vivup Counselling service. Access via
www.vivup.co.uk or 03303 800 658
❑ Mindfulness based living course – Self-referral via CTM.Wellbeing@wales.nhs.uk
For Psychological Trauma – Health for Health Professions Wales helpline (9am 5pm, Monday to Friday) - telephone: 0800 058 2738
Visit www.hhpwales.co.uk for more information
❑ Speak to your GP

For more information please go to cwmtafmorgannwg.wales/staffwellbeing

HEIW also provide support through the Professional
Support Unit for doctors in training and Trauma resources.
This month we highlight some of the local and national
resources Swansea Bay UHB and Cwn Taf Morgannwy
have put in place for staff.

physical health. The Staff Wellbeing service was enhanced
with L&D Coaching staff and Staff Counsellors to provide
timely telephone support, with ongoing support for anxiety,
low mood, bereavement and trauma. Mindfulness and
Wellbeing courses, traditionally offered face to face were
converted to virtual delivery and the Health Board’s
Clinical Psychology Service trained over 100 staff to
become facilitators for ‘Taking Care Giving Care’, a virtual
session which promotes compassion by inviting staff to
spend time thinking about how they can take better care
of themselves and care for others. The service also
developed a 12 week Mindfulness programme which staff
accessed via the intranet and social media feeds, along with
supporting staff on-site after difficult, critical incidents.
Supporting Trauma during Covid-19
The Health Board invested in the TRiM (Trauma Risk
Management) model to help supervisors and linemanagers identify the early behaviours that may indicate
that staff are experiencing trauma. A cohort of 23
colleagues from across the health board have been trained
to deliver REACTmh training to frontline employees.
REACTmh is a one hour, remotely delivered package that
enables supervisory staff to recognise when colleagues
may be experiencing adverse effects of trauma and
provides a framework to help them have a ‘psychologically
minded’ conversation and signpost to appropriate internal
and external services where necessary. Over 240 staff have
been trained as REACTmh practitioners. Plans are being
developed to deliver the full 2 day TRiM training to key
staff during 2021.
The Staff Wellbeing Twitter account, Intranet and network
of 380 Wellbeing Champions communicated the support
available and HR Manager networks, the Chief Executives
blog and posters (see below) were used to increase staff
awareness of both internal and external services.

Swansea Bay University Health Board covers a population
of around 390,000 in the Neath Port Talbot and Swansea
areas of South Wales and has a budget of around £1bn.
The health board employs approximately 12,500 staff.
The Health Board continues to be committed to the
wellbeing and resilience of its staff and the Wellbeing
Service was extended and expanded during the first wave
of the pandemic (initially 7 days, 8am-9pm), overseen by a
steering group made up of senior managers from Staff
Wellbeing, Counselling, Psychology, Chaplaincy, Learning &
Development and Service Improvement.
Utilising resources from the above disciplines enabled a
wide range of staff wellbeing interventions to be delivered
across the Health Board to support both emotional and

In anticipation of a challenging winter, the Chief Executive,
Tracy Myhill (see interview above) recorded a video
entitled, ‘Winter Resilience Package’, emphasising the need
for staff to look after themselves and each other, followed
by a presentation of the wide support available. This is
available on the Health Board’s YouTube Channel https://www.youtube.com/watch?v=0ApTj5keEPI
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Wellbeing Champion Support
The Health Board’s Wellbeing Champion Network rose to the
challenge of maximising support for their colleagues and helped
develop a number of ‘relax, refresh and recharge’ spaces across
the Heath Board including converting the Morriston Hospital
Physiotherapy gym into a calming space for reflection, exercise,
yoga and mindfulness.
Charitable Funds support was accessed by some Wellbeing
Champions and in Singleton Hospital, an underused outdoor
space was converted into a socially distanced garden with
donations of coloured wooden garden furniture by a local
company, enabling staff to have space to sit, relax and take ‘time
out’ when needed.
A series of one-day Wellbeing and Resilience ‘time out’ sessions
for staff entitled, ‘Resilience Caring, the Swansea Bay Way’ have
been successfully delivered and now adapted to virtual delivery.

Sustainability for the
Covid-19 vaccine
delivery programme
Rupert Clarke, Programme
Director, Allocate Software

The UK Covid-19 vaccination programme continues to
gather pace. As I write this post more than 15 million people
have received at least their first dose of the Covid-19
vaccination, marking a significant milestone for British
history’s most extensive vaccination programme. The
expectation is that the programme will be expanded to the
rest of the adult population by autumn, taking the total
number of vaccinated people to an estimated 52.8m (UK
Covid-19 vaccines delivery plan) with further questions
around a potential need for annual boosters.
This is a real testament to the NHS, its people and indeed to
the incredible amount of goodwill from staff, some returning
to work from retirement, and volunteers going the extra
mile to deliver the vaccine. Organising the programme’s
workforce and ensuring the right people are in the right
place, at the right time, has been crucial to the successful
delivery of this extensive project. The team at Allocate has
seen first-hand the commitment, innovation and pace from
roster and rota managers as they planned new schedules
from scratch in HealthRoster bringing together staff from
multiple organisations working in new locations. What would
normally take weeks and months has been delivered in days.
Preparing for the long-haul
As well as the unparalleled professionalism and goodwill
from countless teams involved, the very fabric of the NHS,
universal healthcare and our network of GPs, community
providers and hospitals working together with local
government and the third sector has made the rapid rollout
possible. Even so we can’t ignore that as has been the case
throughout the Covid emergency it has been people that
have made the difference. People taking extra shifts, paid and
unpaid, working a little longer after a shift has ended,

These include time for reflection, external speakers promoting
wellbeing and fun activities aimed at recharging staff ‘wellbeing
‘batteries’ - these will continue to be rolled out twice monthly
into 2021.
The hard work of all the staff involved in developing and
delivering Staff Wellbeing services was recognised in the ‘National
2020 Personnel Today, Occupational Health and Wellbeing
Awards’ with the service winning the ‘Best Multidisciplinary
Initiative’ https://www.personneltoday.com/hr/the-occupational-healthwellbeing-awards-2020-winners/
More recently the team have been working with colleagues in
Corporate Nursing to plan and deliver a virtual wellbeing course
called ‘Resilient Caring the Swansea Bay Way’. This is a full day
and seeks to process the emotions and difficult experiences
many staff have been through during the COVID 19 Pandemic.

cancelling leave and stepping in with hope in their hearts to
help in a crisis. People have been central to the programme’s
success so far and as we face the possibility of a prolonged
national vaccination programme with ongoing boosters for
all in response to new variants we will do so with an
exhausted workforce and already well documented gaps.
Raising the question as to how one will support staff and
source staff longer term to sustain and accelerate delivery if
required.
Some organisations are looking ahead and preparing for this
next stage of the challenge. One of the things I have
observed is how they are thinking differently about shared
banks. Shared banks, sometimes called collaborative banks,
are not new. With temporary staff only accounting for 30%
of all shifts they are also not a panacea, and this is where we
see the biggest shift. Shared banks are no longer about
‘shared temporary workforce’. They really are evolving into a
shared pool of substantive, temporary even volunteer staff
from multiple organisations and indeed sectors.
This shift from temporary to flexible, from big IT change
projects to agile simple technology and practical delivery and
people focused collaboration is making a difference. As we
have seen throughout the pandemic the time to implement
and adopt technology as radically reduced, what once took
months now takes just a couple of weeks. Shared banks are
helping open up new sources of staff, reducing the admin
burden on teams and in many ways most importantly as we
settle in to the potential vaccination marathon they support
a wide church of staff with control and flexibility while
safeguarding to ensure staff are not working unsafely.
Are they the answer to everything? Absolutely not. They are
however part of the solution, they represent all that is
positive about collaboration and local cooperation, and as
we create more and more networks extending beyond
current physical boundaries, it is clear this is much quicker
and simpler do then perhaps was once imagined.
If you would like to find out how our collaborative bank
solution can support your vaccine delivery programme
please follow this link Alternatively, you can contact us at
info@allocatesoftware.com
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DATES FOR YOUR DIARY
HPMA North West Webinar: Managing Virtual Teams, The Key Ingredients for Success – Wednesday
March 3rd at 9.30am
HPMA North West Webinar: Thoughts on System Leadership – Wednesday 17th March at 10am
NHS England and NHS Improvement Webinar Saying Yes and No with Compassion: a guide to flexible
working for line managers Wednesday 17 March - This webinar will support line managers and HR
colleagues in the NHS to understand how to approach flexible working requests compassionately,
understand what they may be able to offer informally/formally to the team/individual, and introduce tools to
support them.
HPMA North West Webinar: Being a Great HRBP During Covid – Wednesday 24th March at 9.30am
NHS England and NHS Improvement Webinar - How to Ask for Flexible Working: a guide for individuals
Thursday 25 March - This webinar will support NHS staff to understand the range of ways to work flexibly
and how to make good, considered requests - thinking through the implications for themselves, their team
and their organisation.
HPMA National Webinar: Insight session – Making best use of HR Apprenticeships AVADO
Learning and CIPD – Tuesday 25th March at 10am - 11.30am
HPMA North West Engagement and Culture Change During COVID – Tuesday 13th April
at 9.30am
HPMA National Webinar How to Ramp Up Your Resilience and boost your wellbeing with
Paul Mcgee – Thursday 15th April 10am - 12pm
HPMA National Webinar Handling our inner critic – Tuesday 20th April 2pm
HPMA North West Webinar: Resilience and Wellbeing – Wednesday 21st April at 9.30am
HPMA North West Webinar: Restructuring and Redundancy – Tuesday 27th April at 10.30am

Virtual conference NHS Staff Experience Insight: Improving Staff Engagement through and beyond
Covid-19 Wednesday 21st April 2021
This virtual conference, chaired by Chris Graham Chief Executive The Picker Institute, focuses on
measuring staff experience and improving engagement which is particularly important when staff are
under pressure during Covid-19. You will hear from speakers sharing their experience of capturing staff
feedback and using it to implement changes and improve staff wellbeing, leading to happy, healthy teams.
20% discount for HPMA members, simply quote HCUK20HMPA when booking
CLICK HERE TO BOOK

HPMA National Webinar: Masterclass – how to write a winning awards entry (details coming soon)
HPMA Excellence in People Awards Entry Deadline: Tuesday 25th May
HPMA Excellence in People Awards Live judging panels: 28 June – 2 July (virtual)
2021 HPMA Excellence in People Awards Ceremony: Thursday 7 October
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