SEPTEMBER NEWSLETTER

Shortlist success for Morecambe Bay
Following a double award win last year, University Hospitals
of Morecambe Bay NHS Foundation Trust (UHMBT) has
been shortlisted for two more Personnel Today awards.
At the 2018 ceremony, UHMBT scooped the Employee
Engagement award and the Overall Winner Award for their
work in creating a major culture change programme that
boosted morale at the Trust.
This year, UHMBT made submissions in the Excellence in HR
through Technology Award for their Ask Sami Workforce
service, and for the Innovation in Recruitment Award for
a successful international campaign. The Trust has been
shortlisted in both categories.
International Recruitment
Earlier in 2019, UHMBT became the first Trust in the
country to establish a successful Clinical Radiology Global
Fellows Programme – which has seen the recruitment of
four radiologists from India.
The Clinical Radiology Global Fellows Programme is a
collaborative development between the Trust, The Royal
College of Radiologists (RCR), Health Education England
(HEE) and Apollo Radiology International, and is part of the
HEE wider cancer programme international training scheme.
The three-year programme offers healthcare professionals
from India (who have around five years’ experience) anearn-learn -return scheme.
The Trust’s radiology service sees over 300,000 patients
every year, but in common with much of the NHS it has
struggled with the recruitment of radiologists.
Robin Proctor, Consultant Radiologist and Clinical Director,
who has spearheaded the Global Fellows Programme at the
Trust, said: “Our team has aspirations to deliver the best
possible radiology care and experience to the population
in Lancashire and South Cumbria, and we are delighted to
welcome our new colleagues from India.”
David Wilkinson, Director of People and Organisational
Development, UHMBT, added: “We are delighted to
welcome the four new highly qualified radiologists from
India who will bring with them necessary skills to ensure
our radiology service remains of the highest standard.
We are delighted that these four individuals have shown

great interest in working in the UK and the NHS and we
are dedicated to supporting the speciality interests of our
new colleagues and offering further learning and training
opportunities.”
Ask Sami service
The ‘Ask Sami’ Workforce Advisory was launched in 2016
offering support and advice to both staff and managers in
response to the challenges facing staff who needed quick
solutions to their day-to-day workforce queries.
Staff and managers can access the team via telephone, email
or Twitter. Straight-forward queries are resolved right away
by a team of assistants and complex matters triaged to
specialist advisors.
Christopher Brisley, Workforce Advisor, UHMBT, said:
“We know that time is a valuable commodity to both our
front-line colleagues and those behind the scenes. Our aim
is to save people time by providing a one-stop-shop that
delivers a visible, reliable and timely service.”
In a recent survey, managers praised the service and said
that the service saves them up to 45 minutes of admin time
per week.
This new way of working has now answered more than
10,000 queries since its launch.
University Hospitals of Morecambe Bay NHS Foundation Trust

Executive Director update
Although it was the summer break for some, it’s been another active month for me
and the association. Jo Owens and I enjoyed a welcome trip to Glasgow; my thanks
to our hosts the Scottish branch committee for their hard work, tenacity and good
humour organising a great 3rd Scottish roadshow. Resonant themes during the day
were the importance of kindness, curiosity, humility, care, compassion & courage.
Delegates agreed it’s all about relationships, connections & conversations between
people - at the heart of health & care #HRMatters.
Last month we decided to extended our Development Needs survey deadline,
with additional invitations sent to members as we seek a breadth of responses
from right across the UK, and every organisation type. We hope to feedback our
findings to the membership in early autumn.
Elsewhere this month, I have also been lucky enough to shortlist on the Aspiring
HR Directors programme with the brilliant NHS Employers team and NHS
Executive search team. Good luck to those who applied for one of the 15 places
on the programme.
I have continued to work with the branches on supporting the sharing of financial
information to support branch events and regional developments.

NHS Pensions

Nicky Ingham, Executive Director

Following announcements by the Department of Health and Social Security on
increasing pension contribution flexibility to senior clinical staff, we have written
to the Health Minister expressing our view that the flexibilities, I’d agreed, should
apply to all staff, not just senior clinicians. Thank you to all those who responded
to us expressing your support (Click here to review the letter).
Dean Royles, HPMA President
Members may be interested to read Dean’s recent blog for Skills for Health which
offers some further context
(https://www.skillsforhealth.org.uk/news/blog/item/814-nhs-pensions-it-s-not-toolate?highlight=WyJkZWFuIiwiZGVhbidzIl0=).

For more on pensions from NHS Employers go to https://www.nhsemployers.
org/case-studies-and-resources/2019/08/pension-tax-webinar?utm_
source=Twitter&utm_medium=social&utm_campaign=SocialSignIn

WeActiveChallenge
Did you notice your nursing and AHP colleagues getting much more active in the last
two weeks of August?
The #WeActiveChallenge campaign started back in July 2015, and pits many of the
WeCommunities against each other as they tweet pictures of themselves ‘getting
active’.
The campaign was originally inspired by Sport England’s This Girl Can campaign, and is
all about getting active in a fun, realistic and achievable way - and do a little more than
they did before.
Chief Allied Health Professions Officer Suzanne Rastrick really took up the challenge,
and it paid off with AHPs beating the nurses’ activity for the first time in the twitter
daily analytics reports since 2015 but the nurses overtook and finally finished first place
again!
So how active are our workforce teams – will you take up the challenge next August?

To foster innovation in the NHS, we need to empower its workforce
As technology and innovation play ever greater roles in our health service, the spotlight is being shone on those delivering
this change. But with talk of “amazing” or “game-changing” new tech comes inevitable eye-rolling amongst time-poor clinical
staff and management teams. And who could blame them? Such accolades are often followed by hapless consultancy projects
or software which makes life more cumbersome for teams already stretched too thin.
So how can we avoid getting tech fatigue and instead embrace the opportunities innovation can bring? The answer: look to
NHS staff and empower them to champion the evolution of their workplace.
Those best placed to know what innovation is needed and exactly how it should be implemented are those who have
experienced the problems first-hand. These are the people who know what it means to work with tools no longer fit for
purpose. They know how time could be saved, patient care improved, and systems made less stressful.
Tenacity, quick thinking and resourcefulness are vital qualities for any health professional. But they’re also the core qualities of
entrepreneurs. By realising the dual role NHS staff can play in the digital revolution we’ll be able to truly modernise the NHS.
We need to understand that the people who will use any new digital tools must also be empowered to create them.
My experience is a testament to the impact this mindset can have. In 2016, following two years as a junior doctor, I joined
Chelsea & Westminster Hospital Trust as a Clinical Improvement (Darzi) Fellow. My job was to look at how the Trust could
make staffing more effective and reduce empty shifts - a massive yet under-reported issue within the NHS that costs billions.
I worked with the Temporary Staffing Office to improve recruitment to their staff bank. Increasing the staff bank resulted in
a dramatic reduction in shifts going to locum agencies and saved the Trust £30,000 a month.
This got me thinking - could I somehow use technology to scale this impact NHS-wide? I joined up with a fellow clinician Dr
Jing Ouyang and together we enrolled on the NHS Clinical Entrepreneurs programme’s first intake. There, we developed
Patchwork to revolutionise the way NHS temporary staffing is managed. We took it back to Chelsea & Westminster for a
trial and saw the staff bank grow from 250 to 1550 bank doctors, freed up 88 hours
of time per month for admin staff, and saved £1.2m a year.
It was having lived the problem and grappled with it at the grassroots that put
us in a position to build technology that could be implemented effectively on
the ground. Coupled with the excellent support of the Clinical Entrepreneurs
Programme, we’re now using this experience to make a positive impact on the
NHS through our technology.
Just imagine what innovations - both big and small - could be unlocked if we turned
inwards instead for inspiration; looking towards our brilliant NHS employees
for ideas and answers. Their knowledge, experience and passion for the NHS is
unparalleled. Government, Trusts and managers must do all they can to foster
cultures of collaboration across the NHS and empower its workforce to contribute
to the changes we know our health service desperately needs.
Dr Anas Nader, CEO and
co-founder, Patchwork

On the road

Congratulations to the Scottish branch on a great roadshow event last month, next stop on the roadshow series is Cardiff (10
September BOOK HERE), then we’re off to Durham (2 October BOOK HERE), Basingstoke (20 November BOOK HERE for
South Central) and finally Manchester on 28 November for the roadshow & evening awards ceremony (BOOK HERE).
Members from the Eastern region can also secure their free places at the autumn event at Mills & Reeve, Cambridge on
Friday 27 September online here. This morning event welcomes our HPMA Awards HR Team of the Year winners Cambridge
University Hospitals NHS Foundation Trust as well as Dean Royles & Nicky Ingham.

There’s still time to enter the North West awards programme. This year there are 7 categories now open for entry until 26
September and we welcome entries from the 2019 national awards. Information about the awards and how to enter can be
found here.
This year the awards celebration will be held on the evening of 28 November at the Holiday Inn, Manchester following the
HPMA NW Roadshow which will run from 9- 4.30pm with the theme of Be the best version of you.
Speakers at this event, which is free to members, include HPMA President Dean Royles, Martin Johnson, author and Chief
Executive, Trans2 Performance, Nisha Katona MBE, Founder & Chief Executive of Mowgli Street Food. To book your roadshow
ticket and/or dinner ticket, click here. For more information contact rachael@chamberdunn.co.uk
Categories 2019
1.

We improve the culture sponsored by Liaison

2.

We improve our service sponsored by Patchwork

3.

We take care of talent sponsored by NHS Professionals

4.

We look after our people sponsored by NHS Employers

5.

We work across systems sponsored by The Finegreen Group

6.

North West Rising Star sponsored by Hempsons

7.

Overall winner sponsored by Hill Dickinson

Key dates and timings:
Award entry close:
5pm on 26 September 2019
Roadshow:
28 November 2019 (9am – 4.30pm)
Awards dinner & celebration:
28 November (6.30pm til late)
ENTER NOW

Sharing good practice
This month we’d also like to celebrate members’ and
colleagues’ success in other awards programmes.

•

East London FT, Enjoying Work

•

North Bristol Trust, Empowering our Frontline Staff to
Lead

•

North Middlesex University Hospital Trust, Staff-led
improvements

•

Northamptonshire Healthcare FT, Let’s Talk

•

Oxleas FT, Improving engagement through Let’s Talk
campaign

•

University College London Hospitals FT, Maximising
staff engagement during change

shortlist-2019

•

Yeovil District Hospital FT, The Yeovil Hospital Family

The NWAS nomination had three main strands: increasing
ethnic diversity, tackling the barriers to female career
progression and the development of staff networks.
Vickie Camfield, Head of HR, Corporate Services said:
“The Corporate HR Team, which leads on the equality
and inclusion work for the trust, is delighted to have been
shortlisted for this award. The nomination highlights the
hard work which has been carried out in recent years as
part of a long-term strategy. To have this work recognised
by such a high profile, national award nomination has been
really exciting for the team and an excellent opportunity to
reflect on the progress that has been made.”

And Workforce Initiative of the Year finalists:

We were delighted to see reaching the finals of the Personnel
Today awards, Morecombe Bay Hospitals NHS FT who are
shortlisted for two awards (you can read the full the article
on their work on page 1). North West Ambulance NHS Trust
and NHS Business Services Authority are both recognised
for their diversity and inclusion work plus good friend of the
association Joanne Marshall (and past deputy president) as HR
Director of the Year finalist. Good luck to all of you. Shortlist
link https://personneltodayawards.com/ptawards19/en/page/

Rachel Brown, Diversity and Inclusion Manager at NHSBSA
commented: “Our submission for the Diversity and
Inclusion Public Sector Award focused on our ‘Pathways to
Work’ program. The scheme is about creating routes into
employment with us for those who are from disadvantaged
and/or minority groups.
“Our specific focus was around the work we do on disability
inclusion. We have been working hard on this, for instance
some of our staff learned British Sign Language (BSL) in
order to better communicate with Deaf colleagues. During
Deaf Awareness Week we made a video on our BSL work
which we shared on social media. We also actively offer
placements, for example for people with autism and learning
difficulties.”
Also announced recently the HSJ Awards shortlist
https://awards.hsj.co.uk/2019-shortlist – so special
congratulations to Staff Engagement Award finalists
•

Bradford Teaching Hospitals FT, We are Bradford

•

Chesterfield Royal Hospital FT, Sustained Engagement
and Improvement

•

Cornwall Partnership FT, Workforce Transformation
Integration Sprints

•

Cornwall Partnership FT, Developing a psychological
workforce for now and the future

•

Cornwall Partnership FT, Workforce Transformation
Integration Sprints

•

Kent and Medway NHS and Social Care Partnership
Trust, Vocational Rehabilitation Service including job
taster programme

•

Medway FT, International nurse recruitment

•

NHS England and NHS Improvement, Workforce Race
Equality Standard (WRES) Team

•

North Cumbria University Hospitals Trust, Saving
Money to Save Lives

•

Portsmouth Hospitals Trust, Modern Innovative
Solutions to Improve Outcomes in Asthma,
Breathlessness and COPD (MISSION ABC)

•

The Rotherham FT, Advanced & Consultant AHP
Practice - Service Re-design

•

University Hospitals of Leicester Trust, The
Leicestershire School of Nursing Associates - a practice
approach to developing a new workforce

•

West London Trust, Improving the wellbeing of the
workforce in an IAPT service

•

Yeovil District Hospital FT, Person-Centred Recruitment

The Driving Efficiency Through Technology category is well
represented by our members and supporters too, with STU
- The Recruitment Robot (HPMA Awards 2019 Winner),
Locums Nest and Patchwork all reaching the category finals.
HPMA is all about promoting and sharing best practice, so
don’t be shy – why not invite some of these finalists along to
your next branch event.

Practical Workforce Planning: In anticipation of the People Plan

The NHS published its interim People Plan on 11 June. The
ambition to invest in recruiting, retaining and developing staff
is a welcome acknowledgment that getting the workforce
right is critical to a successful NHS.
NHS clients tell us that recruitment is a big challenge. There
are a variety of factors at play: at the junior end, student
nurses and doctors acquire significant debt to fund their
studies, which can put them off entering those professions;
the increasing perception of the NHS as a stressful
environment where cost of living increases far outstrip pay
rises, perceived lack of career and working pattern flexibility
and ability to progress, are also barriers.
Without knowing the full People Plan and budget to back it
the Interim Plan is necessarily a stepping stone to the NHS’
final workforce strategy. Critically, recruiting to the many
clinical vacancies will take time, resource and money. The
NHS cannot simply “throw money” at the problem so must
think more widely about the employer proposition: the GMC
recently published a report confirming the importance of
collaboration and good working relationships to the quality
of care; the evidence shows this also feeds into recruitment
and retention. Against that background, we suggest the
following practical solutions for NHS employers seeking
an early lead in breaking down barriers to securing enough
staff:
•

Pooling resources across providers - maximising
efficiency of locally available capacity;

•

Promoting commitment to flexible working and worklife balance: e.g. inviting staff conversations about
alternative working arrangements which might better
meet their personal and your organisational needs,
using e-rostering technology to explore different
working patterns;

•

Taking positive action, such as targeted advertising of
vacancies to communities under-represented in your
organisation;

Sarah George, Legal Director, DAC Beachcroft LLP
sgeorge@dacbeachcroft.com

•

Encouraging youth volunteering (e.g. from underrepresented groups) as a potential stepping stone to a
future NHS career;

•

Introducing/expanding local nursing apprenticeship
programmes/vocational degrees, perhaps linked to
guaranteed placements on successful completion;

•

Focusing on workforce wellbeing strategies; providing
proactive support mechanisms to minimise sickness and
absence, encouraging staff retention and positioning
your organisation as an employer of choice; and

•

Making/increasing use of nurse transfer/clinician
passport schemes to maximise career development
opportunities and in clinical areas/bands with the
highest vacancies.

We have worked on a number of these schemes and would
be happy to discuss the best pragmatic options for your
organisation.

Healthcare Apprenticeships Forum

There are still a few places available on the Healthcare
Apprenticeship Forum on Wednesday 11 September at The
Council House, central Birmingham. You can secure your
free place online by registering at
https://www.skillsforhealth.org.uk/hae.

It’s set to be a packed day with contributions from Benedict
Eccles, Jon Parry and Vicky Yearsley from Skills for
Health, Karen Woodward from Education & Skills Funding
Agency and Lucy Hunte, National Programme Manager –
Apprenticeships at HEE.
The event is aimed at senior colleagues looking for a broader
conversation about wider workforce strategy, and how
apprenticeships fit as a piece of that puzzle. Contributors
will be offering examples and inspiration of apprenticeship
levy use linked to IPP priorities, including case studies where
ICSs and STP regions have worked collaboratively to build
apprenticeships into their workforce strategies through
working in collaboration across a geographical patch.
We’re delighted to have the support of the Education and
Skills Funding Agency (https://www.gov.uk/government/
organisations/education-and-skills-funding-agency) as
event partner and welcome Lifetime training (https://www.
lifetimetraining.co.uk/apprenticeships/employers/healthsocial-care/), CMP Solutions (https://www.cmpsolutions.com/)

and NHS Employers to the exhibition.

Lucy Hunte, National Programme Manager –

Apprenticeships at HEE.
This free one-day conference and exhibition has been
developed in response to members’ needs, so if your
organisation is facing apprenticeship challenges join us on 11
September armed with your questions and queries. And if
you would like to see HPMA develop a national event on any
topic or theme to help your current challenges then contact
nationalevents@hpma.org.uk with your ideas.

STOP PRESS – JO’s AWARD – STOP PRESS
This is our regular monthly award or prize for HPMA members who have gone the extra mile and deserve a thank you.
The association is full of wonderful volunteers who give up their valuable time to put on events, plan programmes and
put ideas into action. So if you know someone in your branch who deserves just such a thank you (and a Costa gift
card), drop executive assistant Jo Owens a line jo.owens@hpma.org.uk to say why and we’ll do the rest.

A framework to guide your
journey to improving mental
health at work
One in three of the NHS workforce have felt unwell due
to work-related stress. And one in two staff members have
attended work despite feeling unwell, because they felt
pressure from their manager, colleagues or themselves
NHS Staff and Learners’ Mental Wellbeing Commission.
As an employer of 1.4 million people, the NHS therefore
has a huge opportunity and responsibility to lead the way on
promoting employee mental health.
Thriving at Work, an independent review of mental health
and employers, outlines what employers can do to better
support employees – including those with mental health
problems – to remain in and thrive through work. Published
in 2017, the review sets out six core standards that all
employers can adopt to better support mental health at
work. It recommends that public sector employers go further
by meeting an additional four enhanced standards.
The health sector is taking significant steps to rise to this
challenge. For example, the NHS Staff and Learners’ Mental
Wellbeing Commission recently reviewed evidence of good
practice in supporting the mental health and wellbeing of staff
and learners. It puts forward 33 recommendations as a result.
The Interim NHS People Plan also sets a vision for how
people working in the NHS will be supported to deliver care,
including support for employee mental health.
These reviews, recommendations and commitments are vital
to driving change at the sectoral level, but what do they mean
practically for you as an individual employer?

Faye McGuinness, Head of Workplace Wellbeing

Programmes at Mind
health. It provides practical sector-specific advice for meeting
all of the Thriving at Work mental health standards.
As you build your approach, make sure you’re:
Getting senior leaders on board. They can play a key
role in progressing your organisation’s mental health
agenda by speaking out about mental health and signing the
Time to Change Employer Pledge to tackle stigma and
discrimination.
A survey of 3,500 doctors showed that 73% would choose
to disclose mental ill health to family or friends rather than a
healthcare professional NHS Staff and Learners’ Mental
Wellbeing Commission
•

Raising all employee’s mental health awareness.
Embed mental health in inductions and training and
celebrate key dates in the mental health calendar.
Recruiting mental health champions also helps facilitate
peer support and signposting.

•

Promoting a healthy work/life balance. Encourage
employees to work sensible hours, take lunch breaks,
rest and recuperate after busy periods, and take their full
annual leave entitlement.

•

Providing learning and development opportunities
through coaching, training and job-shadowing

We strongly recommend you build your organisational
approach around the
NHS Workforce Health and Wellbeing Framework

You can use the NHS Health and Wellbeing Framework
in different ways, depending on your needs and the progress
you’ve already made. There are example plans with suggested
leads for each area, potential measures and links to further
information and tools to support your people’s mental health
at work. It includes a great range of best practice examples.
You can also access a toolkit of resources specifically
selected to help you support the mental health of healthcare
workers at mentalhealthatwork.org.uk.
The framework sets out clear steps on how to plan and
deliver an effective health and wellbeing strategy within an
NHS organisation, including a section dedicated to mental

At Mind, we’re here to support you on your journey as an
employer. Find out more at
mind.org.uk/work

Ethical Planning with AI and Machine Learning – Can ‘The Bots’
help us to protect workforce diversity Stafford Burt, Master Prin
Solution Consultant, Oracle UK
Like many others I cannot help but be drawn
to staring at the tube maps on the carriage
walls on the London underground. What do
some do some of those place names mean?
How far apart are they really? – and why
do some have wheelchairs in white others
are black and some none at all? Closer
examination reveals some tube stops have
step free access and some offer it from train
to street. This is the kind of Big Data that we
could be using in our planning function.
Today being an ethical business is seen as
being as important as great advertising,
great products and an efficient supply chain.
Many consumers will choose more expensive
products from suppliers they see as more ethical than from another lower cost source. Public organisations are, of course,
legally obliged to ensure their employment practices meet the Government’s (and the public’s) rules and expectations on
diversity and inclusion. Just as many manufacturers wish to utilise ethical product supply chains, they should also consider
ethical talent supply chains.
Artificial intelligence isn’t exactly renowned for its ethical input! – Hollywood Sci-Fi loves this. The HAL-9000 in 2001: A Space
Odyssey is quite content to murder the crew of the Discovery in order to complete its mission, The Robot Ash in ‘Alien’ is
more than willing to sacrifice the lives of his crew-mates (too late for a spoiler alert?). On the flip side of this the fan favourite
Star Trek character Data is enabled with ‘Ethical and Moral Subroutines’ – many a plot line comes from the interpretation and
violation of these! In the real world can we utilise AI to drive more ethical and diverse talent supply?
Here of course is where Big Data interpreted by AI can indeed help us. Tube map data is a great example – let’s say we wish
to move call centre staff from an expensive London Zone 1 office to one in Zone 3. We need to account for the diversity
information of our current workforce in conjunction with accessibility of public transport in order to ensure we don’t drive
less able-bodied staff out of our business. This becomes even more complex when we examine other inclusion factors such
as gender- AI can ensure we are aware that many of our staff are female and work part time – it can also couple this with
information on predicted attrition in that part of our workforce if we were to increase or decrease employee commute as
compared with full -time staff.
AI can aid all aspects of the workforce planning cycle and help us to ensure our workforce supply demand and gap fulfilment
enables and simplifies inclusion policy in planning. Modern cloud based autonomous database and visualisation tools can help
by spotting hidden patterns and comparing them to our plans. The bots can help keep the moral compass pointed in the right
direction after all.
It’s pretty clear that emerging technology such as artificial intelligence can enable us to utilise the Big Data we need in all
aspects of our workforce planning lifecycle. It can ensure we base our supply attrition assumptions on correct trends. AI helps
us with the massive data processing load we can generate in demand planning and can simplify examination of the gap data in
conjunction with other demographical information. Finally, AI can help us to drive inclusion in our workforce plans.
The big question is how we build these technologies into our planning tools. The answer in this case is actually simple. Only
modern cloud technology underpinning Planning and Budgeting tools come with the innovation baked in, ensuring we can use
today’s most advanced tools and enabling us to rapidly access emerging technology we haven’t even thought of yet. We are
only just starting to grasp what The Bots can do to help us plan more effectively – here’s to the future!

HPMA EXECUTIVE TEAM

DATES FOR YOUR DIARY
HPMA Wales Roadshow 10 September Cardiff
Healthcare Apprenticeship Forum 11 September 2019
Birmingham
HPMA East of England Autumn event 27 September
Cambridge
HPMA North East Roadshow 2 October Durham

Dean Royles HPMA President
Nicky Ingham HPMA Executive Director
David Holmes Deputy President
Janet Wilkinson Deputy President
Sarah Morley Deputy President
Jo Owens HPMA Executive Assistant
admin@hpma.org.uk

HPMA South Central Roadshow 20 Nov Basingstoke

HPMA COUNCIL

HPMA North West Roadshow & Regional Awards
Celebration 28 November Manchester

David Holmes Deputy President and West
Midlands Vice President

HPMA National Conference & Awards Belfast
4 & 5 June 2020

Heather Barnett North West Vice-President
Chris Carron Scottish Vice-President
Vivienne Toal Northern Ireland Vice President
Janet Lynch London Vice-President

SAVE THE DATE
HPMA National Conference &
Awards is coming to Belfast on
4 & 5 June 2020
To register your interest and
receive special offers email
nationalevents@hpma.org.uk

Darran Armitage South West Vice-President
Nick Parker Yorkshire & The Humber
Vice-President
Claire Vaughan Wales branch Vice-President
Amanda Rawlings East Midlands Vice-President
Morven Smith North East Vice-President
HPMA National events team
nationalevents@hpma.org.uk

