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work with and those we serve. On their behalf, I
would like to say a huge thank you.
We all hoped that we would see a gradual return to
As we approach the end normality by now, and yet it is clear from the infection
rates and hospital admissions that we are now in a
of the year, I was hoping
second wave, bringing even more added pressure and
to open this newsletter
anxiety. So it seemed timely to let you know that the
with a time of reflection,
HPMA feel enormously privileged to be able to
an opportunity to look
back on a challenging year, continue to support you wherever we can and to
and to highlight what had encourage you to take the time, whenever possible,
to look after your own health and wellbeing, to equip
been achieved. Sadly, that time of reflection will need
you to better serve others. Thank you again for all you
to wait a few more months.
continue to do in these most challenging months of
Covid 19 has been devastating for so many people
our careers.
but it has been a time when HR in the NHS has
You may be aware we held our virtual awards
come of age. HR has long been seen as transactional,
ceremony recently as we felt it was important to
and as procedure and process rich. However, as the
celebrate some of the fantastic work in our
research published in the newsletter shows, we have
profession. Please see our website to view the shortseen a largely positive picture on improving
listed entries and winners
employment relations in the NHS despite the
https://www.hpma.org.uk/2020-award-winners
enormous pressure staff have faced, as well as
effective working with trade unions. The pandemic has Our virtual conference is also taking place on 1 and 2
December 2020, more details here
highlighted the critical role HR has in protecting and
https://www.hpma.org.uk/conf-uk-2020/. We would
promoting positive relationships at work.
love to see you there.
As a professional body supporting people
Thank you, once again for all you continue to do to
professionals working in the NHS and social care, we
have been full of pride and appreciation for the work support our staff and to keep our patients and service
users safe.
you have done and for the leadership you have
demonstrated. It has been truly remarkable to witness We know the next few months will be tough on the
and we are proud to have played a small part in
country and for the NHS, but I know that the NHS
supporting you.
HR community will continue to give their best as we
enter a second wave and build on what we have
Back in March, I do not think any of us appreciated
learned over the last seven months.
that seven months later, we would still be working so
very differently and so intensely within our
Thank you.
organisations. We know that sustaining this is hard,
really hard, but is very much appreciated by those we
Dean Royles, HPMA
President
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HPMA research signals the ‘coming of age’ for HR
Nicky Ingham, Executive Director, HPMA.
What has the pandemic crisis meant for employment
relations (ER) in the NHS? A workforce already under
strain from limited funding, scarce resources and increased
scrutiny has been subject to new extremes. So what
happens when the clapping stops?
The importance of the ER issue prompted the first HPMA
research, sponsored by partners CMP (the NHS
workplace relationships specialist) and Selenity (NHS
workforce software provider).
Professor Richard Saundry, one of the UK’s leading experts
on workplace conflict, was commissioned to gather insights
from more than 250 NHS Human Resources leaders,
senior practitioners and trade union representatives for
the report The Impact of Covid-19 on Employment
Relations in the NHS.
The new report reveals how the initial Covid-19 lockdown
period meant the need to rely on people skills and more
informal approaches to dealing with grievances and
disputes. And rather than confusion, this led to real benefits
to ER, demonstrating the value of good people
management, informal skills over formal procedures.
The numbers of disputes fell significantly during the first
wave of Covid-19. While this was mainly due to the
postponement of formal conflict and disciplinary
procedures, the research also found that increased
camaraderie and solidarity had improved relationships. Just
over 75% of respondents felt that disciplinary and
grievance issues were bogged down in lengthy procedures.
The lockdown period had, by contrast, led to an increase in
partnership working between management and unions,
improved communications, more agile working and
flexibility. There was also some evidence of managers
developing informal and creative solutions to workplace
problems.
In response to the report, HPMA President Dean Royles
has called for greater investment in developing the HR
function in the NHS. He said: “Covid 19 has been
devastating for so many people but it has been a time
when HR in the NHS has come of age. HR has long been
seen as transactional and procedure and process rich.
However we have seen a largely positive picture on
improving employment relations in the NHS despite the
enormous pressure staff have faced, as well as effective
working with trade unions.
“The pandemic has highlighted the critical role HR has in
protecting and promoting positive relationships at work. To
sustain this we now need to see significant investment in
the on-going training and development of HR professionals
in the NHS to help embed improved communications with
staff, enhanced health and well-being, greater organisational
agility and the creative use of new technology.
“We know the next few months will be tough on the

country and for the NHS, but I know that the NHS HR
community will continue to give their best as we enter a
second wave and build on what we have learned over the
last seven months.”
Arran Heal, Managing Director of workplace relationships
specialist CMP, said: “The Covid-19 crisis constitutes a
major opportunity for HR. For the moment, people and
well-being are front and centre of organisational thinking.
“NHS employers have been investing in important
initiatives, in developing ‘Just and Learning Cultures’,
introducing Freedom-to-speak-up Guardians and internal
mediation services. But approaches are mixed and patchy.
There needs to be more consistency, a single approach
that all NHS employees can see and rely on across the UK.
The NHS knows the value of having a more open, listening
and learning culture, but there has to be a unifying strategy
that focuses on people skills and informal resolutions that
makes the principles work in practice, and for staff and
patients to benefit.”
Andy Shettle, Employee Relations Specialist at Selenity,
commented: “This report has provided us with a rich
insight in to the real life impact Covid-19 has had on
employee relations in the NHS, both the positives –
improved team working resulting in a reduction in conflict
and unsurprisingly the negatives – a detrimental impact on
the health and wellbeing of staff both front line and
support roles.”
The report, The Impact of Covid-19 on Employment
Relations in the NHS, can be downloaded from
https://bit.ly/31s0xRX
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HPMA Virtual conference

Event Partner session: Selenity

Tuesday 1 & Wednesday 2 December

Navigate the landscape of employee relations cases

The theme of the conference is Architects of Change,
recognising and exploring the key role of workforce and
OD professionals in designing, developing and delivering
the future vision for workforce in the NHS.
Speakers include:
Helen Bevan, Chief Transformation Officer, NHS Horizons

Andy Shettle, Senior Product Manager, Selenity An Allocate
Software company
How to sign up for the conference on HOPIN
1. Click Book Now link or copy URL into Google Chrome
https://hopin.to/events/hpma-annual-conference

Mark Britnell, Global Chairman & Senior Partner,
Healthcare, Government & Infrastructure, KPMG
International

2. Sign up for HOPIN – you need to sign up before you
can register for the event

Prerana Issar, NHS Chief People Officer, NHS England
and NHS Improvement

4. Click to add to your calendar

Julie Rogers, Deputy Chief Executive/ Director of
Workforce and OD, Health Education and Improvement
Wales
Dean Royles, HPMA President
Craig de Sousa, HPMA London Vice-President & Director
of Human Resources and Corporate Governance, The
Tavistock and Portman NHS Foundation Trust
Shirley Rogers, Director of Operational Readiness and
SGoRR Director at The Scottish Government & 2020
recipient of the President’s Award for Outstanding
Achievement
Tom Simons, Chief HR and OD Officer, NHS England
and NHS Improvement
Martin Johnson, CEO and Founder, Trans2 Performance
Break-out streams:
•

Looking after our NHS People

•

Compassionate leadership

•

Belonging in the

•

Systems thinking

•

The power of data

•

Click here for the full programme

NHS

3. Register for conference
5. Click to update your profile
You’re done! We look forward to seeing you in December
What’s happening on HOPIN?
•

View the main stage

•

Join break-out sessions & be part of the
discussions

•

Visit sponsor booths & hear what’s new in their
world

•

Join the conference chat

•

Go speed networking & catch up with old friends
and new

Branching out with a warm welcome
We’re incredibly lucky to have the support of our
exhibitors and we need you to give them a warm
welcome to conference 2020. So PLEASE visit their
booths, listen to their talks, watch their videos and find out
what’s happening in their world. Without them these
events just cannot happen.
We’ll be keeping our ears and eyes out for which branch is
the best conference guest, visiting the most booths and
getting involved with the chat – Could that be your
branch??

Thoughts from working in the NHS as a BAME staff member
Sheila Kasaven, Associate
Director of Quality Governance, Mid
Cheshire Hospitals NHS Foundation
Trust

Being from a BAME background
had never caused me anxiety throughout my working life
until covid-19 made its impact on the community at a
startling rate. Seeing the faces of colleagues across the
country suffering the most severe cases and more often
fatalities was stark in its reality in this community. At Mid
Cheshire Hospitals the act to support came quickly with
a surge on staff risk assessments and movement of staff
to where they could work in the safest environment – yet
the anxiety amongst this group in particular with so many
questions about PPE etc being voiced.
A BAME Swartz round was suggested and myself and a
colleague agreed to lead and share our stories with the
Trust. Straight out of my comfort zone but having not
worked frontline for a few years I was keen to support
colleagues with sharing my story and helping the
discussions from staff on what would help them going
forward in these strange times.
My colleague and I had both contracted the virus early

on in the pandemic and whilst my episode was moderate
compared to his hospitalisation we both shared our
experiences and how we had recovered. We were also
able to share how much support we had from the
organisation to remain safe when we returned to work.
There were a lot of questions raised – a lot of worries
about use of PPE but these lessened as we talked
together – united in our familiarities. The discussions went
further on into the issues of representation in the wider
Trust, and now the Swartz round has led to the creation
of a very well represented and engaged BAME network
that will have input into the Trusts strategies going
forward.
Other reflections during the pandemic are the immense
flexibility that the NHS adapts to major incidents. I have
seen teams and individuals changing roles/responsibilities
with no thought than to ensure our patients, colleagues
and community are safe and protected from this virus.
We changed services and moved technology at such a
pace that parts of the NHS are now unrecognisable and
the changes will last for the foreseeable – learning than
we cannot forget and need to embrace.
I am so proud to work in the NHS but also within such a
supportive community of Mid Cheshire Hospitals. I was
honoured to receive an RCN award for my contribution
during this time for ‘Outstanding contribution to Equality,
Diversity & Inclusion in Health and Social care.’

Black History Month at Cwm Taf Morgannwg University Local Health Board
with the former i.e. racism from the public – please
note this includes patients, service users, families and
visitors.

Alexandra Bulmer, Alexandra Bulmer, Human Resources
Advisor
We have a new rapidly growing BAME staff network
currently numbering 112 members and supported by a
smaller working group which has developed out a mission
statement, action plan and terms of reference.
We have listened to their views which were obtained
directly from the network which includes staff at all levels
throughout the organisation. We have a ‘what’s app’
group established for this purpose which is quick and
responsive.
Essentially they have emphasised that their main priority is
to focus on support for BAME staff. This will include:
•

Communications to the public in terms of the
standards we expect towards BAME and other staff.

•

Clarification of the way that racism from the public
and also from colleagues can be reported and
addressed. This will include linking to Health and
Safety processes.

•

Development of policies to support them in dealing

•

Our BAME staff also identified the need for ‘buddies’
and for informal support in different situations and
we have established a helpline for this purpose and
are working on scoping out that role.

•

They have also requested ‘well-being’ support and we
are currently raising awareness of our large suite of
resources developed by our Wellbeing Lead. We aim
to identify any BAME specific resources and training
required which one of our BAME Consultant
Psychiatrists is willing to support.

•

Mentoring and development were seen as a medium
term priority. However, our BAME network
members have expressed an interest in reverse
mentoring and the working group are scoping this in
their next meeting.

•

Our Equality Manager has been invited to present
progress to Board.

During Black History Month we released a series of videos,
this includes a message from our new BAME Board
Champion which went out on 5 October pledging support
for our BAME staff and encouraging them to join the
network. The second shared messages from some of the
network members saying how the network helps them,
what they can offer and encouraging colleagues to join.
We also developed a set of five stories of positive BAME
Welsh people and/or Welsh connections, one of which was
based on a network member’s own recollection. We will
share this via a short communication piece linked to our
new BAME Sharepoint site which has been developed to support the network.
This builds on previous communications including reassuring staff they must not tolerate BAME Covid related harassment
and sending good wishes during Ramadan including a video from a BAME doctor reminding staff to keep well when
fasting during the crisis.
We also made a Board statement that we support our BAME staff following the Black Lives Matter media coverage.
Solent NHS Trust Black History Month Celebrations

At Solent NHS Trust we refused to let the challenge of the pandemic dampen our ambitions to celebrate Black
History Month with great gusto!
During the month we have managed to creatively think of ways to promote and celebrate the contributions that Black
people have made in the Trust and in the community.
One of the allies from Solent’s Black Asian Minority Ethnic, (BAME) group designed this poster in celebration of Black
History Month. This kickstarted our celebrations with an appreciation and acknowledgment that BAME employees
were just as significant and important as some of the prolific and famous American icons featured in history and the
poster.
We also featured many thought inspiring blogs from employees across the Trust; Ophelia Matthias, Communications
and Engagement Officer, led on this years’ BHM campaign and shared her incredibly inspirational blog; Marina Wilson, a
sensory service senior practitioner, shared her first experiences arriving in England; Pamela Permaloo-Bass, associate
director for diversity asked how the NHS can improve the outcomes for BAME patients and colleagues in her blog;
and Gordon Muvuti, Director of Partnerships in his blog asked for systemic racism to be acknowledge – saying it is vital
that the NHS, as the largest employer in the UK, addresses the issue and provides the hope that is required. Without
it, nothing will fundamentally change.
Working alongside communities is something we value of great importance. So, it was an absolute honour to be able
to engage and listen to the inspiring stories from some of our community partners. Beverley Dowdell, retired nurse
and Chair of Black Heritage Association, implored nurses from BAME backgrounds to strive for more. Read her
motivational story here: https://buff.ly/3lUaGPh . Veronica Gordon, Founder of Our Version Media, spoke about her
work which is to equip the BAME community in Southampton to film and publish their own positive media stories.
Pascal Matthias, Senior Fashion Lecturer at Winchester School of Art, spoke about his lived experiences of being a
black man working in a predominantly white environment.

THE WORK AND THE WAY

Kulvant Sandhu, (Right) Chair of the BAME Staff
Network, Leeds Community Healthcare NHS Trust
John Walsh, (Left) Freedom To Speak Up Guardian, Leeds
Community Healthcare NHS Trust
Back in 2007 one of the writer’s mother was receiving
treatment for cancer. If we were to examine the GP
records we would find the usual stuff - hospital referrals,
medications and medicine reviews. Everything would be
in order. However something else happened in those GP
rooms that the paper and computer records wouldn’t
and perhaps couldn’t record.
The something was that the GP offered a kindness,
openness and listening that made the consultations a
place of warm welcome and connection. In other words
the GP offered not just medical consultation but human
and humane relationship. It was a living example of what
the great psychologist Otto Rank said that ‘The
relationship is the curative factor’. We are social beings
and need those spaces where we can find ourselves and
feel valued by another. The author’s mother felt valued
and included. Without these approaches, we often have
experiences which are cold, formal and impersonal.
Perhaps the fundamental question for the NHS and other
organisations is how we can enable these curative factors
to flow through our systems and services. The good news
is they are already existing in and flourishing in many
places. In this blog we will talk a little about somewhere
the authors experience them. That place is the Black
Asian Minority Ethnic (BAME) Staff Network and the
Freedom To Speak Up work at Leeds Community
Healthcare NHS Trust.
It is good that our writing coincides with October being
Black History Month and Speaking Up Month. We see an
important correlation between a greater awareness of
the history of BAME people and staff feeling enabled to
speak and share their stories and concerns.
In the BAME Staff Network and Freedom to Speak Up
approaches at Leeds Community Healthcare we see two

things aligning powerfully together - The Work and The
Way.
The Work is what we do. This means a growing vibrant
BAME Staff Network (now with over 100 members),
Reverse Mentoring, BAME Speaking Up Champions,
supporting colleagues in Leeds primary care to develop a
BAME Staff Network, an Allyship programme for our
non-BAME colleagues, deep thinking and positive action
on how BAME staff perceive themselves, a dynamic
campaign called ‘I Can Be Me’ (focussing on wanting a
culture where I can be me and you can be you), the
Network speaking at the Trust AGM about its work and
hopes, blogs, vlogs, joint Open Letters to all staff from the
Chief Executive, Chair of the BAME Staff Network and
the Freedom To Speak Up Guardian ( FTSUG ), training
for managers on conversations with BAME staff around
the Risk Assessments led by the Director of Workforce
and the BAME Staff Network, weekly virtual meetings
with the Network, Chief Executive, Director of
Workforce and the FTSUG to hear and create the work,
being one of the four trusts to be asked to pioneer the
next stage of WRES work, and Open Conversation
practice on how we work as a result of where staff are
being racially abused in the community.
It’s a lot of work and its good to see. And yet it is not
enough. Something else is needed.
This is where The Way comes in. The Way is not what we
do - its how we do it. Its how we decide to be as people
and colleagues in our trust. This is the real energy behind
this work and what creates change.
The Way we work is fundamentally three things. The first
is Humanity. It is decision to meet as human beings who
work across the organisation. Not bandings or positions
but people. Secondly it is Togetherness - a recognition
that we need each other and can only do and create this
work together. So everyone - from cleaner to consultant
is part of this movement. Lastly, it is the practice of
Dialogue. Dialogue means to know each other and care
for each other. We grow as we know each other. Through
our stories, hopes and struggles we grow and create the
solutions together. This dialogical practice is the heart of
the work we do together.
So our message is a simple one. In this month where we
celebrate Martin Luther King, Rosa Parks and Harriet
Tubman, lets write the next page of history with
everything we do and everything we say. And we think
we know how at least some of this can be done. We can
encapsulate it as- Do the Work, but please find The
Way- our people need it.

Throughout the month we have also ensured that the Intranet has been populated with inspiring information including:
Ted Talks about race and diversity, top recommended books by black authors, favourite films pertaining to black people
as well as information on articles about black inventors, astronauts, business owners and fashion designers. We have
also published weekly inspirational Tweets from famous figures on race and equality.
Solent took part in Hampshire and Isle of Wight’s Sustainability and Transformation Partnership (STP) Black History
Month event on 27 October; this session will provided a safe space for NHS Trusts to discuss issues faced during
Covid-19 and the support provided to BAME staff, as well as handing over to local community groups to showcase
what they have done and what support they require.
In the last week of Black History Month, Ophelia Matthias and Pamela Permalloo-Bass made community radio
broadcasts. Ophelia spoke about about her experience of working for Solent NHS Trust as a black employee on Unity
101 FM. Pamela Permalloo-Bass, Diversity & Inclusion Associate Director at Solent, spoke about how Solent NHS Trust
are dedicated in their ambitions to attract and retain diverse members of the community to work with them on Voice
FM.
The month has been a great success, although the restrictions imposed by Covid-19 have ensured that many things
have had to be presented online the response has been educational and positive.
Black History Month: how the law firm Mills & Reeve marked the month

As with many other organisations, here at Mills & Reeve, we had a great month of activities to celebrate Black History
Month (BHM). However, even before October we had been firmly focussed on initiatives to raise awareness of diversity
and inclusion.
At the start of BHM, we re-named our network, comprised of black, brown and mixed race staff and supported by
allies, from the BAME network to the Reach (race, ethnicity and cultural heritage) network. One of the key reasons for
this change was to recognise that the non-white ethnic group is not a homogenous one, and we wanted to move away
from the BAME label.
Members of the Reach network then created a short but powerful video to explain ‘white privilege’ which has had over
1,200 views internationally. We have had amazing feedback including from the Bishop of Norwich, who amongst others,
has incorporated it into their internal training on diversity.

Hot on the heels of this video was our panel event ‘Let’s Talk About Race in the Legal Sector’. This was expertly chaired
by Jog Hundle, a Mills & Reeve employment partner with panellists drawn from our Reach network of lawyers and
non-lawyers across the firm who discussed not only their personal journeys in the legal sector, but also shone a light
internally discussing what more we could do as a firm to further increase our ethnic diversity and support of colleagues.
The Reach network will pick up some of the key messages from this debate and will take them forward as an
organisation.
We also kick-started our training on ‘Let’s Talk about Race’ – a course developed for internal roll out to encouraged staff
to become more comfortable with talking about race and ethnicity and addressing inequalities.
Other events included shining a spotlight on books by black authors by featuring them in the reading lists of our M&R
book club and the promotion of three films/documentaries which were then discussed by staff who simply dropped in
and had a chat over a cuppa as part of our Zoom-a-ccino events.
Finally, we had internal messages of support from our allies and other networks and a spotlight on one of our Black
Caribbean partners in our health & care sector, Dawn Brathwaite - https://www.mills-reeve.com/people/dawnbrathwaite
This was perhaps one of our busiest months of activities. However, it is not only about BHM. As a firm our aim is to
increase ethnic diversity and ensure that our colleagues progress through the organisation without any barriers. We also
want all staff to be able to ‘bring their whole selves to work’ with an understanding that a diverse workforce is an
improved workforce.

Zoe Lintin, Director of Human Resources & OD, Chesterfield
Royal Hospital NHSFT
Joint Vice President East Midlands Branch HPMA

Firstly, congratulations to Chesterfield Royal for
winning the Excellence in Employee Engagement at this
year’s HPMA awards!
Thank you! We were absolutely delighted and proud to win
this award and it is a result of a lot of hard work and strategic
focus over the last 4 years. Improving our staff engagement
has been a key priority for us at Chesterfield, with previously
having poor staff survey results, and we’ve introduced a
number of ‘pillars’ to see this difference, for example in relation
to leadership and improvement.
It was obviously a different kind of awards ceremony and ‘after
party’ to usual years…so a small team of us celebrated socially
distanced at work with fake fizz and takeaway curry!
What was your first job?
After a bit of babysitting, my first job was working in C&A
(remember them?!) serving customers on the shop floor. It
was over the Christmas period so I needed to listen to their
only Christmas album on repeat for entire shifts…
How did you get into HR?
I was most interested in the people and behavioural aspects
of my general business studies degree so decided to do a
postgraduate including my CIPD qualification. After this, my
first ‘proper job’ was as a Personnel Assistant in a law firm. I
did a couple of roles there then moved to Northern Foods
where I had different job opportunities and promotion, always
based in one of their food manufacturing factories – bakeries
in my case. I loved the smell of baking bread and muffins!
What made you move into working in the NHS?
I always remember something my factory manager said to his
leadership team– we were having a particularly stressful time
as were struggling to meet an increased order from a
supermarket customer, in time for a sunny Bank Holiday
weekend. He calmly said “we make burger buns, no-one is
going to die if we don’t manage to make them all.” I had been
thinking about wanting to work in a sector where I was
making more of a difference, and this really resonated with
me.
When the role of Head of HR at Sheffield Children’s Hospital
came up I went for it and was pleased to join there in 2006.

At that time it was seen as being quite risky recruiting
someone from outside of the NHS, particularly as the HRD
was new in post and also from the private sector and I would
be her deputy. I feel as a HR community in the NHS we have
become more able to appreciate the benefits of recruiting
from outside of healthcare, as a complement to recruiting
from within. I believe my background of working in different
environments has helped me, although I remember having a
huge learning curve and being surprised by lots of things
when joining the NHS!
What are your priorities for the East Midlands branch?
I had previously been the Deputy VP and now work alongside
Amanda as the Joint VP. As a branch, we have been really
focused on re-launching ourselves and establishing a good
programme of different events for our members.This was
going well and we started the year with a well-attended event
with further sessions planned.Then COVID hit and that all
went to one side!
After re-grouping, we held our first virtual event in August
and were really pleased to have Nicky and Dean join us to
share their thoughts and reflections. We’ve now got more
events being developed for the next few months and want to
get this off the ground in a virtual way. I am keen that we also
offer events to appeal to all people in our wider workforce,
OD and education teams, as well as our ‘core HR’ folk.
Do you have any recommended reading/podcast
listening for members?
In recent months I’ve been doing a lot of reading, listening to
podcasts and webinars on diversity and inclusion – we know
that COVID-19 has shone a light on existing inequalities. I
joined a thought-provoking webinar yesterday with Dr Robin
DiAngelo, author of White Fragility, so will be reading her
book. I also read a lot of fiction books of various kinds, as a
way of switching off at the end of the day.
What was is your favourite song and what was the last
song you listened to?
My favourite song of all time is Live Forever by Oasis. I’m a
90s indie-kid! The last song I listened to was when talking with
my daughter in her room this morning - 18 by One Direction.

Time for Nursing Staff to Focus on
Self-Compassion
Marti Balaam

Allocate Software have been working alongside Dr Marti
Balaam, Senior Teaching Fellow in Nursing Studies and Lead
for Professionalism and Wellbeing at the University of
Edinburgh Medical School and Director/Founder of The
Compassion Salon, to find out how nurses can practice
self-compassion
This year has seen the NHS emerge as a national champion in
its handling of Covid-19 and has gained untold respect from
the whole country. We have clapped for carers, displayed
rainbows in windows and raised millions for our amazing
healthcare staff who have been confronted with
unprecedented stress and uncertainty whilst caring for those
impacted by Covid-19. So, six months on, how are our nurses
fairing? The evidence is indicating that many staff aren’t just
reaching but have, in many cases, already reached burnout. We
were already aware of the intense pressure nursing staff were
already under, prior to Covid-19, due to, amongst other things,
staff shortages, increasing demands, mistreatment and lack of
resource. Add to this the colossal weight of the pandemic
requiring healthcare workers to dig even deeper and the
result is that many are now running on empty.
How do we ensure nurses are re-charging their batteries?
Nurses are educated to put their patients first and are
notorious for battling on in stressful situations under a
virtuous ethic of self-sacrifice which is often detrimental to
their own wellbeing. Stopping and recharging can be seen as a
sign of weakness. But how can nurses be there to support
and care for patients if they haven’t stopped first to care for
themselves?
-So, it’s now vital that we give nurses ‘permission’ to recharge
their batteries.The long-term effects of untreated stress and
burnout are numerous and can be debilitating leading to
distress, dissatisfaction, unhappiness and even the abrupt end
of a career in healthcare if we don’t start to re-educate
ourselves about the importance of self-care and selfcompassion.
Prescribing Self-Compassion
What is self-compassion? And how can nurses prescribe it for
themselves?

We know that as humans we are all wired to be
compassionate and nurses are trained to offer care and
understanding to those suffering – that is a given. We also
know that the pressure nurses and care-givers are under
day-to-day with the ongoing staff shortages and rising
expectations in the NHS is relentless and over time can be
debilitating. Add to that the uncertainty and disruption of
Covid-19 throwing our normal, reassuring lives into complete
disarray and the result is living with a constant sense of
unease. For those in the caring profession, there is a
requirement day after day for them to be resilient to provide
reassurance and compassion to their patients, but how can
that strong sense of compassion be turned on to themselves ?
Compassion is defined by myself and Rev/Dr Harriet Harris
as attentiveness to the suffering of ourselves and others, with
the wisdom and steps taken to relieve it. Compassion then is
incomplete if we do not include ourselves. However many
nurses are been suffering with their own feelings of stress,
anxiety and exhaustion without stopping to offer the same
care they would offer to a patient, to themselves. Practicing
self-compassion means being attentive to our own suffering
and being wise about how we can help ourselves.This
includes being patient, kind and understanding when we fail or
feel we are not doing the best we could. Recognising that we
are not always perfect and that we
are indeed human rather than getting impatient or angry is
one of the first steps to practising self-compassion.
We need to consider therefore How healthcare workers can
identify that they aare suffering, that they need reassurance,
care and compassion to bolster their own wellbeing? And on
a practical level, how can nurses ensure that they are
practicing self-compassion day-to-day to ensure that they are
not headed for burnout?
In order to start to practice true self-compassion, individuals
need to be tuned into how they are feeling and responding to
situations on a daily basis. Knowing when, how and what is
required means we need to be attentive and tuned into our
own needs in the same way, as carers, we are tuned into the
needs of others.

Six Steps to start practicing Self-Compassion
Step 1: Practice Forgiveness
Accept that you are not perfect and be gentle with yourself when you are confronted with your
shortcomings. Remind yourself, especially on a bad day, to be gentle and kind with yourself. Indeed, talk to
yourself as you would to a close friend.
Step 2: Shared Humanity
It’s important to acknowledge that whilst we may be in different boats, we are in this storm together and
we all have a shared need for love and acceptance. When we suffer therefore it is helpful to remember we
are not alone. Everyone has feelings of loneliness and isolation but by accepting that many of us feel like
this can alleviate these feelings.
Step 3: Employ a Growth Mindset
Changing the way you view challenges can help you adopt a growth mindset. By viewing challenges or
obstacles as opportunities helps you see them as a path to learning and growing and is more constructive
to getting through them with a positive outcome.
Step 4: Express Gratitude
Switching from wishing for what we do not have and feeling gratitude for what we DO have can be very
powerful in our overall feeling of positivity and wellbeing. Writing a gratitude journal or going on a
gratitude walk are ways of reinforcing and accepting all that is good in what we have.
Step 5: Find the Right Level of Generosity
For generosity to work in favour of your well-being, it cannot be selfless. Think about when you are being
generous, make sure you are aware of your own needs before progressing. Consciously select the recipient
of your generosity, the resources you have available, and your level of energy based on what will support
your own well-being.
Step 6: Be Mindful
Mindfulness has been found to have a positive impact on self-compassion, as it has a tendency to lessen
self-judgment. Try and always be in the moment and to be aware of what is happening right now, without
judgment and labelling. Allow what you think or feel to have its moment and then dismiss it – let it go!
Compassionate Leadership
Its vitally important that we understand how to engage
staff so that they recognise how to be compassionate with
themselves, how to bring awareness to their own stress
and wellbeing and also how to recognise it in others.
Compassionate leadership is fundamental in creating a
culture of improvement and innovation across health care.
It enhances the fundamental motivation of NHS staff and
reinforces their loyalty and determination. Compassionate
leadership also helps to promote a culture of learning,
opening up to risk taking (within safe boundaries) and an
acceptance that not everything we introduce or innovate
will always be successful. It helps to create an environment
where staff feel confident in speaking up about errors,
problems and uncertainties and fosters a culture of trust
and shared responsibility.
Cultural change post Covid-19
We have celebrated the work of the NHS over the past
six months and have recognised how reliant we are on
good healthcare, particularly through Covid-19 which has
affected everyone in some way, shape or form. But in order
for us to build a resilient future for our healthcare system,

we have to put the people who work in it first and their
wellbeing and mental health must be prioritised. Our
healthcare system has been through a transformation this
past six months and there will be good and bad
experiences and lessons learnt from Trusts and healthcare
organisations across the country. But hopefully the one
lesson healthcare workers will have taken from this
experience is the importance of kindness and compassion
to their colleagues, patients but most importantly to
themselves. Learning to value the needs of our healthcare
staff and prioritise them to help them build resilience and
navigate this new normal is vital. We must learn therefore
to put our own oxygen masks on first before attending to
the wellbeing of others.
Webinar Coming Soon!
Allocate Software and the HPMA are proud to be hosting
a webinar with Dr Marti Balaam based on Time for
Nursing Staff to Focus on Self-Compassion, on the 8th
December 2020, 15.00 GTM. Registrations will be opening
on the 12th November and more information will be
coming soon. To secure your name on a pre-registration
list, please email info@allocatesoftware.com

Employee relations is key to change
management
Andy Shettle, Employee Relations Specialist

We’re seeing many organisations face change at the moment,
whether it’s in the form of team re-structures, downsizing
departments or managing furloughed and sick employees.
With this comes a greater strain on HR departments, as they
need to ensure that processes are being carried out properly
and they are able to demonstrate compliance with HR
policies.

work colleague or union representative at a consultation
meeting. In some cases, this is going to be very difficult to
facilitate for practical purposes. One way to continue
facilitating in-person consultations might be to allow a
member of the same household to accompany an employee,
this is something employers don’t usually permit but could
provide an alternative under the current circumstances.

With the furlough scheme coming to an end, a lot of
organisations are now also realising that they will
unfortunately have to make changes to their teams, which
could include changes to job roles, structure and perhaps
even redundancies after this time period. So how do
organisations who are considering re-structuring or reducing
their workforce approach this correctly and fairly?

Putting processes in place

Well, if you’re going to be making changes to the terms and
conditions for more than 20 individuals, then you are allowed
to collectively and individually consult with employees while
they are on furlough.The guidance has made it clear that the
act of consulting doesn’t amount to work.
Traditionally consultations take place in a face-to-face setting
and are attended by the individual as well as their union and
employee representatives.This is where the difficulty lies and
the current restrictions are going to put a strain on HR teams
because they are going to have to put mechanisms in place
that facilitate virtual consultations.
Switching to virtual consultations
The first practical consideration to take onboard is ensuring
that the employee concerned has got the ability to carry out
that consultation virtually. Where possible, it is much better to
carry out consultations via video conferencing as HR
professionals are able to gauge reactions, especially when it
comes to something as sensitive as re-deployment or
redundancy. Additionally, employees need to be made aware
of all policy stipulations before participating as in some
instances recording these types of meetings is deemed as an
act of gross misconduct.
Although there is no statutory requirement, very often
employees are allowed or entitled to be accompanied by a

With this in mind, HR departments are going to need to act
outside of their policies or amend them to reflect these types
of scenarios.The implications of the pandemic are here to stay
and this is going to put a heavy strain on HR departments,
who are going to have to show that processes are being
carried out properly and demonstrate compliance with HR
policies. For many HR teams the increase in workload has
highlighted weaknesses and inefficiencies
in current processes.The reality is that the better the systems
they have in place, in terms of process and driving efficiencies,
the smoother it’s likely to go. By tracking and recording
compliant processes, this could, in some cases, even reduce
the risk of going to an employment tribunal. As best practice is
in place to ensure, as best as possible, all changes are tracked,
monitored and time frames adhered to.
One way for HR departments to manage cases and simplify
any organisational changes is to adopt a case management
system like Selenity ER Tracker. HR cases can be complex and
sometimes require more than one person to be involved
from start to finish.Technology can play a vital role here, as it
gives HR professionals the ability to collaborate on cases, track
communication and task completion. Having good processes
‘behind the scenes’ means a better outcome for everyone
involved. Although redundancies will happen, those still in
employment are likely to still see changes, whether it be to
their job role, contract, the size of the department or perhaps
being redeployed to another area of the business. Whilst
employees are not going to like the fact their role has changed
or been made redundant, most people are reasonable and if
they are kept informed and treated fairly they will accept that
it was necessary.

The Pathway to Resilience
Richard Pierce, MD/Owner – Real People Management
This article is dedicated to all those people whose role in
work or at home is to care for, support or to advise others.
This article is about the importance of “self-compassion.”
I always thought I was pretty resilient, I have worked in HR for
over 20 years, faced many difficult challenges and overcome
them, however I reached a point where I neglected to look
after myself both physically and mentally and left it almost too
late to ask for help.
If you are in one of those roles where your first priority is to
others, you can easily fall into the trap of neglecting your own
health and well-being. I have heard recently from colleagues
that are struggling to deal with huge workloads, coping with
new ways of working and rapid change whilst trying to hold it
all together for their colleagues/clients.This is not sustainable
unless you are taking good care of yourself both physically and
mentally.
I know from personal experience that it is only natural to
struggle and to fail and that there is no shame in it.The only
way to get back to good health is to accept help or to seek it
out.
There are a number of different resilience models and
techniques out there you may well have researched them
yourself. My Resilience Guru is Russell Harvey (it is well worth
checking his website out via The Resilience Coach). For this
piece I’ll use Russell’s resilience wheel.

As you can see resilience is built from a number of different
components.This wheel allows you to assess where you are

and what you might need to work on.There may be times
when your usual support mechanism isn’t available and you
might need to seek out support from a new source. Energy is
also very important as is good sleep hygiene.Tiredness
through poor sleep has a hugely negative impact on our ability
to function well. By taking time to check in with yourself and
identify where you need support, extra energy or focus you
can start to build better resilience.
The concept of self-fullness is really important the simplest
way to put it can be summed up by the fabulous RuPaul:
“If you don’t love yourself, how in the hell you gonna love
somebody else?”
As a leader and or an adviser it is as important for others to
see you looking after yourself as it is to be the recipient of
self-care.This role modelling behaviour can have a really
positive affect on others. Providing a good example by
finishing work on-time, taking breaks and exercising and eating
well means other are more likely to follow your lead and
improve their own health and well-being.There was a post
recently referenced on LinkedIn where a Director had
e-mailed one her employees after ‘normal’ working hours. She
started off with an apology explaining that she had varied her
hours to suit her own work life balance and had no
expectation for the individual to respond to her immediately
and asked them simply to get back to her after the weekend
and during their normal working hours.You may say, “well why
send the email? Why not wait?”.These are fair questions; I
would say however during these changing times it is
important to recognise that a lot of individuals working
patterns have shifted or they themselves maybe struggling. It’s
important to be aware of this and to show empathy when
dealing with others during this difficult time for everyone.
Lastly a note for HR Directors and HR Professionals; don’t
think you need to do it all, a lot of organisations are under
pressure currently. If you need support, ask for it and don’t
hesitate to contact me by email realpeoplemanagement@
outlook.com, telephone 01535 662283 or by mobile 07941
288363. I can provide a free hour consultation to understand
your needs, provide support and advice and determine how
best I can support you moving forwards.
Lastly, take care and look after yourselves.

National research highlights ongoing support needs for NHS staff and leaders as COVID-19
continues
A report released this week by Skills for Health provides
insight into the COVID-19 impact on our NHS, health and
care staff ’s physical and mental health, teamwork,
communication and leadership performance, and identifies
organisational priorities for recovery, both as we enter the
next phase of the pandemic and for the longer-term.
The second of two reports produced from the June 2020
COVID-19 Workforce Survey, the research aims to provide
timely intelligence for employers, to help navigate new and
ongoing challenges, using evidence-based learnings from the
initial pandemic response. Highlighting a wide range of
COVID-instigated factors affecting those working throughout
the pandemic, the findings reported start to provide some
early quantification of their relative impact on the workforce.
Sabina Enback, Senior Researcher, Skills for Health, and author
of the report ‘COVID-19 Insights: Impact on staff and
priorities for recovery’ says: “It is crucial that employers take
these survey findings into account, especially as we enter a
second wave of the pandemic. Ensuring the wellbeing of our
healthcare staff is a primary concern within organisations, will
enable the workforce to tackle the challenges related to
COVID-19 in the best possible way. It is also really important
that employers start to think about what their workforce
should look like in the post-pandemic world, taking into
account what new skills might be needed and what type of
training should be put in place to develop such skills.“
Whilst many of the outcomes identified by the research are
negative, namely the severe mental and physical health impact,
experienced by nearly 70% and 50% of respondents
respectively, the report also reveals areas where there have
been a number of positive workforce-related benefits. 74%
state improvements in team working, with extensive
collaboration mobilised amongst staff to ensure the best
outcomes for patients. A key takeaway which organisations
will look set to embed in future ways of working long after
the pandemic is over, along with recognising the importance
to improve virtual engagement with patients or service users,
and further empowering a remote workforce.
Sabina adds: “The pandemic has provided all of us with the
opportunity to really think about how to provide services in

the most effective way possible and to place the focus on
outputs.This has led many employers to realise that remote
working, as well as virtual services might be the way forward.
However, such initiatives need careful planning to meet the
needs of users and staff; and of course, the virtual world is still
an unknown territory to some, and this needs to be
considered.”
With a foreword written by HPMA President Dean Royles,
who as we move into the next phase of COVID-19
emphasises the need for employers to utilise insights and
intelligence like this report as a tool for reflection. Dean
considers its importance in learning from what we have had
to deal with and what has been achieved so far, through to
realising our ambitions for what ongoing Organisational and
Leadership Development support is needed to continue,
both now and in the near future.
Access the report COVID-19 Insights: Impact on staff and
priorities for recovery here today.

Diary dates
HPMA Webinar: Staff wellbeing: Living and working with the uncertainty of COVID – Wednesday 4 November at 2pm
HPMA Wales Virtual Conference: Looking COVID in the eye Thursday 5 November (book through your link officer)
HPMA Yorkshire & The Humber Webinar: Covid hot topics and the future of work Monday 9 November at 10am
HPMA NW Webinar: Close The Reality Gap – Equality, Diversity & Inclusion – Thursday 12 November at 9.30am
HPMA Webinar: Creating Resilience in Challenging Times – Wednesday 18 November at 2.00pm
HPMA UK Conference (1-2 Dec) Architects of Change on the Hopin platform BOOK HERE using Google Chrome
HPMA Scotland Creating a Culture of Kindness webinar led by Ben Thurman, Carnegie UK Trust Thursday 10
December (1.30 – 2.30pm) Please register at https://attendee.gotowebinar.com/register/8857734253365916940
HPMA Scotland Wellbeing webinar (title to be confirmed) led by David Taylor, Project Lift Thursday 21 January (1 – 2pm)
Please register at https://attendee.gotowebinar.com/register/2075442957184533008
HPMA Scotland Employment Law Update with Central Legal Office Thursday 4 February 2021
(Timing and booking link tbc)
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Financial Wellbeing Support

Anyone interested in delivering sessions as part of this
programme, should complete the short form before Monday
23 November.
HPMA Wales 2020 Annual (virtual)
Conference: Looking COVID in the Eye

NHS England and NHS Improvement are working with the
Money Advice Service, an organisation who work to improve
people’s financial wellbeing across the UK, to provide all our
NHS employees with free and independent financial support.
We have a variety of offers that you are able to engage with
personally or signpost colleagues to who may need this
support:
1. Support Line: Free and impartial money advice
2. Online Support: Hub of Resources
3.Virtual Interactive Events: Managing Your Money
Please follow this link for web event dates and how to join
https://people.nhs.uk/events/
If you need support now, you can contact the Money Advice
Service for free, confidential and impartial money advice by
telephone on 0800 448 0826, via WhatsApp to +44 7701
342 744 and via web chat.
HPMA London search for providers

For the 2021/22 Programme ‘Supporting workforce
professionals to turn the People Plan into reality’, HPMA
London Academy are seeking training providers to work with
the team to deliver a new programme for members.
Follow the link (https://www.hpma.org.uk/2020/10/23/
searching-for-providers-2021-22 ) to discover more about the
HPMA London members learning needs and the Academy’s
commissioning intentions.
The Academy is particularly looking for more training
providers and facilitators of Black, Asian or Minority Ethnic
backgrounds, so please share details of this provider search
with colleagues across your networks.

Our HPMA Wales/Cymru 2020 Conference ‘Looking Covid
in the Eye’ will offer an opportunity for the NHS Wales
Workforce & OD community to come together to learn,
support, encourage, and reflect on our Covid experience so
far. We will also use the Conference to prepare us for the
coming months; allowing recognition of, and preparation for,
the constraints and opportunities that Coronavirus creates.
:
We are proud to be hosted by Gwella, Health Education
Improvement Wales’ Leadership Platform for Wales for our
2020 Annual Conference.
Follow us on @HPMAWales #HPMAWalesConf2020
#HPMACymruCynhadledd2020 #LookingCOVIDinTheEye
Get in touch with your Link Officers to express and interest
in attending our HPMA Wales 2020 Annual Conference:

