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Executive Director
Update
Nicky Ingham

I would like to convey my personal thanks to
you all for the fantastic work you are all doing
over and above a busy role supporting the roll
out of the Covid19 vaccine. I can only begin to
understand how it feels for you all at the
moment, Dean and I are proud of each and
every one of you.
Already in 2021 you will have seen our call for
two new trustees to join our HPMA charity.
My thanks to Richard Haggerty and Castlefield
Recruitment for their help and research to
identify the skills and experience we should
look to secure to join our passionate and
focused team, find out more here
I’m also delighted to see the HPMA social
media campaign for more inclusive HR
continue to expand. Do take a look at the
report if you haven’t done so already, here.
This research commissioned by HPMA
London Academy is ground-breaking and we
encourage members to continue to share
their pledges to support BAME colleagues and
challenge unconscious bias.
We have been encouraged with the published
research, here and were pleased with the
webinar we held with our research partners
at University of Sheffield, CMP and Selenity
- some great discussion and shared learning.
We are keen to undertake more research that
supports everyone across the workforce
function to be even better, if you have any
areas that you think would be helpful please
drop me an email at
nicky.ingham@hpma.org.uk.
In these incredibly challenging times it is
wonderful to see our branch teams continue to
develop practical, insightful and informative
virtual programmes, (see https://www.hpma.org.
uk/events/ for the latest info) and heartening to
hear that committee members find volunteering
for HPMA inspires, motivates and support them
too. So says Frieza Mahmood, a member of the
West Midlands HPMA team - as we
congratulate her on her new role as CPO at
Sandwell and West Birmingham NHS Trust!
I firmly believe that HPMA is an association
for all healthcare workforce professionals,

which is why we have asked our national
events team at Chamberlain Dunn to
develop programmes for some of the critical
yet overlooked areas of workforce practice
such as payroll, workforce planning and
temporary staffing. Aiming for a series of
eight national virtual events we want to
respond to the positive feedback from
delegates on our HPMA UK Conference with
more quality virtual content for members
whatever their specialty or level within
their teams.
At this time I hope that members are finding
the support they, their staff and their families
need - do take a look at the bereavement
guidance (free access to all UK), working
carers resources, and mindful eating articles
this month - plus I’d like to reshare this
wonderful infographic from Southern HSC
Trust which illustrates succinctly how and why
vulnerable adults need to stay active
https://www.linkedin.com/feed/update/
urn:li:activity:6756279172823425024/
- thank you Andy Picken.
Finally, I want to reassure members that
February will see the launch of our 2021
HPMA Excellence Awards, delayed from
November, we know that recognising the
innovation and leadership of members this
year will be incredibly hard to judge but I can’t
wait to read your entries. It is your chance to
#beproudandshoutloud.
Take care each and every one of you and
don’t forget to look after yourself, very easy to
forget, particularly at the current time, you are
precious and deserve to provide yourself with
self-care and self-compassion so you can
support others.

INSIDE YOUR
MEMBERSHIP
NEWSLETTER
THIS MONTH

Executive director
update 1
Voice, presence and
activism 2
Congratulations Frieza
Mahmood 3
Cultural Bereavement
Practices Guidance 4
Working Carers 5
Health & Hustle 6
Supporting the UK and
the NHS 7
How external stress
can wreak havoc
internally 8
Nursem competition 9
OD in the pandemic 10
Our Health Heroes 11
Diary dates 12

Make sure you have your say and visit,
ourNHSPeopleProfession.org to take part
in the big conversation
#lookforwardtogether

1

Voice, presence and activism
Mark Cole, System Leadership Development Senior Manager,
NHS London Leadership & Lifelong Learning Team

Our conversations in organisational life range across a wide
range of topics these days…but only very rarely do we
openly discuss the nature of power in the workplace. Indeed,
the list of subjects that do and do not get spoken about in this
context is an indication of the very power about which we
rarely speak.
The NHS London Leadership & Lifelong Learning Team
(previously the NHS London Leadership Academy) has over
a four-year track record of work that has aimed to put this
topic at the forefront of considerations in the NHS of notions
such as empowerment, engagement, innovation, and voice.
This has been undertaken under the rubric Speaking Up,
Listening Up (SULU), and has involved collaboration with
expert faculty to offer masterclasses, workshops, and tailored
activity.
It has been particularly positive to see the recently published
NHS People Plan make explicit reference to the importance
of speaking up. Its inclusion has offered further
encouragement for people in health and social care to
explore and develop this vital area of work, in light of the
following observation: ‘We all need to feel safe and confident
when expressing our views. If something concerns us, we
should feel able to speak up. If we find a better way of doing
something, we should feel free to share it. We must use our
voices to shape our roles, workplace, the NHS, and our
communities, to improve the health and care of the nation.’
(p27) For too long we have focused on “whistleblowing”
– creating clumsy mechanisms for individuals to raise issues of
concerns – instead of considering in detail how we might
support people to create climates where everyone can speak
up as part of an open and ongoing workplace conversation
– and at the same time be committed to listening to the
conversation of which they are a part. But speaking up is not
just about highlighting problems; it’s also about creative
engagement with the nature and quality of our work – and
finding space and time for conversation about how we can
improve what we do, so that our environments are better for
both staff and for those who depend upon our services.
To cement these notions, the NHS London LLLL Team are
hosting an “In conversation…” session with Professor Megan
Reitz from Ashridge Business School on 28 January 2021.

With her co-author John Higgins – an integral part of our
SULU team – she is about to publish via Ashridge (their latest
research on activism in organisational settings.
This is the vital second element of work on voice in the
workplace: we may create a context in which speaking up is
acceptable – but people then have to make the choice to be
active in that regard. And it reminds us of the power of a
collective voice, rather than a disparate range of people
speaking – and the direction required to support that
connectivity is a key aspect of activism. So, exploring our
attitudes to the idea of “activism” – and how we might seek to
embrace it – is an important consideration .
In this regard, Megan and John’s work offers great insight into
how we might navigate all of this. In their forthcoming
publication, they helpfully outline eleven things that helps
people to engage in what they call “productive activism”.To
pick just three of those elements, here’s a starting point for us
all to engage in the workplace:
•

We should aim to be passionate but not angry,
as the latter
– legitimate though it might be
– can be more easily dismissed.

•

We need to embrace our own curiosity, which helps us
to engage with difference.

•

We need to minimise our ego, with a commitment to
practical outcomes rather than personal recognition.

Helpfully, Megan and John are also offering a five-point guide
to how we might orient to this work, a reflexive tool that
enables us to assess how we are engaging across a range of
aspects, including how we relate to authority and how
confident we are of our agency in the face of it.
Alongside this excellent work, the NHS London LLLL Team is
committed to build off of our forthcoming event with Megan
to find ways to develop our work in this area. We actively
welcome people from across health and social care to engage
with us in terms of this. If you are keen to link in with our
SULU work – even if it’s just to express an interest – please
drop an email to
mark.cole@leadershipacademy.nhs.uk

2

Congratulations Frieza Mahmood – new CPO for
Sandwell & West Birmingham NHS Trust
The HPMA team was delighted to congratulate Frieza in her new
role and invited her to write an article this month sharing her
career journey, hopes and aspirations for the future with the
HPMA…
My early HR experience was predominantly in the private
sector. My interest in the NHS stemmed from my mother
becoming suddenly and seriously unwell when I was 16.
She spent 3 months in ITU and 10 months in hospital overall.
After which she had to relearn many of the basic things we
take for granted, such as being able to walk again. I will never
forget the journey she went on, or the amazing people who
helped her. I will be forever indebted to them.
After completing a degree in Human Resource Management
BSc at Aston University, I started my career on the NHS
Graduate Management Training scheme.
I have spent the last 15 years working in senior HR roles in
the NHS across multiple NHS environments ranging from
acute trusts, to community and mental health organisations
with extensive STP, ICS and partnership working.
I am excited by the prospect of using innovative HR thinking
and evidence based best practice approaches, to support
achievement of the strategic people agenda. My focus will be
on working in an integrated way to deliver the absolute best
standards of care for the diverse communities we serve, whilst
providing support and recognition for the invaluable role
which our exceptionally talented staff play in this process.
I believe that outstanding patient experience and positive health
outcomes are inextricably linked to the creation of highly
motivated, skilled and inspiring staff working collaboratively to act
in the best interests of those in their care.
It is also imperative in the current climate where staff are
working under more pressure and uncertainty than ever
before, that we maintain a focus on ensuring that the
fundamentals of good people practices are always delivered
exceptionally well.This is a key barometer for how staff
experience our organisations in reality.
I continue to see myself as a public servant, feeling it’s an
absolute privilege to be in the position I’m in to influence

positively health outcomes for those under our care.To be
able to use the skills God gave me to benefit the very
deprived community I was born into myself inspires me
greatly. I have a lot to be thankful for and so much I would like
to give back. I was the first person in my family that went to
college and the first one that went to university.There were
only 5 other girls in my year group at school that did the
same.This is not because there was any shortage of talent. I
was lucky that someone believed in me, made sacrifices so
that I could have the opportunities they didn’t, encouraged
me and never let me give up no matter how difficult things
were. I remember working 40 hours a week until 2 weeks
before my final year exams at university. I had to, because my
family couldn’t afford to support me but I was proud to leave
university without any debt.
Not everyone is fortunate enough to have the support that
many of us now take for granted in life. I feel an intensity of
responsibility to all those out there who have the talent and
ambition to be given the opportunity to flourish in the world
of work, to make a significant difference to improving life
chances for them and their families.
The best tip I can give anyone who wants to progress their
career in the HR profession is to surround themselves with
people who challenge them to be their best selves, who have
the same values, ambition and aspirations for making a
difference.The connection with others who are facing similar
challenges is vital.
The West Midlands HPMA Branch where I have been on the
organising committee for the last 4 years is a perfect example
of this. We are a small number of like-minded individuals who
have a shared vision, passion and commitment. We meet
together on a regular basis to inspire, motivate and support
each other. Big shout out to you all, you’re awesome!

HPMA UK Awards 2021 launching in February
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Cultural Bereavement Practices Guidance for a
Fairer & Diverse NHS Workforce
Cheryl Samuels
Deputy Director of Workforce Transformation

Bereavements are never easy to handle, even when
everything is relatively ‘normal’.The sudden loss of a loved one
can impact us to varying degrees, which is why it is so
important that our leaders manage with compassion.This
becomes even more important when our leaders are
managing a diverse workforce and the level of understanding
about cultural bereavement practices varies.The variation
leads to inconsistencies in the way compassionate leave is
awarded, which impacts on the lived experience of staff in the
NHS.
The way that organisations respond to an employee’s
bereavement can make or break an individual’s grief
experience. Not knowing how to respond and making
assumptions about what is appropriate with no understanding
of the cultural norms, rituals and traditions, can leave a lasting
impact on someone that is grief stricken.
In each of our lifetimes we will all experience grief through the
loss of someone important to us perhaps a family member,
friend or colleague. A bereavement may also impact
colleagues and teams in different ways dependent upon the
cause or how it happened. Sometimes the person that has
died is not a relation but the strength of the relationship and
the role they played in our lives may be just as significant.
It is for this reason that leaders need to recognise that we are
all individuals and experience grief differently dependent upon
our culture, religion, traditions, background and upbringing.The
national Health & Wellbeing Team produced this resource to:
1. Help you as a manager and a colleague to recognise
some of the diverse bereavement practices that may
form part of the grieving process for a colleague who’s
lost a loved one.
2. The resource identifies practical steps to take when
supporting colleagues through a bereavement and
encourages an open, compassionate and caring leadership
style as outlined in the NHS People Plan.
3. The NHS People Plan talks about our workplaces being
rich in diversity. As a line manager is it is important that
you recognise the different religions and cultures that our
NHS staff practice.
4. Line managers should consider each colleague as an
individual and where possible seek to understand more
about their bereavement practices when authorising
compassionate or bereavement leave. It is important not

to default to your own experience and make assumptions
about what is appropriate for someone else.
5. To have confidence to ask questions sensitively to
support any decisions that need to be made, noting the
roles, responsibilities and traditions that may be required
or expected to follow in laying loved ones to rest.
6. As line managers colleagues might ask for advice to help
them navigate their grief.This resource aims to be
supportive in highlighting the diverse practices colleagues
may follow after a bereavement.
7. It also provides advice on having open and honest
conversations with colleagues to understand more about
their beliefs and cultures, whilst reminding line managers
to treat colleagues with civility and respect on an
individual basis when considering any requests for paid or
unpaid leave.
As someone who has sadly lost family and friends during the
COVID-19 pandemic, it is fair to say that there have been
new and challenging aspects of grief to consider. Whilst we
have all been subject to government guidelines which have
impacted routine grieving practices and funeral arrangements.
One of the hardest things has been not being able to rely on
the usual support systems and to engage physically by
meeting up and celebrating the life of a loved one. It is for this
reason we can expect to see more memorials in the future, as
the pandemic subsides and restrictions start to relax.
Some of our staff have experienced many losses, both
professionally and personally so this guidance is designed to
support open, authentic and transparent culturally sensitive
conversations at a time our staff really need to see and feel
compassionate leadership. A copy of our guidance is available
here; NHS England » Our NHS People: Understanding
different bereavement practices and how our colleagues may
experience grief and in addition we have developed an
animation to provide an overview of the guidance on
YouTube; Our NHS People: Understanding different
bereavement practices and how we may experience grief
– YouTube
If you would like to discuss the guidance please contact
Cheryl Samuels - Deputy Director of Workforce
Transformation, London Region cherylsamuels@nhs.net or
Claire Parker – Health & Wellbeing Lead, National Team
claire.parker10@nhs.net
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Working Carers
Jane Galloway is the Head of Flexible Working at NHS
England and NHS Improvement, and shares with us here
some of the work she is leading to support an oft hidden
workforce, our working carers.
Do you provide unpaid care and support to a family member
or friend due to their disability, health condition, frailty, mental
health problem, addiction or other health and care need?
If you answer ‘yes’ to this question, then you are a carer.
If you are an unpaid carer, you are not alone. Carers UK
estimates the NHS has some 250,000 staff providing unpaid
caring responsibilities outside the workplace – which equates
to around one in five of our NHS people – compared with
approximately 1 in 7 of the general population.The impact of
COVID-19 means that this is growing, with an estimated 4.5
million of the population taking on additional caring
responsibilities during the first part of the pandemic; a pattern
which will be replicated within our workforce.

3. Share your stories. If you, or people you work with, have
stories of where access to support has really helped
working carers balance their work and caring
responsibilities, we want to know - please send them to
jane.galloway1@nhs.net It is only by hearing the difference
that we will be able to help others to access the support,
share the impact, and create a narrative around how we
appreciate our working carers.
If you want to know more about the impact of, approach to,
and benefits of supporting your working carers, please do join
our ‘Supporting our Working Carers in the NHS’ (link: https://
www.events.england.nhs.uk/events/working-carers-in-the-nhs)
webinar at 10am on Thursday 4 February. Book your ticket
now

In March, when I started exploring ways in which we could
rapidly put support into the system for our working carers as
the pandemic took hold, I had no idea how emotional a
journey this would be. Working alongside NHS England and
NHS Improvement colleagues from the Commitment to
Carers team, ESR, Carers UK and my own flexible working
team, I rapidly came across stories of how difficult balancing
work and caring responsibilities can be.
I think it is so hard for those of us without caring
responsibilities to understand what an exhausting and lonely
existence it can be. If you don’t have that experience, I’d
recommend you watch this video, or read this case study to
get a deeper understanding of how invaluable support at
work can be to enabling our working carers to remain in their
roles.
We all have a chance to make a difference. Here are three
small but significant steps you can take to support the
working carers in your workforce:
1. Encourage and champion the use of the Working Carer’s
Passport in your organisation This is a simple tool to
support a conversation between a line manager and
working carer colleague around their situation, what
support they may require, and any next steps.You can
use ESR to both record the ‘working carer’ status and the
passport conversation; a small, but clear way we can
represent this important step.
2. NHS England and NHS Improvement have also secured
access to Employers for Carers (helping organisations to
become carer-friendly workplaces) and Digital Resources for
Carers for ICS/STPs areas and the NHS organisations within
them. Have you accessed these tools? Do you encourage
your line managers to explore the resources, and your carers
to use them? We would love for you to spread the word.
Login details are available from your STP workforce leads.
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Health & Hustle NHS Gloucestershire
Kevin Gannaway-Pitts, Founder at Health & Hustle

In 2009, I was newly diagnosed with Cluster migraines and this
news was just the tip of the iceberg on a list of existing
long-term conditions. It was safe to say that I was struggling
and so was my mental health - so the only way I was going to
turn things around, was to take a serious look at my lifestyle
and take action.
As Fitbit and activity were key to the success of my
recovery, it got me thinking, if I can do it, why can’t
others?
This inspired me to connect with colleagues from the
Gloucestershire Care Services NHS Trust and collectively use
our Fitbit devices to take part in weekly challenges and
improve fitness. As the challenges grew in popularity, I decided
to launch Health & Hustle (H8H) to improve physical and
mental health wellbeing in the workplace on a wider scale for
participating NHS staff. As a result, absenteeism has fallen and
staff surveys show colleagues are feeling more positive and
engaged in the workplace.
Our work also includes promoting team challenges alongside
cancer patient groups, who are going through chemotherapy
treatments. We facilitate this with the Hope for Tomorrow
mobile units and rehab programmes from The National
Cancer Survivorship Initiative. Patients are showing that being
active is having a positive impact during treatment and
post-recovery.
We then launched a change project with Listening in Action
- an initiative to benefit staff health and wellbeing. As part of
the project, I contacted Fitbit Health Solutions in 2016, who
listened to my ideas and provided an employee portal and
ongoing support with fitness challenges.
We’ve learnt a lot since the official launch and I’m
proud that we’ve met all our milestones. We
discovered that by using Fitbit technology, we were
able to engage colleagues all across the county.
Allowing us to solve the geographical challenge of
having 50 teams spread out over 300 sites, across 1000
square miles. It meant everyone could get involved.
We continually carry out gateway reviews of successes and
outcomes, further improving the Health & Hustle offering.
Now, in our fifth year, we are continually looking at new ideas
to keep staff active and promote the initiative outside of
Gloucestershire. One clear learning has been the ‘rule of
incrementality’ – we set reasonable goals such as 5k steps a

day and when participants hit this continually, we raise by 1k
steps a day over time until they can reach and maintain the
recommended 10k steps daily.
Throughout the lifecycle of the Health & Hustle, we have seen
some impressive results, especially with patients that have
participated as part of their rehabilitation. Some members
have made tremendous improvements by losing weight,
improving their cardiac activity or taking up additional
challenges and activities.
As part of the Listening in Action programme, we used a
project light approach which allowed us to plan our
milestones, engage with our stakeholders and deliver our first
gateways. We also produced a proof of concept with Fitbit
Health Solutions, as part of the continued service
improvement work.This has taken us to a scalable level to
deploy large-scale transformation opportunities across
Gloucestershire and beyond.The Fitbit portal is now an
instrumental tool for the Health & Hustle and allows us to set
up teams, build weekly or monthly challenges and provide
instant messaging.
We’re proud to have gone from a grass-roots initiative
to a sophisticated, streamlined and sustainable health
and wellbeing programme - with the help of Fitbit
Health Solutions.
What’s more, during COVID-19, the Health & Hustle has not
only been vital in supporting staff to keep active but also
supports staff through rehabilitation when recovering from
COVID-19.
Whilst looking at how far we have come, I would like to say a
big thank you to Fitbit Health Solutions, who have been very
supportive throughout our journey and continue to work
with us to provide a quality programme to our members.
Part of the NHS? You can now order a Fitbit Fitness
Tracker through the NHS Staff Store, which offers
special discounts for NHS colleagues.
For support on how to join the H8H community, please
contact: kevin.gannaway-pitts1@nhs.net
If you’re interested in speaking to the Fitbit Health
Solutions Sales Team, please complete the form within
the attached link:
https://pages.fitbit.com/EMEALeadGenPage_EMEAEventLP.html
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Supporting the UK and the NHS during the
pandemic
Phil Kenmore Director Public Sector Business Development The
Open University
phil.kenmore@open.ac.uk

The Open University (OU) is now over 50 years old and
remains a national icon. More than a university, the OU is a
social mission to enable everyone to have access to higher
education regardless of their background, previous educational
attainment or circumstances.
The OU’s mission has driven it from day one to innovate new
distance learning models that really work for students, regardless
of when, where or how they learn.The image of late-night 70s
TV with wide kipper-ties hides the radical innovation of new
distance learning methods.These were backed by home-based
materials from books and cassette tapes (remember those?) to
entire home science experiment kits.Today this innovation
continues with virtual reality, apps to enable learning anywhere,
anytime and OpenSTEM Labs where students studying at
home can control experiments from their laptops.
The pandemic has driven all education providers to a rapid shift
to online learning. Many have done a fantastic job making this
change quickly and effectively. However, the key to sustainable
student success in a distance learning environment is far more
than making content available online. Success comes from
curricula that are designed from scratch for a fully integrated
distance-learning pedagogy, backed by excellent student support
that wraps around the learner.This is what the OU has been
perfecting for 50 years.
As one of Europe’s largest universities (with over 175,000
students), the start of the pandemic created for the OU, like
everyone, immediate operational issues. How to keep services
running with vital staff unable to operate on our main campus
in Milton Keynes, or our offices across the four nations of the
UK.The OU mission defined our approach, with a focus on
students first and foremost.There were some teething issues
(who hasn’t had them?) but we’re proud to have remained fully
open to students (new and continuing) and employers from
the very start of the Covid-19 outbreak.
What the pandemic rapidly seemed to do was create higher
demand for new online learning. Lots of people, but especially
the younger generation, saw lockdown and furlough as an
opportunity to gain new skills and learning to better position
them for future employment.The OU commissioned a survey
in April and May 2020 found that almost 25% of adults had
engaged in additional learning during the first lockdown.
As part of its wider mission, the OU provides thousands of free
courses and resources to the world through its OpenLearn
platform. We quickly worked in support of all four nations of
the UK to offer help to the respective governments, to support
employers and individuals directly impacted by the pandemic,
with focussed bitesize courses aimed at sector specific needs

(such as healthcare or social care), or for individuals directly
affected by furlough or redundancy.
As a result, our OpenLearn website saw its daily visits increase
from 40,000 to over 200,000 per day. Some of the most
popular ‘hubs’ we created, of collated free OpenLearn
resources, covered issues such as mental health, support for
those taking teaching online, school study materials, hobbies for
isolation and importantly a hub for those in health and social
care returning to practice.
The latter was part of our effort to help boost knowledge, skills
and confidence for those being asked to return to practice at
the start of the pandemic.The hub’s remains a source of free
support to any who need it.
The OU has also continued uninterrupted support for growing
nursing, nursing associate and social work student numbers. Our
established blended learning approaches to these professional
qualifications has suited those who wished to continue to work
and study during this very challenging time. In particular, our
approach supports widening participation in professional
programmes, serving those with fewer prior educational
opportunities, with family or other commitments preventing
travelling to university or with other personal circumstances
where a blended approach helps enable study.
In particular, demand for OU nursing apprenticeships has risen
(supported by recent HEE funding) with the new OU Future
Nurse curriculum specifically designed from scratch for a fully
blended delivery model. Latest DfE data (2019/20) shows that
the OU remains by some way the largest provider of the
Registered Nurse Degree Apprenticeship across England.
The OU also continues to innovate nursing education, recently
building a unique partnership with HEE, Middlesex University
and UWE, to deliver a new direct-entry blended nursing
degree, launching in February 21.
So, whilst the immense pressure continues on frontline health
and social care services, so do the opportunities for learning
and development in ways that can flex around lifestyle and
workload challenges.The OU will continue to support all four
nations of the UK (and health and social care in particular) to
cope with the challenges facing our society and to encourage
everyone, regardless of their circumstances, to learn in whatever
way best suits them.
The OU has a number of virtual events running during National
Apprenticeship Week (8-12th February) including an employer
webinar on Thursday, 11 February, in collaboration with The 5%
Club.The following week the OU will host a webinar on skills
challenges in social care and social work, on Tuesday, 16
February.
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How external stress can wreak havoc internally
Helen Kimber, Nutritionist, Personal Trainer and Yoga Teacher,
Hero Lifestyle
Stress can have a major impact on your psychology and
physiology. Digestive health and metabolism are often
forgotten when it comes to coping with stress. As a
nutritionist I regularly encounter clients with digestive issues,
skin and joint pain and weight management issues all which
have been brought about by stress.
There are 4 key areas to focus on
The adrenal glands, the thyroid glands, the digestive process
and exercise or movement, as all are interrelated and one
area cannot functional optimally without the others.
The stress response
Imagine you are cave man or woman. Making dinner, tending
to the fire in you cave when along comes a sabre-toothed
tiger and you look like a tasty snack! Suddenly as you are faced
with this immediate threat your body starts to take action.The
fight or flight response takes over.The adrenal glands release
adrenaline and cortisol hormones change the way the body
functions when faced with danger.
1. Your pupils dilate – to help you see better
2. Your heart rate increases so more blood is pumped
around the body to generate more energy to the
muscles so that you can run faster
3. Blood sugar increases so the body can provide the
muscles with this increased need for energy
4. The process of digestion is temporarily halted- as
digesting a meal is not on the top of the priorities when
you are just about to get eaten!
So, when you are stressed, you often feel like your heart is
beating out of your chest, you sweat as more blood rushes to
the muscles and you get hot.You may get digestive upset, such
as indigestion abdominal pain and bloating.
Suddenly the sabre-toothed tiger sees a much tastier looking
gazelle and turns its attention away from you. In doing so your
stress goes away and you can quickly return to your activities.
Helped by the hormone cortisol which enables your body to
return to “normal”.
This “acute” stress response works very well. However, today,
we live in a fast-paced mindset that needs most things to be
done yesterday, the stresses that we encounter are different
but your body does not know the difference between a
sabre-toothed tiger or feeling overwhelmed with a long to do
list. During the pandemic as more and more people have had
massive changes in their lifestyle the stress encountered had
possibly changed but the body’s physiological response stays
the same. Staff are no longer worried about being late for
work, they are worried about how they can get their work

done at the kitchen table whilst trying to prevent their 10year
old from blowing up the internet!
What impact does this long-term stress have on your
body? See figure 1
Initially the hormone adrenaline prepares your body to act
and can sometimes minimise your desire to eat.Then, once
this wears off cortisol may lead your body into thinking it
needs more energy to “run” and this is where you may
encounter the desire to eat carbohydrate foods as your body
maintains this “fight and flight” response.
As your blood sugar rises the pancreas secretes insulin to deal
with this and you may you get spikes in blood sugar plus any
excess not used is converted to fat- often linked with
abdominal fat which is also linked with cardiovascular disease,
diabetes, and metabolic syndrome.
Essential nutrients are also easily depleted.The hormone
cortisol overrides all other hormones and so “steals” vital
nutrients for itself.This can then have an impact on other areas
such as digestive function – as there are fewer vital nutrients
to manufacture the digestive enzymes in your body and so
you may start to encounter some digestive upset - bloating,
gas, pain, constipation or diarrhoea, Many people will turn to
antacids, these treat the symptoms but do not actually tackle
the cause.
To address this nutritionally, taking digestive enzyme support
and improving your nutritional status may be beneficial. A diet
in highly nutritionally dense foods which contain essential
vitamins and minerals that are required to help support the
function of the adrenal glands is important.
Another link with stress which people often overlook is the
thyroid gland. Which releases thyroxine.Thyroxine has a whole
host of functions - breathing, body weight, body temperature,
bowel health and digestion - the list is endless! Chronic stress
has been shown to have an impact to reduce the body’s
ability to metabolise the hormone thyroxine and raised
cortisol reduces the production of thyroxine.
Fatigue, constipation, slow digestion, weak hair and nails, weight
gain are just a few of the issues related to a poor functioning
thyroid gland. A healthy gut bacteria and digestion has been
shown to help with thyroxine synthesis.
So, if you are in a chronic stress full situation you will not only
need to address the situation but also support key areas of
your body to help to cope with the stress.
Therefore, tackling the external factors that cause the stress
initially must also be paired with supporting the fantastic
machine called the human body to fully address the situation
and have optimal health.
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Figure 1
Ways to deal with chronic stress
1. Firstly identify the cause - Take a moment to write it
down and try to think of ways that you can change or
reduce the stress externally.You may not be able to
change the stress totally but you can change your
response to it.
2. Ensure you are well nourished -The stress response is
very draining on key nutrients – magnesium, B complex
vitamins,Vitamin C and zinc. Eating foods rich in these is a
good place to start - lots of fresh foods. As unprocessed a
diet as possible with a good quality multivitamin.
3. Maintain a steady blood sugar - Many people under stress
may not initially feel hungry and may miss breakfast for
example. Or, grab a coffee and an energy drink both of
which are stimulants. Sometimes they may then choose

heavy carbohydrate foods which causes peaks and
troughs in an already unbalanced blood glucose profile.
They then feel more exhausted.They cannot focus, work
through lunch and then get home collapse in front of the
TV cannot be bothered to cook and grab a takeaway
which are often high in carbohydrates.
Skipping meals is one of the worst things you can do if under
chronic stress!
Other areas to try
• Focus on eating nutritionally rich foods and avoid too
many carbohydrates
• Support your digestion by mindfully eating and taking
digestive enzymes and probiotics.
• Eat a good breakfast ideally with some protein
• Try not to leave huge gaps between meals and eat
protein rich snacks such as nuts
• Look at your lifestyle.
You may not be in control of a situation but you can be in
control of how you deal with the situation and providing your
body with fantastic nutrients to support your adrenal glands,
thyroid gland and digestion could be one way to start.
As HR managers helping your staff working remotely during
the pandemic understand that the fuel they provide to their
bodies will help them cope with the stresses thrown at them
is one way to help them feel supported.

With a Masters’ degree in nutritional medicine Helen has been involved in
nutrition education for over 25 years. She has worked with professional sports
players as well as individuals who want to improve their health. If you would like
to discuss in more detail how personalised nutritional support or a nutrition
workshop may help your staff please feel free to contact Helen at
infoherolifestyle@gmail.com.

TWITTER COMPETITION
Head over to @HPMA_National and enter our @NursemskinCare
competition for a chance to win a Promise Pack for a nursing team of
your choice! Plus, you receive a 75ml tube of hand cream!
Closing date – midnight on the 5th February
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Organisation Development during Covid-19
Sally Hulks, Senior Consultant, Leadership and Organisational
Development,The King’s Fund
The King’s Fund’s Advanced Organisational Development
(OD) programme brings together experienced OD, leadership
and HR professionals to develop OD capability in the health
and care system. In 2020e hosted a series of meetings with
alumni programme participants, offering the group space to
make sense of their experience of the Covid-19 pandemic.
Some of the reflections we heard are shared in this blog – the
unexpected outcomes of the Covid-19 pandemic, which, amid
the immense difficulties and disruption, served to remind the
group that change really can happen; that OD can make a
difference; and there is a determination that OD create a
future based on social justice.
1. Change in action
The group described how they bore witness to changes that
had been talked about for years happening suddenly before
their very eyes: the speed of leadership decision-making and
examples of collaboration – with police, education, social care
– flattening hierarchies and blurring boundaries, aspirations that
had been part of unattainable change programmes for as long
as they had been OD practitioners.They found themselves
witnessing the ‘unfreezing’ that is written about in the
textbooks. Experiencing it for real is another matter.
Key themes we heard were:
• the group’s determination to hold on to their renewal of
belief in what’s possible, for staff and for patients
• the need to ‘learn with compassion, not blame’, from this,
locally in their own organisations and across the wider
health and care system.
2. Purpose, trust and motivation
We heard from the group about the impact of the overnight
removal of red tape, giving frontline workers a new lease of life,
reconnecting with their sense of purpose, working agilely,
innovatively. One said, ‘Few people were inspired to become
public servants for the paperwork and spreadsheets. It’s
important to reach back into that inspiration.’ Another
commented, ‘I was surprised and heartened by the willingness
to trust our workforce with the answers to the issues on the
ground.’ All spoke of teams galvanising around a common
purpose and noticed that, where trust existed among frontline
teams, they were equipped to really motor, to cope with
conflict, freed up from concerns about fragility in their
relationships, and to deliver the best of what was possible in
impossible circumstances.
This experience reminded the group of the crucial role OD
must play in creating the conditions for people to do their best
work. Key themes for the role of OD included:
• developing people’s relational skills is at the heart of what
OD does and has enormous impact on the wellbeing of
staff and the care of patients

•

as health care systems become more complex, less
bounded, so relationships must be the key anchor.
3. Social justice at the heart of all we do
The group talked about the rising death rate in areas of
deprivation, noting how Covid-19 repeated the patterns of
existing health inequalities, as well as its disproportionate
impact on the health of ethnic minority populations. For some,
the impact on their own colleagues mirrored these countrywide patterns, bringing the issue into even starker reality. We
discussed what this meant for us as a group of OD
practitioners. We asked how often we fail to pay attention to
what is happening around us, immersed in the system, we lose
our ability to ‘look with fresh eyes’. We also remarked on the
discomfort of confronting our own sloppiness, perhaps biases,
in what gets ignored, privileged and prioritised.
They made plans to:
• hold each other to account, making each everyday
decision as ethically as possible, paying attention to power
and politics and to supporting each other in doing so
• reconnect with their sense of agency and influence, with
one commenting, ‘We are experts in how to get the best
out of people; we’ve had a profile during Covid-19 which
we don’t want to lose.’
• develop an OD practice with social justice at the heart of
everything that is said or done.
The group reconvened in the first week of January 2021, when
further lockdowns were in place across the United Kingdom.
There was no sense of ‘Groundhog Day’ from them, rather a
strengthened belief in the contribution of OD during this time.
They agreed that they had seen many new practices formally
adopted across the system and, while some learning from the
first waves of the pandemic had been lost, the group felt sure
that further change would happen in due course: people
remembered clearly their experiences of working differently
and want more of the best of those experiences. Given the
strain the group have witnessed across the system, the issue of
moral injury now sits at the forefront of their agenda and social
justice remains their driving force.
This blog is an edited version of one originally published on The
King’s Fund website, www.kingsfund.org.uk: Reflections on
organisational development during Covid-19 | The King’s Fund.
We would like to thank the contributions from all the alumni of
the Advanced OD practitioner programme who joined the
conversations.
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The last 12 months have been the most challenging times
our NHS workforce have faced since the service began over
70 years ago. In any given year, we would be celebrating the
annual national Our Health Heroes Awards, by inviting a
handful of those who have gone above and beyond in
healthcare, to a prestigious awards ceremony. We would
shake hands, hug, laugh, cry, and give a warm round of
applause for a group of individuals hand-picked from
hundreds of nominations by a panel of expert judges.
This year is a little different.
Launched in September 2020, when we hoped we had seen
the worst of the pandemic, the Our Health Heroes Awards
invited HR teams and Managers to come forward to
honour a member of their team who deserved that extra
bit of recognition.
This month, as we made the difficult decision to host this
year’s awards ceremony virtually, we remember that
although the awards can only celebrate a handful of
deserving winners, all our NHS people, in both operational
and clinical roles, have been simply awe-inspiring in their
work throughout COVID-19.
Yet for now, we want you to have the final say in helping
decide who, from these twelve very special Our Health
Heroes finalists from across our NHS, will be crowned Gold,
Silver or Bronze National winners on 23 March 2021.
Vote for your winners by the 8 February 2021 here
Apprentice of the Year finalists:
•

Sofia Goodchild, Apprentice Partnerships and
Integration Administrator, NHS Castle Point and
Rochford CCG

•

Isa Khan, Apprentice Healthcare Assistant, Nottingham
University Hospitals NHS Trust

•

Janine Pring, Apprentice Respiratory Physiologist, North
Bristol NHS Trust

Outstanding Contribution finalists:
•

Cordy Gaubert, Clinical Specialist Physiotherapist,
Bradford Teaching Hospitals NHS Trust

•

Janis Hostad, Education and Development Coordinator,
Hull University Teaching Hospitals NHS Trust

•

Dr Amit Arora, Consultant Geriatrician, University
Hospital of North Midlands

Operational Services Support Worker of the Year
finalists:
•

Marie Smith, Ward Clerk, St Helens & Knowsley
Teaching Hospitals NHS Trust

•

Laura Hurford, Learning & Development Senior
Administrator, Welsh Ambulance Services NHS Trust

•

Tina Hughes, Domestic Assistant, 2gether Support
Solutions, East Kent Hospitals University NHS FT

Clinical Support Worker of the Year finalists:
•

Claire Petford Norton, Healthcare Assistant, Milton
Keynes University Hospital

•

Eileen McCullough, Support Worker, Belfast Health and
Social Care Trust

•

Thomas Gregory-Smith, Community Support Worker,
Older Adult Community Mental Health Team, Oxford
Health NHS Foundation Trust

John Rogers, Chief Executive, Skills for Health, said: “In any
given year, trying to identify a “winner” of Our Health
Heroes is, of course, near impossible. But after 2020, our
NHS, health and social care staff in their entirety are truly
deserving of an award. Reading through the submissions is
humbling and emotional, in recognising the outstanding
contribution by so many across the sector, over the last
twelve months, and as we speak.”
Find out more about the Our Health Heroes awards
here, sponsored by NHS Employers, UNISON and Bevan
Brittan, and please share with your colleagues to celebrate
our NHS finalists!
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DATES FOR YOUR DIARY
HPMA East Midlands Webinar: Training – Physical and Psychological Safety of Staff – Wednesday 3rd
February at 10am
HPMA National Webinar: Best Practice for Wellbeing and Family Life for Health Professional Employees –
Tuesday, 9th February at 2pm
Patchwork Inspire - People Webinar Thursday 11 Feb People Plan Focus with Dean Royles
HPMA National Webinar: Apprenticeship Focus with AVADO Learning and CIPD (details coming soon)
HPMA Yorkshire & The Humber Webinar: The Legal Challenges in the People Plan – Tuesday 23rd February
at 10.30am
HPMA North West HPMA North West: What is OD? Taking us back to our roots – 27th February at 2pm
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
HPMA North West Webinar: Being a Great HRBP During Covid – Wednesday 24th March at 9.30am
HPMA North West Engagement and Culture Change During COVID – Tuesday 13th April at 9.30am
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

HPMA COUNCIL

HPMA EXECUTIVE TEAM

David Holmes Deputy President and West Midlands Vice
President

Dean Royles HPMA President

Heather Barnett North West Vice-President
Chris Carron Scottish Vice-President
Vivienne Toal Northern Ireland Vice President
Craig de Sousa London Vice-President
Annesley Donald East of England Vice-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

Claire Vaughan Wales branch Vice-President
Amanda Rawlings East Midlands Joint Vice-President
Morven Smith North East Vice-President
Victoria Downing-Burn South West Vice-President
Zoe Lintin East Midlands Joint Vice-President
Jenny Allen Yorkshire & The Humber Joint Vice President
Laura Smith Yorkshire & The Humber Joint Vice President

HPMA National events team nationalevents@hpma.org.uk
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