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This bulletin collates information from key resources relating to human resources and organizational 

development. These are presented by topic to assist in the aim of continuously improving the 

recruitment, management, learning and development, teamwork and wellbeing of the workforce. 

Need anything full text or assistance with your OpenAthens account? Please contact 
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The Apprenticeship Levy – the sorry saga continues 
Source: Personnel Today 
 
In a nutshell: If policies are a Government’s children then the Apprenticeship Levy would be the one 
skulking behind the bike sheds with a cigarette having got his PE teacher (in the memorable turn of 
phrase adopted by Squeeze) ‘up the junction.’ Things, it is fair to say, have gone about as smoothly as a 
three-legged mule pulling a cartload of Ming vases down a farm track in Albania. Now, it turns out, a 
quarter of smaller firms have been turned away by training providers, while some providers have 
stopped recruiting apprentices completely. The Association of Employment and Learning Providers 
(AELP) say that the funding crisis has become so acute that many smaller organisations are now unable 
to access funding for new apprentices at all. Smaller organisations are exempt from the levy, which only 
applies to organisations with a payroll bill of at least £3m, but rely on money being left over after larger, 
levy-paying, organisations have dipped their bread, so to speak. The AELP found that three quarters of 
training providers could no longer meet demand for apprenticeships from SMEs, while 17% of providers 
had stopped recruiting apprentices for existing SME customers altogether. Boris Johnson has committed 
to making sure apprenticeships and other technical and vocational qualification routes are “properly 
funded,” so watch this space! 
 
You can read the whole of this article here. 
 

 

 

Why leaders don’t need to be perfect 
Source: Personnel Today 
 
In a nutshell: Even their greatest admirers would admit that Donald Trump and Boris Johnson aren’t 
perfect. But – other issues aside – does this really matter anymore? Or is a perfectly airbrushed image, 
fiercely-controlled by spin doctors (or at least an attempt thereon) something that died out when David 
Cameron walked out of the door of 10 Downing Street? In this article Natalie Carrick argues that sharing 
imperfections and failures may be the key to effective management. There’s a growing belief in 
leadership development that perfection can be destructive and that leaders who demonstrate self-
awareness (a moot point in the case of Mr Trump, at least), and have the courage to be open about 
their set-backs could actually make a better role model. The advice to leaders now is “don’t try to be 
perfect, be the best version of you and aim to cultivate the best in other people.” The first step is to 
recognise where you are right now, where you have made mistakes and when you learned – from there 
you can improve and develop. And lean methodology includes the concept of the ‘minimum viable 
product,’ a method of developing products and services that sees them launched before they have been 
finely honed and refined using feedback from customers. Leaders who demonstrate they have been 
through difficult times, and failed, give people the encouragement, energy and permission to make 
mistakes and keep going. 
 
You can read the whole of this article here. 
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When succession planning pays off 
Source: Journal of Nursing Management 
 
In a nutshell: Succession planning can be a pain to do but when you don’t get it right you know about it; 
ask any Manchester United fan about life since the departure of Sir Alex Ferguson. It’s estimated that 
three-quarters of nurse managers will leave the workforce by 2020 and in this study Tracy Phillips, from 
Baptist Health Paducah in Kentucky, led a team of researchers attempting to elucidate the cost-benefit 
ratio of succession planning in their organisation. The researchers found that comparing the costs of a 
formal nurse-manager succession planning strategy with the status quo resulted in a “positive cost-
benefit ratio.” In other words succession planning paid for itself in the long run. 

You can read the abstract of this article here. 

 

When diversity isn’t just about race and sex 
Source: fistfuloftalent.com 
 
In a nutshell: Among civilised people women, homosexuals and people from ethnic minorities are no 
longer mocked and ridiculed for who they are – and a good thing too. However, admitting to voting 
Conservative, thinking Proust is a better writer than Dan Brown or considering fox hunting to be an 
enjoyable and legitimate method of pest control can elicit very different responses. In this article Ed 
Baldwin argues that diversity of thought is actually just as – if not more – important than diversity of 
race, sex or sexuality. Jeremy Corbyn, for instance, is probably more different in thought from Jeremy 
Clarkson, than he is from Diane Abbott, despite both Jeremies being middle-aged, heterosexual White 
men. Similarly Channel 4 employ a wide smorgasbord of people from a huge range of different 
backgrounds yet it’s hard to imagine any of them joining the Jacob Rees-Mogg fan club. Ed Baldwin 
argues it’s more important to get people who think differently looking at a problem; it might be more 
difficult to facilitate a discussion but that’s where managers earn their money and the results might be 
surprisingly innovative. 

You can read the whole of this article here. 

 
The entrepreneurs inside the organisation 
Source: Strategic Management Journal 
 
In a nutshell: Most people think of entrepreneurs as people who start from their kitchen or garden shed 
and build a multi-million pound business empire. However, some people display entrepreneurial 
qualities within an organisation and in this article Sonali K. Shah, from the University of Illinois, led a 
team of researchers investigating what makes them tick. The researchers studied employee 
entrepreneurs in the disk-drive industry. They found that the “ringleaders,” were driven by a non-
pecuniary desire to create in a fertile environment when they encountered frictions within the parent 
firm. The co-founders shared the ringleaders’ desire to create but wanted to leave on good terms in 
case things went awry and they had to crawl back with their tails between their legs. The researchers 
also found that the “ringleaders,” created teams of people with complementary functional knowledge 
but who were similar insofar as they possessed superior problem-solving abilities, best-in-class talent, 
and common workplace values. 

You can read the abstract of this article here. 
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Safety and psychological empowerment 
Source: Safety Science 
 
In a nutshell: Being a nurse can be a dangerous job with hazardous substances, sharp needles and heavy 
lifting all featuring prominently in a day’s work. On the whole managers try and keep nurses safe but 
they, in turn, rely on nurses to do what they’re told and take part in initiatives designed to improve 
safety. In this study Mohammad Al-Bsheish, from Batterjee Medical Collage in Saudia Arabia, led a team 
of researchers examining these issues more closely in a study of nurses in eight Jordanian hospitals. 
They found that psychological empowerment had a significant and positive influence on safety 
performance and that how the nurses felt about their managers’ commitment to safety influenced this 
relationship. 

You can read an abstract of this article here. 

 

Employers draw up framework for new employees 
Source: Personnel Today 
 
In a nutshell: If there’s one thing managers – and academics – like it’s a framework. They enjoy erecting 
them as much as Joseph Paxton enjoyed creating the framework for the Crystal Palace and love 
clambering over and inspecting them like a five year-old gambolling around in a soft-play centre. The 
latest off the drawing board is a new framework for “essential skills,” such as teamwork, presenting and 
problem-solving. The architects hope the framework will help employers hire the people with the skills 
needed for the future; provide candidates with a better idea of the skills required to succeed in a role 
and help employers map out how to upskill or reskill their workers by showing them what progression 
looks like for key “human,” skills. The new framework will be based on the Skills Builder Framework, 
used by many teachers, which breaks down the development of eight essential skills into tangible and 
measurable steps. 

You can read the whole of this article here. 

 

Making full-time a thing of the past 
Source: fistfuloftalent.com 
 
In a nutshell: Every so often someone gets fed up with the way things are and decides to come up with 
something different. This can range from the disastrous (National Socialism, communism) to the 
marvellous (the National Trust, Macmillan Cancer Care) via the ridiculous (the Sinclair C5 and quorn). In 
this article Paul Hebert argues that most new HR ideas are based on passing fads and fancies, from 
atypical high-tech start-ups which everyone decides are the flavour of the month “until the next unicorn 
sighting comes along.” Paul Hebert goes back to first principles and questions the very idea of a “job,” 
with defined roles, reporting, outputs and time constraints. However, he argues that what HR 
departments should really be looking for are people who can contribute to the organisation rather than 
simply fill a position. No employee is 100% utilised; sometimes people work more than their allotted 
hours while other weeks they kill time watching cat videos and playing Word Wipe. No employee loves 
everything about their job and none of them are using all their talents. Similarly no organisation gets 
through all the work it wants to do – those in the private sector survive not by fulfilling all their goals 
but by being (relatively) better than the competition. But while companies have projects that wither on 
the vine due to lack of staff employees elsewhere are twiddling their thumbs or at least doing the digital 
equivalent. Paul Hebert argues that we should forget keeping people chained to their desks for 40 hours 
a week and accept the fact that by paying them for that amount we are simply guaranteeing their  
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labour at our disposal for this time. In the meantime employers can create marketplaces for projects 
that need attention with employees signing up for them during slack times. People might actually 
welcome the chance to try something new and work harder on these ‘hobby,’ jobs than their original 
ones (much like librarians writing HR bulletins in fact!). Employers could also create rolling internships 
where employees could work part-time in various departments as a way of learning more about the 
organisation. They could even allow employees to take part-time jobs outside the organisation from 
which they could bring new experiences and skills to bear on their parent company. 

You can read the whole of this article here. 

 
Learning to embrace beta 
Source: fistfuloftalent.com 
 
In a nutshell: For most people beta conjures up visions of an inferior version of a product before the 
final, finished version is produced. One could argue for instance that badly-drawn mammoths on a cave 
wall are just a beta version of the Sistine Chapel. However lean thinking – among others – challenges 
this goal asserting that no one ever really achieves perfection and that it’s better to produce a 
‘minimum viable product,’ before one’s competitors do and constantly refine it as you go along. In this 
post Mark Fogel throws down the beta challenge to HR asking – among other things – how many 
organisations have an out-of-date employee handbook, how many haven’t looked at their performance 
reviews since the 1980s and how many haven’t updated the careers page on their web site since 2000? 
People tend to be creatures of habit who like to use the same software, run their meetings in the same 
way, eat the same food and pursue the same hobbies. Fear, complacency or an “if it ain’t broke, don’t 
fix it,” attitude can all prevent us from embracing beta but doing so can be an enlightening and 
rewarding experience. Ways to do it include:  
 

 Going to lectures, workshops and conferences outside your functional area of responsibility  

 Order things to eat you have never tried.  

 Inviting people from other areas to your meetings 

 Making a point of meeting and getting to know people outside your comfort zone 
 
You can read the whole of this article here. 
 

 

Taking the despair out of drudgery 
Source: Japanese Journal of Experimental Social Psychology 
 
In a nutshell: Most jobs below a certain level in the hierarchy contain elements of routine drudgery. At 
best this can be an opportunity to switch off while having some light conversation and/or listening to 
music but at worst it can be a soul-sapping experience which can knock your motivation for six. In this 
study Mie Ariyoshi, from Kyushu University in Japan, led a team of researchers attempting to investigate 
further. They studied 261 office workers from nine corporations and a university and found that doing 
routine work did reduce people’s motivation. But the problem was made worse or better depending on 
how meaningful people found their work. If they thought it made a difference to customers or 
contributed to their self-growth or accomplishments they were less likely to lose motivation. 
Interestingly financial rewards had very little impact on the relationship between routine work and loss 
of motivation. 
 
If you can read Japanese you can read the abstract of this article here. 
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Motivation and performance 
Source: Journal of Managerial Psychology 
 
In a nutshell: Saying that motivation improves work performance is a bit like saying Christopher Wren 
built St Paul’s cathedral. It’s true on one level but a lot of other things have to happen in between. 
Psychologists call these other things mediating factors and in this study Abira Reizer, from Ariel 
University in Israel, led a team of researchers looking into them. They studied 116 people at nine 
different points in time, giving a total of 1,044 responses. The researchers found that autonomous (self) 
motivation increased people’s positive emotions and job satisfaction which, in turn, increased their 
performance whereas controlled motivation (carrots and sticks) created negative emotions and reduced 
job satisfaction leading to worse performance. 
 
You can read the abstract of this article here. 
 

When groups go bad 
Source: Group and organization management 
 
In a nutshell: Most people’s experience of groups falls into the same pattern. Initial high hopes (when 
everyone is on their best behaviour) soon turns to disillusionment as people’s annoying habits and 
personalities become more manifest and lingering resentments fester. Hana Huang Johnson from the 
University of Idaho and Bruce J. Avolio from the University of Washington in Seattle attempted to put 
some academic rigour into this crude stereotype in a “multilevel field study with data collected over a 
nine-month period.” They found that “team psychological safety measured early in a team’s time 
together influences what team members can expect to experience in subsequent team interactions … 
when team members experience high levels of team psychological safety initially, followed by an 
increasing trajectory of relationship conflict within the team over time … individual’s team identification 
decreased, resulting in lower satisfaction.” 
 
You can read the abstract of this article here. 
 

 

New guide to inclusive recruitment 
Source: Personnel Today 
 
In a nutshell: Not being prejudiced when you recruit people is not just a moral issue – it can also mean 
that employers get the full range of talent from across the whole of society. The Guardian Jobs has now 
produced a guide to help employers foster a more inclusive recruitment process and retain people once 
they’ve recruited them. The guide is written by Kerry Hudson who advises on financially and 
geographically accessible recruitment processes. The guide also looks at technology’s role in improving 
longlisting first-round interviewees and examines financial inclusion as the cost of attending an 
interview and attending second and third-round interviews soon mounts up, potentially putting 
candidates from less-wealthy backgrounds at a disadvantage. 

You can read the whole of this article and download a copy of the guide here. 
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How chatbots can boost social mobility 
Source: Personnel Today 
 
In a nutshell: Every new Prime Minister makes hopeful-sounding noises about improving social mobility. 
It’s one of the first things they do along with changing the brass name plate on the door and ordering 
some personalised stationery with 10 Downing Street on the front. In this post Jodie Grove, outlines 
some ways in which technology can help recruit people from diverse backgrounds. Anonymous group 
chats can allow candidates – who otherwise might feel their face didn’t fit – to hear more about a role 
or organisation and ask questions. Employers who have used this technology have seen significant rises 
in applications from candidates who otherwise may have dropped out, or not applied at all. Chatbots 
can also allow candidates to ask questions, find out about jobs and build their knowledge up before 
going for an interview. Group online chats can also remove a barrier for those who may struggle to 
afford to travel to face-to-face information events, while chats facilitated by an executive with a diverse 
background can further reinforce positive messaging around looking for people who possess the right 
skills and attitudes, not the right school tie. 

You can read the whole of this article here. 

 

People shortage shows no signs of easing 
Source: Personnel Today 
 
In a nutshell: Despite predictions that the Leave vote would leave us eating cockroaches on toast 
washed down with puddle water the job market shows no signs of cooling. The Chartered Institute of 
Personnel and Development (CIPD)’s regular Labour Market Outlook – a survey of 2,100 employers – 
has found that the median number of applications for low-skilled jobs fell from 24 in 2017 to 16 in June 
2019. At the same time an increase in non-EU citizens coming to work in the UK has helped alleviate 
difficulties recruiting for medium- and highly-skilled roles. Median basic-pay expectations in the private 
sector increased from 2% to 2.5% in the private sector and from 1% to 1.5% in the public sector: overall 
the average was 2%. 

You can read the whole of this article here. 

 

How to recruit Generation Z 
Source: Personnel Today 
 
In a nutshell: How much truth there is in the stereotypes of Baby Boomers, Millennials and Generations 
X,Y and Z is a moot point - although as an underachieving cynical slacker your author feels he can 
certainly identify with Generation X traits. Those of us who have only just got used to Millennials might 
feel a certain sinking of the spirits at the realisation that Generation Z is now upon us, together with 
curiosity as to whether sociologists – taking their cue from car registrations – are going to have to start 
over with Generation A in due course. In any case the Guardian has now published a guide to recruiting 
Generation Z – those people born after 2001 and who are estimated to account for a quarter of the 
working population by 2020. They may not know life without the internet, but with many having 
experienced student debt, they’re careful with money and excel in tech skills. And while they’re highly 
technically literate, many lack the soft skills such as leadership that they will need to push their careers 
forward. They expect enjoyment from their work and many feel the 9 to 5 model is outdated. 

You can download a copy of the guide here. 

 

https://www.porthosp.nhs.uk/Library/homepage.htm
https://www.personneltoday.com/hr/how-recruitment-technology-can-help-boost-social-mobility/
https://www.personneltoday.com/hr/low-skill-labour-supply-down-a-third-in-two-years/
https://www.personneltoday.com/hr/guide-to-recruiting-generation-z/


        porthosp.nhs.uk/library                                       Back to top 

 

The brave new world of candidate experience 
Source: Personnel Today 
 
In a nutshell: Once upon a time recruitment involved nothing more complicated than placing an 
advertisement in the relevant publication, waiting for applications, sifting out the ones with lunatics’ 
handwriting then inviting the remainder for interviews. Things have moved on a bit since then though 
and in this article Adam Shay, the global marketing director from Resource Solutions offers a tour 
d’horizon of HR technology. Adam Shay argues that today’s candidates behave more like consumers, 
having already become used to seamless integration and instant gratification from the likes of Amazon, 
Uber and Spotify. The boundaries between employer and consumer brands are dissolving. Chatbots like 
Mya are improving engagement and brands like Winter Circle are beginning to build talent pools that 
operate like members-only clubs. Glassdoor has got 64million monthly users, 88% of whom go on to use 
the site to apply for the job – but 86% of global companies don’t integrate Glassdoor reviews into their 
recruitment communications. HR teams who see their roles as creating an employment experience, 
rather than structuring employment, will be on the leading edge of consumerisation of the workplace. 
“The result will be past, present, and future employees who have the same experience and perception 
of a company as its customers do.” 

You can read the whole of this article here. 

 

Jargon and the job-hunter 
Source: Personnel Today  
 
In a nutshell: Faced with the phrase ‘open the kimono,’ in a job advert many job seekers would be 
tempted to envisage at best a pleasurable encounter with a geisha and at worst an interview test 
recalling the worst excesses of Miss Universe. ‘Open the kimono,’ as I’m sure you all know means to be 
open about future plans and to share information freely but, it seems, many job candidates are being 
put off by jargon in advertisements. Half of UK workers are put off applying for a role because of jargon 
in a job description and two-thirds want employers to make job ads clearer with three-quarters 
believing employers should use ‘plain English,’ to advertise roles. 48% of graduates said they had turned 
up to interviews unsure of the nature of the role they were applying for because of the language used in 
the job advertisement. Roles advertised included ‘New Media Czar,’ ‘Coordinator of Interpretive 
Teaching,’ and ‘Conversation Architect.’ Just over six in ten graduates inevitably felt they could not 
apply for a role if they did not understand the job description, while 71% claimed that business 
acronyms such as ‘SLA’, ‘DOE’ and ‘B2B’ were confusing and left them feeling unqualified. The industries 
most guilty of using indecipherable jargon in their adverts, according to Milkround, were PR, IT, sales 
and marketing.  

You can read the whole of this article here. 
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How poor recruitment can damage your brand 
Source: Personnel Today 
 
In a nutshell: For those of us who graduated in the teeth of a recession and were pathetically grateful 
for a job interview, let alone an offer, it’s easy to forget that recruitment is a two-way process and that 
those doing the recruiting are selling themselves just as much as the candidates are. Reed UK have been 
surveying 4,002 full- and part-time UK workers. They found that while two-thirds of applicants expected 
feedback if they were unsuccessful at interview only 8% had actually consistently received it and about 
a third rarely, or had never, gained any comments on their application. Reed also found that 73% of job 
seekers would be less likely to use the products or services of a company with which they had had a 
poor hiring experience and that 50% of people under 35 said that they would share their negative 
experiences with others. Three-quarters of job seekers expected to receive confirmation that their 
application had been received. 39% expected this within 24 hours and 68% expected it within three 
days. 73% of applicants expected to be interviewed within a fortnight of making their application while 
91% expected businesses to be in a position to offer them a job within three weeks of the initial 
application. 

You can read the whole of this article here. 

Wellbeing 

 

Mental Health – Men still suffering in silence 
Source: Personnel Today 
 
In a nutshell: CV-library have been asking 2,000 UK workers about their mental health. They’ve found 
that although more women (35.4%) struggle with their mental health than men (21.1%) men are more 
likely to say that it affects their working life. Four in 10 men who struggle with their mental health feel 
unable to talk to their manager about it because they fear their abilities would be questioned and eight 
in 10 (81.8%) of male workers said their mental health had affected their work compared to 67.8% of 
women. Six in 10 men felt they could not discuss their mental health with their manager. The most 
common reasons for feeling this way included: feeling that their professional abilities would be brought 
into question (43.8%); thinking that their boss does not understand mental ill health (40.6%) and fearing 
that they would be judged (39.1%). For 61% of men, their work had affected their mental health so 
much that they were considering quitting their job. 

You can read the whole of this article here. 
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