
        porthosp.nhs.uk/library                                       Back to top 

 

 

 

 

Reproduced with permission from Mid Cheshire Hospitals NHS Foundation Trust. 

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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What went on at World of Learning  
Source: Personnel Today  
 
In a nutshell: The big annual shindig for learning and development professionals, held this year at 
Birmingham on the 15th and 16th of October. Andy Lancaster – head of learning for the Chartered 
Institute of Professional Development – argued that recording how many people attended training 
sessions only records the volume of training you do, not the effect it has on the organisation. He also 
advised creating a Personal Learning Network (PLN) of people within and outside L&D. Robert Ashcroft 
– head of L&D for Santander – suggested looking outside the L&D sector for inspiration and spent time 
with writers and TV producers who helped him understand the psychology of stories and storytelling 
and how to produce quality content. People should understand how marketing works in order to 
engage employees with learning. Focus on campaigns to get your message across and understand how 
influencers in the organisation can help amplify the work of the L&D team. And futurist 
TomCheesewright argued that L&D also has a role in creating “athletic organisations,” by looking 
outside the sector to see how change is affecting other organisations; pushing power to the edge of the 
organisation; and becoming more adaptable.  
 
You can read the whole of this article . here

 

 

Ethical companies and motivation  
Source: International Journal of Organizational Analysis  
 
In a nutshell: Many companies try and be ethical whether it’s paying people above the minimum wage, 
to having Fair Trade coffee in the canteen. But does it make a difference to workers’ motivation? In this 
study Beverley Colaco and Natasha M. Loi, from the University of New England in Australia, studied 330 
employees in an attempt to get to the bottom of this conundrum. The researchers’ results showed that 
higher work motivation was associated with a higher perception of an organisation’s ethical culture.  
“Factors relating to congruency of peers, clarity and feasibility [were] … the best predictors.”  
 
You can read the abstract of this article . here
 

Ethical leadership and creativity  
Source: Journal of Business Ethics  
 
In a nutshell: In this study Yidong Tu, from Wuhan University in China, led a team of researchers looking 
into the links between ethical leadership and creativity. 230 people from 44 “knowledge work teams,” 
took part in the study which found that ethical leadership increased teams’ creativity and team 
members’ average creativity and reduced the variability of different team members’ creativity. The 
relationship between ethical leadership and creativity was mediated by psychological safety suggesting 
that the fact that employees felt freer to speak up in a psychologically-safe climate improved their 
creativity.  
 
You can read the abstract of this article . here
 
 

 

Learning and Development 

People Management  
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Taking toxicity out of the workplace 
Source: Personnel Today  
 
In a nutshell: In this article Maryan Street describes how KiwiRail improved their work culture with their 
High Performance, High Engagement (HPHE) strategy. At the time the initiative was introduced the 
organisation’s culture could fairly be characterised as suspicious, combative, secretive and even toxic in 
some places. Rumours were rife about plant closures, managers were not allowed to share what the 
strategic direction of the organisation was and reports were commissioned in secret and not revealed 
with the union having to resort to freedom-of-information legislation for information. The company 
built up trust by resolving outstanding issues with the unions. Ground rules for working together were 
established with managers and staff learning listening, communication and interest-based problem-
solving skills and the methods for improving work processes through analysis and brainstorming. HPHE 
produce healthier workplace relationships, a healthier workplace and useful productivity improvements. 
Workers could see their favourite ideas being turned into business realities and managers no longer had 
to find solutions on their own or meet deadlines without help.  
 
You can read the whole of this article . here
 

Why conflict might not be such a bad thing after all  
Source: Personnel Today  
 
In a nutshell: Most British people would gladly suffer any amount of indignity, humiliation and bad 
service rather than ‘make a scene.’ However, in this article Sir Brendan Barber (who as chair of ACAS 
might be expected to know a thing or two about conflict) argues that managing differences of opinion 
effectively is not just a necessary evil but can actually be good for an organisation. Sir Brendan argues 
that conflict should not solely be associated with procedural failure, bad communication and badly-
behaved workers but should be seen as a dynamic force which can play the role of ‘critical friend,’ for 
organisational change and champion for improved working lives. Promoting good behaviour and 
enlightened values at work doesn’t mean ignoring disagreements; it means recognising them and 
listening and responding promptly. People tend to be comfortable with promoting positive behaviour at 
work – challenging bullying and promoting equality – but are less comfortable with dealing with real, or 
perceived, clashes of interest. Sir Brendan argues that conflict management should be reframed as the 
“capacity of organisations to develop and sustain positive relationships,” and as being about nurturing 
good managers who are able to “constantly negotiate and renegotiate their relationship with staff and 
other colleagues.” Acas have produced a number of reports on conflict management including 
Managing workplace conflict: the changing role of HR and  Fairness, justice and capability: 

 and you can read the whole of Sir Brendan’s article repositioning conflict management . here
 

Personnel Today awards for employee engagement 
Source: Personnel Today  
 
In a nutshell: Personnel Today have been giving out awards for employee engagement. Runners and 
riders this year include Brighterkind who appointed pacesetters to drive change and create a more 
positive culture. Pacesetters were inducted at residential, fun events then delivered ‘high-energy,’ 
activities to colleagues in 30-minute sessions. They also passed opinions, questions, suggestions and 
feedback from team members to senior leaders. E-learning was replaced by face-to-face training for all 
statutory skills and team members were offered paid training roles. Since the changes the company has 
logged a 35% increase in its employee net promoter score, a sharp fall in the number of complaints and 
a 15% lift in private occupancy. Burton’s Biscuits introduced an initiative called ‘Being your Burton’s 
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Best,’ which supports the whole employee lifecycle from interview toolkits and onboarding, through to 
the assessment and development of employees. Among several initiatives set up by the new strategy  
were: four new Burton’s values that are easy to believe in and remember; new job gradings to help 
everyone understand their role and performance better; calendar of events to bring people together as 
a team; and new Vitality health cover. Overall engagement has risen to 72%; there has been a sharp rise 
in optimism within the business, a more positive feeling regarding support for work/life balance and 
pride in working for the firm. Employee turnover is down from 42% to 12%. Citipost Mail have 
introduced a number of new initiatives to boost engagement including office Bake offs; escape rooms; 
mini-golf; office Olympics; cocktail making and meals out. Regular one-to-ones are held with all 
employees to ensure they are engaged at work and every quarter the company’s values are reviewed in 
one-to-ones with all employees. Companies House have introduced a Flourish engagement strategy 
based on building capability, health and wellbeing, and diversity and inclusion. Over the past six months 
more than 900 employees attended 133 learning events. Board sessions, coffee morning Q&As, a 
Charlie the Chameleon transformation brand and special phone apps have helped establish the desired 
curious behaviours and increased employees’ awareness of the whole organisation. Attrition and 
absence have fallen and £600,000 savings have been made based on employees’ suggestions. The 
Financial Services Compensation Scheme created a new engagement platform – Hive – and an 
Engagement Lead Network. Roadshow events were held in London and Glasgow and an all-staff away 
day focused on the new strategy. There was an 11% increase in employee engagement, customer 
satisfaction shot up and claims were resolved quicker than ever before. Great Western Railway’s board 
meetings were altered to focus on culture, leadership and colleague experience. Over 80 activities were 
launched to help staff understand when and how they are doing well, that they are trusted and have a 
voice and that they can bring their whole selves to work. Other initiatives include the launch of a new 
platform that enables everyone to publicly record ‘thank yous,’ and nominate colleagues for gold 
awards. It allows managers to instantly recognise success anywhere in the business with reward points. 
81% of GWR staff say they enjoy their jobs, engagement went up to 79% and customer satisfaction is 
higher than ever before. Mitie Group – most of whose staff work alone, or in very small teams, used a 
digital-first approach with their Helix campaign being accessible on any mobile device. They used 
messages on payslips, posters, flyers, videos, webinars and manager toolkits to champion Upload – its 
first all-company engagement survey. They had a 12-point increase in employee engagement to 45%. 
 
You can read the whole of this article . here
 

How good people management can turn Trusts around  
Source: British Medical Journal  
 
In a nutshell: The Care Quality Commission inspects hospitals to check they’re doing a good job. In this 
article Abi Rimmer describes how Trusts have used better people management to improve their CQC 
rating. Kingston Hospital NHS Foundation Trust went from “requires improvement,” in 206 to 
“outstanding,” in 2019 after recruiting a team dedicated to health and wellbeing. In March 2017 the 
Trust launched its first health and wellbeing strategy, focusing on physical, mental, financial and family 
health, and it held a wellbeing conference for all staff the following October. According to the Trust’s 
Chief Executive Joe Farrar “there is no magic formula to it, but we focused on living and believing our 
values every day, celebrating successes, learning from setbacks, and a strong focus on teamwork and 
supporting each other.” Robert Woolley, the Chief Executive of University Hospital Bristol – which also 
went from “requires improvement,” to “outstanding” – said “the big change we made that led to the 
‘outstanding,’ rating was that we started demonstrating a genuine commitment to our staff – their 
wellbeing, development, and engaging them in improvement.” And Dorset Healthcare University NHS 
Foundation Trust also improved its CQC rating by increasing the visibility of its leadership, being clearer 
about how decision were made, and ensure they were well communicated.  
 
If you have access to the British Medical Journal you can read this article . here
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Why AI is not the solution to people management – people are  
Source: fistfuloftalent.com  
 
In a nutshell: In 2012 Maddie Grant and Jamie Notter wrote Humanize arguing that people should put 
the “human” back into HR. Paul Hebert started saying much the same thing at much the same time and 
in this article he argues that human – rather than artificial – intelligence should still be at the forefront 
of HR’s thinking. He argues that the current batch of HR technology hasn’t really lived up to 
expectations and that AI recruiting tools have got Amazon, for instance, into trouble by being biased 
against women. AI – Paul Hebert argues – is just another “squirrel,” for HR to chase while it ignores the 
key element of good-quality HR; managers who know how to manage “at the human level.” Playing with 
AI is “all experiment and no responsibility,” and “no one really expects any actionable outputs.” Instead 
managers should be human, be available, listen and not get distracted. “What HR should work on is 
people. Stop being artificial. Start being human.”  
 
You can read the whole of this article . here
 

Work support, psychological wellbeing and safety  
Source: Psychology, Health and Medicine  
 
In a nutshell: In the geometry of human relationships for every downward spiral there’s a virtuous 
circle. Getting his conceptual felt pens out was Kenchi C. K. Wong, from Hong Kong Shue Yan University 
who studied 314 nurses in Hong Kong. Kenchi Wong found that being supported at work led to higher 
levels of psychological wellbeing which, in turn, improved safety performance.  
 
You can read the abstract of this article . here
 

Motivation, burnout and turnover  
Source: Contemporary Nurse  
 
In a nutshell: Psychologists distinguish between intrinsic motivation – doing things because we find 
them rewarding and satisfying in themselves – and extrinsic motivation, doing things in order to gain 
rewards or escape punishment. In this study a team of researchers, led by Enjian Wang, from North 
China Electric Power University, looked into the links between intrinsic motivation, burnout and job 
turnover. They found that intrinsic motivation was negatively related to burnout and turnover intention 
and that pay satisfaction played a significant mediating role in the relationship between intrinsic 
motivation and turnover intention.  
 
You can read the abstract of this article . here
 

UNLEASH Conference and Expo 
Source: Personnel Today  
 
In a nutshell: UNLEASH is an annual get together for people involved in organisational ‘transformation.’ 
At this year’s conference Janina Kugel, the chief human-resources officer at Siemens spoke about how 
technology will free HR from mundane tasks and allow them to concentrate on more exciting work. HR 
teams should focus on their organisation’s business plan and look at how it can develop a workforce 
with the right skills to deliver it. Employees don’t invest enough time in personal development because 
they don’t know they need to learn – giving them a gentle nudge in the right direction is HR’s job. HR 
managers also need to teach line managers how to put employees at the centre of their strategies.  
 
You can read the whole of this article . here
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Commitment, empowerment and safety  
Source: Safety Science  
 
In a nutshell: Nurses are surrounded by sharp things, dangerous drugs and infectious people so 
workplace safety is a big issue for them. In this study Mohammad Al-Bsheish, from Batterjee Medical 
College, in Saudi Arabia, led a team of researchers looking into the links between how nurses perceived 
managers’ attitude to safety, nurses’ psychological empowerment and safety compliance. The 
researchers found that psychological empowerment had a significant and positive influence on safety 
performance and that perceived management commitment mediated the relationship between 
psychological empowerment and safety performance.  
 
You can read the abstract of this article . here
 

 
How to Be a Good Interviewer 
Source: thecut.com  
 
In a nutshell: ‘It’s just as nerve wracking interviewing people as being a candidate,’ is one of those 
statements that engender a cynically-raised eyebrow until one experiences it for one’s self and realises 
that asking questions can indeed be almost as tricky as answering them. In this article Alison Green sets 
out 10 tips for how to be a good interviewer.  

 
1. Don’t wing it. Read people’s CVs before their interviews, work out what you’re looking for 
and how to find it and don’t just rely on winging it and gut instinct  
2. Get clear on your must-have qualifications. What do people really need to be good at the 
job? This might not always be the obvious. Candidates might not always need a degree and 
people going for back-office positions don’t always have to be extroverts. It’s also good to be 
clear about what qualities might be hard to teach and what skills can be developed on the job 
by the right person  
3. Work out how you’ll assess your must-haves. Focus on the traits and experiences you’re 
interested in and focus on candidate’s actual experiences rather than hypothetical questions  
4. Ask follow-up questions. Go beyond surface answers and explore the nitty-gritty of how a 
candidate thinks and behaves  
5. See candidates in action. Use exercises and simulations so you can see how people do things 
rather than relying on them telling you how they do it 
6. See people at ease. You want to see what people will be like to work with day-to-day not in a 
high-pressure situation. Be warm and friendly and try to lower some of the pressure  
7. Don’t ask silly questions. They’re irrelevant to your must-haves and they will irritate good 
candidates  
8. Know that bias is a real thing – and work to combat it. Be vigilant about assessing all 
candidates against the same list of must-haves; that can help mitigate some of the biases that 
creep into the interviewing process  
9. Commit to truth in advertising. Give candidates a thorough and realistic understanding of 
what they’d be signing up for: the job, the organisation, the culture, the manager and the 
people. Resist any temptation to downplay the less appealing aspects of the job  
10. Realise candidates are assessing you as much as you are assessing them. Good candidates 
will have options and they will be assessing you back. They’ll pay attention to how respectfully 
you treat them, whether you’re focused or distracted and how interested you are in answering 
their questions  

 
You can read the whole of this article . here

Recruitment  
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Too young to retire, too old to find work  
Source: Personnel Today 
 
In a nutshell: Somewhere between the optimism of youth and the relaxation of retirement are endless 
tracts of middle age spent looking forwards with frustration as the state pension age keeps receding 
into the distance and backwards with apprehension as bright young things who know all about coding 
and Skype snap at one’s heels.  have been analysing data from the Office of National Statistics’ Rest Less
Labour Market Overview and have found that people aged between 50 and 64 are 33% more likely than 
any other age group to be unemployed for two years or more. One in five unemployed people – around 
272,000 persons – are aged over 50. 38% of men who are unemployed for two years or more are over 
50 and 35% of women of work for that long are too.  

You can read the whole of this article . here

Shortage of doctors shows no signs of easing  
Source: British Medical Journal  
 
In a nutshell: Just as farmers never get perfect weather so the NHS is never in a happy state with 
enough money to do everything it wants to. Recruiting doctors is no exception and the medical 
workforce unit of the Royal College of Physicians of London has just published its 2018 census of 
consultant and higher specialty trainee physicians. They received 8,656 responses and found that a high 
number of advertised consultant physician posts in England and Wales were unfilled (43%). This was 
usually due to a lack of any applicants at all (56%) or any suitable applicants (34%). However, there was 
also a big reduction (33%) in the number of consultant posts being advertised. North Wales had the 
highest proportion of unsuccessful appointments at 73%. 32% of trainees said that their morale was 
worse than it was a year ago. Reducing gaps in rotas, filling vacant consultant posts, and improving 
consultants’ and trainees’ experience of general internal medicine were all seen as crucial to improving 
the working lives of physicians in the UK.  

If you have access to the British Medical Journal you can read the whole of this article . here

Wellbeing 

 
Nurse-led scheme in Wales making the menopause more manageable 
Source: Personnel Today  
 
In a nutshell: There are over 4.3 million women between the ages of 45 and 60 working in the UK. A 
British Menopause Society survey of women between 45 and 65 carried out in 2016 found that more 
than a third of them said that the menopause affected their work life. A fifth experienced memory and 
concentration problems and 42% said that their menopause symptoms were ‘worse,’ or ‘much worse,’ 
than they had expected. Nikki Noble, from Aneurin Bevan University Health Board in South-West Wales 
provided help by setting up menopause-awareness sessions, open to all staff of the health board. The 
sessions consist of a 20-30 minute informal presentation, followed by questions and discussion. Nikki 
Noble also runs menopause clinics for staff measuring blood pressure, height and weight and asking 
them about their symptoms. She then discusses treatment options with people and can prescribe 
hormone-replacement therapy with people being invited for a review after three months. Ms Noble is 
planning to set up sessions for managers with advice on how to support staff and hopes to do training in 
CBT so she can support people to manage symptoms such as hot flushes and night sweats.  
 
You can read the whole of this article . here
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ACAS publishes new menopause guide  
Source: Personnel Today  
 
In a nutshell: Also tackling the menopause are Acas who have published new guidance to help  
employers support the estimated two million women who have difficulties at work due to menopausal 
symptoms. Their advice includes implementing a menopause policy; providing awareness training for 
managers to help them deal with concerns in a sensitive way; offering altered working hours; and 
introducing low-cost environmental changes such as providing desk fans. According to the CIPD six in 10 
menopausal women say it has had a negative impact on their work and one in four consider leaving 
work altogether. The guide also aims to raise awareness of the menopause-related issues that might 
lead to employers falling foul of employment laws, including the risks that might lead to claims of sex, 
disability and age discrimination. Meanwhile o2 has also introduced a toolkit for its employees and 
managers to support those experiencing the menopause. It helps employees and managers recognise 
menopause symptoms and offers tactful ways of starting a conversation on the topic. It also encourages 
managers to offer flexible working patterns that meet the needs of women.  
 
You can read the whole of this article . here
 

Helping employees deal with domestic abuse  
Source: Personnel Today  
 
In a nutshell: It is estimated that one in four women has been, or is, subject to domestic abuse along 
with one in six men. Some three quarters of people who endure domestic violence are also targeted at 
work, and an abusive home environment can have a serious knock-on effect on health, work and 
performance. There is now an  and Vodafone are offering all Employers’ Initiative on Domestic Abuse
staff who experience domestic abuse 10 days additional paid “safe leave,” to give victims the time and 
space to sort out housing, schooling, counselling and appointments with the police and lawyers. 
Domestic abuse can cause depression and anxiety which, in turn, can affect work performance so there 
is a good financial case for helping people to deal with it. Business in the Community have developed a 
domestic abuse toolkit which covers myth busting, the legal aspects and gives practical tips and advice.  
 
Do’s include:  

 Act on people’s concerns  

 Talk to them  

 Keep things confidential  

 Work to understand the situation  

 Adjust people’s duties, if appropriate  

 Provide time, space and resources  

 Be flexible  

 Ask for expert help  
 
whereas don’ts are:  

 Don’t be judgemental  

 Don’t tell people what to do  

 Don’t over-promise  

 Don’t take matters into your own hands  
 
You can read the whole of this article . here
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The workers quitting to care for relatives  
Source: Personnel Today  
 
In a nutshell: For most people caring and being carefree tend to alternate throughout their lives with 
periods of the latter occurring before children arrive and after they have left home and periods of the 
former occurring with children on the scene and as parents age. A new survey by Aviva of 2,000 workers 
over 45 has found that one in five of them expect to quit their job to look after an adult relative full 
time. A fifth of women were likely to anticipate leaving their job to look after a partner compared to 
17% of men. At the same time one in 10 expect to leave work to care for children or grandchildren. 
However, just 6% of employers see caring pressures as a significant issue for their staff. Aviva has 
introduced a carers’ policy which provides up to 70 hours of extra paid leave for carers, followed by 
another 10 days that can be taken if matched with annual leave whilst Centrica offers 10 days’ paid 
leave to all its carers, followed by another 10 days that can be taken when matched.  
 
You can read the whole of this article . here
 

Is it time for mental-health reporting?  
Source: Personnel Today  
 
In a nutshell: Organisations above a certain size now have to report on how people from women and 
ethnic minorities are treated and what they are doing to improve the situation. But should they be 
asked to do the same for mental-health problems? Howden’s Employee Benefits and Wellbeing division 
have been surveying more than 150 HR practitioners and found that almost a third of them thought that 
mandatory reporting of workplace mental-health statistics would help make organisations more 
accountable for staff wellbeing. 86% thought that improving transparency around what organisation 
were doing to improve the mental health of their employees would help address the issue. The Thriving 

 review recommended that employers produced an annual report on mental health for all at Work
employees which would include:  

 A statement from the person accountable for the plan  

 Priorities for the next period  

 Data from staff surveys  

 “Mood tracker,” results  

 Sickness absence data  

 Engagement in mental-health activities  

 Take-up of support  
 
The survey results also found that 44% of HR professionals thought that poor mental health, anxiety or 
stress accounted for between 20-40% of the total number of sick days in their organisation. One in 10 
said that mental health accounted for more than half of sick days taken.  
 
You can read the whole of this article . here
 

 
 
 
 
 
 
 

https://www.porthosp.nhs.uk/Library/homepage.htm
https://www.personneltoday.com/hr/working-carers-quit-work/
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/658145/thriving-at-work-stevenson-farmer-review.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/658145/thriving-at-work-stevenson-farmer-review.pdf
https://www.personneltoday.com/hr/mental-health-reporting-improve-staff-mental-health-a-third-of-firms-say/


        porthosp.nhs.uk/library                                       Back to top 

 
 
How Novartis tackled migraines  
Source: Personnel Today  
 
In a nutshell: People who suffer from them know how migraines can make life a misery. Certain things 
can make them less likely to happen though and drug-company Novartis has been doing its bit to help 
its staff. They developed a Migraine Care programme for staff and family members which included 
educational sessions to promote a better understanding of the condition and help Novartis create 
migraine-friendly work environments. 320 staff who signed up to the full programme received nurse-led 
telephone coaching for six months covering progressive muscle relaxation, sleep, stress, diet, managing 
migraine at work, documenting migraine, nutritional supplements, and “medication overuse,” 
headache. Participants also received action plans covering sleep, hydration, coping techniques and daily 
routines. They also had access to a Migraine Buddy smartphone app to help them interact with nurses, 
view their action plan and access educational material. After six months researchers found that people’s 
migraine symptoms had improved and presenteeism and absenteeism also improved.  
 
You can read the whole of this article . here
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