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Every organisation would say it lives by its values, that its culture was
straight and true, and that its vision was one where CSR is integral.
Why then is it, that 24/seven, rolling news provides a dispiritingly
inevitable narrative of corruption, scandal and sleaze, sweating out of
every pore of the so-called civilised world, often from what used to
be termed the pillars of society?
What was the utter ruin of people and/or
organisations in the distant past would
hardly merit a column in the newspapers
these days, such is the desensitising effects
of the constant barrage. Lessons are
learnt, so they say, but is it the case that
businesses are still operating in a swirl of
smoke and mirrors, merely paying lip
service to good practice?
Deciding upon a new payroll solution
used to sound about as exciting as
choosing a British Rail sandwich. Not
now though, as payroll has turned into a
pulsating, turbo-powered machine with go
faster stripes and Carlos Fandango wheels.
First there's the choice of best-of-breed or
integrated ERP (Enterprise Resource
Planning), much depending on your
organisation - how big it is, its framework
and the way it's managed. Once you've
recovered from that excitement, it's not
just a case of kicking the tyres and making
a disparaging offer to the eager collective
of potential payroll vendors, like power
steering and air bags, most of the major
features are in most of the leading
software solutions, so how do you choose?
It is, and has always been the case that,
it's really difficult to eject idiots out of
the business, and equally difficult to keep
talent, even that which appears to be
engaged and loyal. No surprise there,
but on the face of it, that is not a ratio
that any employer would want to go
boasting about, and probably says more
about the efficacy of recruitment rather
than anything else. Nevertheless, our
shining new stars in Gen Y, it is predicted,
will flit from flower to flower with
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incredible guilt-free ease, and so
employers are reluctantly coming to the
understanding that a long-term strategy
is hardly appropriate. Meanwhile,
mid-careerers, those that have trod water
for a quarter of their careers, due to the
protracted recession, are looking for the
next best offer elsewhere, and they hold
all the cards when it comes to essential
skills for the business. Not to worry
though, as retirees are not retiring, but
they need and are expecting an even
more innovative and agile approach to
their working lives. The clattering noise
is Captains of industry from the past
dropping their collective pipes.

JASON SPILLER - EDITOR
editor@thehrdirector.com

OUR SOCIAL MEDIA SITES

Connect with us at
www.linkedin.com/company/thehrdirector
Follow us at
www.twitter.com/thehrdirector
Like us on Facebook
www.facebook.com/thehrdirector
Search for us on

A D MI NI STRA TI O N
Administration
Jan Baber
jan@thehrdirector.com
Digital Media
Sam Perry
sam@thehrdirector.com

D E SI GN & P RO D UCTION
8FOOT3 Creative Design
www.8foot3.co.uk

CO NTRI B UTO RS
Photography
www.stuthomas.com
Transcribers
Jan Baber
Sebastian Spiller
For more information please call us on:
01454 292 060

EDITORIAL
PANELLISTS
Carolyn Dyer
Human Resources Consultant
Standard Life Investments
Dr Anthony Hesketh
Department of Management Learning & Leadership
Lancaster University Management School
Richard Higginson
Director
H2HR Ltd
Makbool Javaid
Partner
Simons Muirhead & Burton
Brian Newman
Vice President Human Resources
Live Nation Entertainment
Gemma Reucroft
HR Director (UK)
Tunstall Healthcare
Graham White
Former NHS Director of HR

The publishers accept no responsibility in respect
of advertisements appearing in the magazine, and the
opinions expressed in editorial material or otherwise do
not necessarily represent the views of the publishers.
The publishers accept no responsibility for actions taken
on the basis of any information contained within this
magazine. The publishers cannot accept liability for any
loss arising from the late appearance or non-publication
of any advertisement for any reason whatsoever.

ISSN 1754 0224
theHRDIRECTOR is published by Pure Strategic Media Ltd
Registered in England & Wales No. 7878098

Printed on environmentally friendly paper.
Chorus Silk is an FSC Mixed Source Material, is totally
recyclable and biodegradable, ECF fibre.

legal updates and movers & shakers ISSUE 131

LEGAL UPDATES
from theHRDIRECTOR Editorial Panellist,
Makbool Javaid partner, Simons Muirhead &
Burton. They comprise employment law and
diversity briefings, both of which provide the
latest legal information affecting business.
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MOVERS

&

SHAKERS

This issue we report on some moving &
shaking across a broad range of sectors.
ELLA BENNETT
Group HR Director - Home Retail Group

1

In Mbuyi v Newpark Childcare (Shepherds Bush) Ltd, Miss Mbuyi (M) is
a devout Christian. One of M’s colleagues, LP, is a lesbian, living in a civil
partnership with a woman. During a conversation between the two, LP became
upset when M said her understanding of biblical teaching was that homosexuality
is a sin. The employer held a disciplinary meeting with M, the main focus of which
was "alleged discriminatory conduct in regard to co-workers". M said LP had
initially raised issues about her homosexuality and had asked M what she believed
God thought about her living arrangements. M had replied that she believed in
God and the Bible and told LP “God is not OK with what you do” and said to LP
“If God is against you, God is against me as well because we are all sinners”.
M further explained “I can only tell the biblical truth. I am not a homophobic person
but I believe homosexuality is a sin and God doesn't like that". The employer did not
investigate M’s version of events and dismissed her for gross misconduct.
An employment tribunal decided M had been directly and indirectly discriminated
against because of her religious beliefs. The employer had not treated M in the way
it did because she was a Christian, but acted against her because of the way she
had manifested her belief that homosexuality is a sin. Direct discrimination arose
because there were a number of procedural failings in the way the disciplinary
process had been handled (e.g. failing to investigate M’s explanation further,
querying belief principles in situations not related to the incident, etc.) and as
the employer could provide no reasonable non-discriminatory explanation for its
actions, the employer’s view that M had targeted LP because of her sexuality
could only have been derived from a stereotypical assumption about evangelical
Christians. As for Indirect discrimination, the employer had a provision, criteria or
practice (PCP) which required the delivery of services in a non-discriminatory way.
This PCP particularly disadvantaged Christians whose beliefs on homosexuality were
derived from the Bible and who believe that their faith requires them to express
such views. However, while the PCP was legitimate, it was not proportionate to
dismiss M in the circumstances because there had been procedural failings which
led up to the dismissal and M had never been warned that expressing such views
were unacceptable. In giving its judgment the tribunal made it clear that
inappropriately manifesting a religious belief could, in some circumstances, be
a fair reason for dismissal. But here, when asked about God’s views on two women
living together, M gave an honest answer based on a deeply held religious belief she was not wilfully imposing her belief on a colleague without being asked.

2

Prime Minister, David Cameron has said that “gender pay gap reporting
will cast sunlight on the discrepancies and create the pressure we need
for change, driving women’s wages up.” Well at least the Government have now
‘seen the light’. You will recall that the EA 2010 was drafted and passed under
a Labour Government, but the Coalition then had the job of implementing the
provisions and decided at the time not to implement S.78. You will also then
recall that it was the Lib Dems that put pressure on the Conservatives to insert
S.147 in the Small Business, Enterprise and Employment Act 2015, which requires
regulations under S.78 of the EA 2010 to be made within 12 months of that Act
coming into force and Royal Assent was gained on 26 March 2015.

To see full updates, movers & shakers and much more,
please visit our website www.thehrdirector.com
6
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Home Retail Group is pleased to announce
that Ella Bennett will be joining the company as
Group HR Director. Ella will report to John
Walden, Group Chief Executive, serving on the
Group Executive Board. Ella joins Home Retail
Group from Fujitsu, where she was HR Director
for the UK and Ireland. In previous roles at
Fujitsu, Ella served as Transformation Director,
responsible for leading a corporate change
programme and developing a culture of
continuous improvement, and held other HR
leadership roles in various Fujitsu business units.

STEPHANIE COX
Head of Human Resources - Channel 4
Channel 4 has appointed Stephanie Cox, formerly
Senior Vice President of HR for NBCUniversal
International, as its new Head of Human
Resources. In the new role, Stephanie will work
closely with David Abraham, CEO and the
Channel 4 executive team and will oversee all of
the Corporation’s People Strategy and HR. She
will also play a significant role in spearheading
Channel 4’s internal diversity initiatives outlined in
the 360° Diversity Charter, launched earlier this
year. Stephanie will report directly to Group
Finance Director, Glyn Isherwood and will deliver
an important business partnering HR function to
the organisation including recruitment.

PAMELA TEO
HR Director - Hill+Knowlton
Hill+Knowlton has announced the appointment
of Pamela Teo as HR Director of H+Ks Asia
Pacific division. She will be based in Singapore
and will report directly to Vivian Lines, Global
Cice Chairman. Teo brings to the company more
than 20 years' industry experience, coming to the
firm from Zenith Optimedia and Mather, Publicis,
D'Arcy Massius Benton & Bowles and McCann
Erikson. Teo commented: "I am excited to join a
company that has a rich heritage and a progressive
talent acquisition strategy to attract, develop and
retain innovators from across a broad spectrum of
creative and digital disciplines.
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Income Protection and Critical Illness cover
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trains

FOR GAINS
Hitachi, one of the world's biggest corporations is contributing significantly to key UK infrastructure,
the two headline makers being highspeed trains, that are now hurtling through the Kent countryside cutting
journey times in half, and HS2 in the future, and nuclear power, still considered by power industry experts
as the only truly reliable and sustainable form of energy as fossil fuels diminish.
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STEPHEN PIERCE

STEPHEN PIERCE

CHIEF HUMAN RESOURCES OFFICER, HITACHI EUROPE
INTERVIEWED BY JASON SPILLER & PHOTOGRAPHED BY STUART THOMAS

Stephen, tell us about your early career and
how you got into HR. I was at university and
a family friend who worked for John Lewis in
HR encouraged me to consider a career in
people management, so I applied for a number
of HR graduate roles. Why it got my interest
was, I think, the obvious things really - as the
well-worn cliché says, people are every
company's greatest asset, so that alone made
it a worthwhile vocation in my mind, and cliché
or not, I really don't think you can
underestimate the value HR can add in making
that a reality. My first role was on a graduate
training scheme at United Biscuits, where
I managed production lines and took on
a number of HR roles, which culminated in
becoming employee relations manager for the
site. I was a couple of years into my career with
responsibility for employee relations in a factory
that operated, 24/7 and was highly unionised,
so it was fantastic experience. At that time,
UB were implementing new working practices,
and I was also involved in downsizing and
closing a large production site, so there was
a lot of on-the-job training around
communications, change management and
the key principles of building relationships and
trust. From there I moved to another large site
in Glasgow as HR Manager and became part
of the senior team. Again we had a change
management challenge, because the site was
struggling from aged processes and
infrastructure. I worked with senior
management and engaged with the staff to
see how we could transform the site; the
objective was to get investment to develop the
plant, and make it sustainable for the future.
In the past, there had been changes to
modernise the business, but never before had
the market been so competitive. The pressure
was greater than ever and we had a burning
platform for change; the future of the business
was in jeopardy, so there was no option.
Setting the tone right to deliver such a message
is crucial, and I was involved in leading change
as we consultatively transformed the site. By
the time I left, the site was far more efficient

and competitive to win new business, and
there were other examples of positive wins,
including having the best safety record in the
group, and absence rates had decreased
dramatically. I then moved on to a corporate
role within UB with a concentration on talent
management which was a great experience as
it included interacting with the Board of the
company on the development, as well as
their executive teams.
In 2000 I joined an American company called
WR Grace which operated globally, producing
specialty chemicals for a wide range of
industries. I was European HR Director, which
got me into international HR for the first time,
and I also gained a really useful understanding
of US corporate culture, spending time
in Boston and Columbia, Maryland. With
a European role I became familiar with the
many challenges of getting to grips with
different country cultures and legal frameworks.
It's not until you experience this on a practical
level that you truly appreciate the complexity,
and trying to navigate that, and explain it to the
US parent company, was a continual challenge.
It was a great business, but it was announced
that the organisation was going into Chapter
11 in the US, due to legal issues from the
historic use of asbestos. We had to explain to
staff that the underlying business was strong
and it was an important process you need to
go through to resolve the financial issues and
ensure you have a successful company in the
future. Employees of course followed events
online, especially the publicity in the US so we
focussed on continually communicating
transparently and comprehensively.
After four years, I left to join a packaging
business called Chesapeake as European
HR Director, responsible for 5000 people
around Europe, and sitting on the Operating
Board of the company. Again, this was
a US-owned company, but unlike Grace, the
core decision making was here in the UK. I had
a broad HR role plus responsibility for Health
and Safety and Marketing Communications.

Again I was involved in change management,
including restructuring, particularly the
pension schemes. Managing defined benefit
pension scheme changes seems to have been
a continual role for me and as HRDs we can
make a real financial impact if we can get to
grips with pension issues. Anyone with senior
HR ambitions may want to consider developing
pensions expertise so you can explain it well
in the boardroom and demonstrate real value.
My view is that we shouldn’t just walk away
and let the experts take ownership, and
actually that goes for financial stuff in general.
HR needs to understand the P&L, balance
sheet and the key financial drivers so we can
contribute and talk the language of the
business rather than HR jargon.

It's that issue of HR's alignment again, do you
think the sector is always having to explain itself?
As a function, HR has always talked about
partnering with the business, but that suggests
that it's somehow peripheral. HR does not
succeed unless it is in the thick of it, wholly
understands the business, is integral to it and
brings all stakeholders together to address
issues and plan people strategy. In my opinion,
HR needs to deliver added value solutions
which meet the needs of the business and
always ensure that the HR strategy is aligned
with the business. We need to continually ask
ourselves what actions we must take so our
organisation’s people can deliver its business
goals. If we can do that well then we can
demonstrate the difference we and our
teams have made.
The two previous companies had very clear
agendas, but with your next move to Hitachi,
here is a corporation with arguably the widest
range of products and services in the world. It
was a key reason for me joining Hitachi in
2008, plus it is a Japanese company, a culture
that has always fascinated me. Hitachi is
a brand everyone knows but typically people
know little about what it actually does. It’s a
huge company in the top 50 global businesses
with revenues of around $100 billion. In Europe
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we have about 11,000 people across
100 companies in a wide range of sectors;
from building high speed trains, to nuclear
power stations, financial services, consulting,
construction machinery and information
technologies, services and solutions.
I believed then, as I do today, that there is
a massive opportunity for HR to make
a difference. My first impressions were that
the businesses were somewhat disparate
and working very independently, which
I suppose wasn't surprising when you
consider the vastly different sectors in which
they operate. Consequently this reflected on
how the business was perceived both
internally and externally, and so a key
objective was to, metaphorically speaking,
‘build bridges’ so that the organisation
could be viewed as a whole ‘One Hitachi’.
If we could make that work, it would make
a tremendous difference.

For HR, realistically these are tough issues to
address across such diverse territories, trying to
consistently be a presence for a workforce of
thousands. Certainly, technology is important
and we are introducing several new systems
to support the changes we need to make.
However, there is no substitute for a strong
HR presence, with HR leaders that are better
supported with shared services and systems,
and it's clear we're working better together,
finding areas of common interest, building
trust and engagement to make change.
At a global level in 2011, there was a view
that we should look globally at best
practices, and since then we’ve been working
with colleagues around the world to change
HR practices. We now have a global
performance management system, and
whereas before there was no consistent way
of measuring performance, we now have
visibility of talent across the organisation.

HR PROCESSES AND FUNCTIONS CAN BE SET UP CONSISTENTLY ACROSS
ALL SECTORS AND PROVIDE PART OF THE ‘GLUE’ THAT CAN GIVE EVEN A MASSIVE
AND DIVERSE BUSINESS SUCH AS THIS A CLEAR PEOPLE AGENDA
The way Hitachi’s businesses work separately
is part of our culture and helps define who
we are and have been for decades. It has
underpinned our success, but with such
diverse businesses, we faced challenges
around communicating who Hitachi is and
ensuring that when we go to the market for
talent we can attract, retain and develop the
best. Of course, a degree of autonomy and
de-centralisation is unavoidable, as each area
of the business has to manage its own P&L
and there are different legal, cultural and
other requirements depending on which
sector and countries they are operating in.
However, a lot of HR processes and functions
can be set up consistently across all sectors
and provide part of the ‘glue’ that can give
even a massive and diverse business such as
this a clear people agenda. We need to keep
valuable skills and talent in the organisation,
and one way we’re doing this is by giving
people clear sight of opportunities across the
business. Previously, staff reached the top of
their group companies and couldn’t see what
their next role could be. We had to remove
the barriers and work to create different
thinking. It’s tough to change on such a
scale, but we are getting there. A part of the
change process is introducing a careers
website within Europe giving access to
information on job opportunities on a wider
scale than ever before, and today we have
around 200 jobs in Europe advertised.

10
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The system this year will be used by 100,000
Hitachi staff. We've also introduced a global
employee survey, and last year had responses
from152,000 staff helping us understand,
amongst other things, what people value in
Hitachi and what we could do better. The
response rate was about 78 percent, and
people were really keen to give their view it highlighted a number of common concerns
across the company, and the work focussing
on career progression across the business,
was a direct result of this feedback. On such
a massive scale, I think this is a considerable
achievement. There were also a lot of
positives which came out from the survey,
including; appreciation of our colleagues,
the strong focus on integrity and pride in the
Hitachi brand, but it is so important to make
sure surveys draw out issues of concern, and
to respond to them to avoid an expensive
wasted opportunity. We have implemented
a lot of other change too in areas that deliver
a more immediate financial benefit such as
single payroll providers in each country and
a global broker for employee benefits.
By working together across all Hitachi
companies we have reduced costs
significantly through leveraging our scale
and centralising to focus on best practice.

The skills shortage in many of your sectors is
a significant challenge for the UK and Europe.
You said the business has opened up potential,

www.thehrdirector.com

but developing individuals and understanding
their aspirations must be a big challenge. It is,
and there is no one easy answer to address it.
Having a global performance management
system helps as there is a framework for
discussion and a system to record people’s
aspirations. We run a lot of development
programmes, including our European
leadership programme, where we invite
high-potentials to develop their strategic
leadership, but also to address specific business
issues. So the training covers both theory and
practical implementation and delivers real
and immediate value. It is also about creating
opportunities for people to meet each other
from a wide variety of businesses, to develop
a new network, and it raises their profile and
shows them what is going on across the
organisation. The high profile of the
programme means that our Chief Executive
always attends, gives his view on the company
and takes questions and answers with the
delegates, which they value very highly. We are
increasing our apprenticeships and traineeship
programmes significantly, and recognise that
attracting, developing and retaining them is
going to be crucial for our future success.
We have almost completed a new factory in
County Durham to build Hitachi high speed
trains, and this is a good example of where
we are recruiting those with engineering skills,
as well as apprentices and partnering with
schools, to help ensure that young people see
it as an exciting career option for the future.

between London and the Channel Tunnel now,
and took 2.5 million spectators to Olympic Park
in 2012. They have continued to build on this
success and will also be delivering new high
speed-trains to the Great Western line and East
Coast mainline in the next few years.

There is a serious lack of engineers going through
university and college which, it is often reported,
will arrest the UK economy. How can this be
improved? People do want to work for
technology companies, but I think that
employers, schools and others have a role to
play in raising the profile of engineering as a
career and the opportunities it can bring. This
is a continual challenge and something we
must all get better at. The Hitachi brand is still
quite low profile, and many people still think
of us as a company that makes TVs. We still do
of course but that is only a very small part of
the business today, and there are huge
opportunities for great careers in other areas.
As I mentioned before, in County Durham our
rail company is reacting to the increase in
competition for skills for the new train factory.
This project has been very high profile in the
region and we are attracting candidates with
the necessary skills who would like to be a part
of that new site. We are training people in the
factory and some are spending time in Japan to
learn as well. So far we have found the talent
we need, but we are concerned about the
longer term challenges which will need to be
addressed and we will continue to work closely

LOCALISATION BRINGS LOCAL KNOWLEDGE OF; CUSTOMERS, CULTURE,
MARKETS AND COMPETITORS. WE HAVE STRONG TEAMS WITH JAPANESE AND LOCAL
COLLEAGUES WORKING TOGETHER; IT IS A CASE OF EAST MEETS WEST AND CREATING
SOMETHING WHICH IS GREATER THAN THE SUM OF THE PARTS
We touched on the Japanese culture earlier and
it's a foundation of the business of course, but
we are increasingly localising senior roles which
traditionally would have been held by Japanese
expats. We know that we need this flexibility
because localisation brings local knowledge of
customers, culture, markets and competitors,
and we have many examples of strong teams
with Japanese and local colleagues working
together; it really is a case of east meets west
and creating something which is greater than
the sum of the parts. A good example is our
European rail business which was set up in
London in 1999 with Japanese ex-pat expertise
in high-speed technology, from the bullet trains
in Japan that Hitachi had developed and built
for many years. Working with HR, they recruited
local staff and became a strong team which
won the contract for the Javelin trains that run

with schools and provide the information and
opportunities for students to have clear sight of
what an employer like Hitachi can provide in
terms of careers. There is a brilliant engineering
heritage in that region and we look forward to
being part of taking it to the next level.

What are the business challenges for the next five
to ten years and what is HR expected to deliver to
meet the needs? Hitachi’s global strategy is to
generate 50 percent of its overall revenue
outside of Japan. We were at about 47 percent
at the end of the last financial year, and so we
are developing existing businesses, and actively
looking at acquisitions which fit with our focus
on social innovation. For example, we have
announced the intention to acquire Ansaldo
Breda and Ansaldo STS, which are a major rail
company and rail signalling company in Italy,

so there's a great deal of ambition and appetite
for growth in Europe. There is continual change
in other areas and, for example, our air
conditioning business is planning a joint venture
with a US company in the same sector. And
there is a hugely ambitious drive to diversify in
new areas for Europe, which can best be
exemplified by the acquisition in 2012 of
Horizon Nuclear Power. Right now we are
planning the building of the next generation of
nuclear power stations in Wylfa, Anglesey. This
is new territory for us in Europe, but not for the
company as they will be using Hitachi’s well
established nuclear reactor technologies so there
is a great deal of experience that can be drawn
upon from Japan's nuclear power industry.
The challenges for us in HR are obviously huge,
as we have hired several hundred staff over the
past couple of years to find the expertise that
can ensure we receive the permissions and
licenses for the nuclear reactors and begin
the construction which should be complete by
the mid-2020s. We have also been recruiting
the executive team and a new Operations
Director and Business Development Director
have joined recently. The project will bring
thousands of jobs to the area and power five
million homes, so this is a massively important
business imperative and a significant future
investment; and like the high speed rail sector,
this is inevitably an increasingly important
initiative for the UK as well as for Hitachi. This
is why we have worked so hard to break down
the barriers, and make sure our core values of
‘harmony, sincerity and pioneering spirit’ are in
hearts and minds. The growth and success of
the business demonstrates what we all know that great companies need great people - and
in HR we need to provide leadership so we can
find, hire, develop and retain the talent our
company needs for the future. To do this we
will need to keep changing and developing;
and always reaching out for the next challenge.

FOR FURTHER INFO
www.hitachi.eu
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THE LOOMING
CORPORATE
CALAMITY
ARTICLE BY RICHARD TUDWAY - AUTHOR

Corporations are often mighty beasts, some of the largest of our
publicly-traded corporations literally straddle the planet. They are a
powerful force in global markets criss-crossing different jurisdictions.
All limited liability corporations share the same legal birthright; they have
been shaped in different jurisdictions thereafter by hard law, soft law,
regulation and legal interpretation.
limited liability & the corporation

L

imited liability entities - first created in
the mid 19th century, are fundamentally
different in design to unlimited liability companies,
or partnerships as they are commonly known.
These matters are investigated in the Preface to the
book The Corporation – an Unanchored Monolith.
A key concept that is explored is the aggregate
nature of the corporate endeavour in its earliest
form. Its responsiveness and accountability to its
stakeholders and to society at large is striking. This,
as we shall discover, is transformed by the event of
limited liability. Systems of corporate governance
either strengthen and nourish the aggregate
features of the corporation or weaken it. As we shall
see: some do, some don’t. Different approaches to
corporate governance have, therefore, evolved in
different jurisdictions. There is a powerful case for
encouraging arrangements which protect and
promote the aggregate features of the corporation.
From experience we know that corporate
governance arrangements that enhance these
features respond better to shifting stakeholder and
societal priorities. In the language of business
theory they are more sustainable as businesses.
Limited liability companies change as they grow in
size and importance. Subtle but fundamental
changes take place in their organisational design
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and the cultures that they nurture and promote.
These matters, are significant for us all. In the
book, they are explored in the context of the
different approaches to corporate governance and,
most notably, the responsiveness of corporations
to their stakeholders and more widely to society at
large. The most basic question is, what should we
expect as citizens from the governance of
corporations, and what do we need to put in place
to achieve this? Large corporations are very
different to smaller companies, and readers will
need no reminding of two critical considerations in
this debate: the importance of large corporations
as employers of people and the role also of SMEs
(small and medium sized companies). SMEs are by
far the largest employer in OECD countries and
elsewhere. They account for around 70 percent
of all jobs - the lion’s share of total employment.
In this discussion I want however to focus not on
SMEs - important though they are - but on much
larger publicly traded corporations. There are
reasons for this.
Larger publicly traded corporations drive the
standards of behaviour by which companies at large
are viewed. They shape our perceptions about
corporate governance and what it seeks to deliver.
Tomorrows Corporation needs to address the key
question – what form should corporate governance

take to be effective? In the book, the case
for fundamental reform of corporate
governance spells out in detail what
needs to be done if corporate legitimacy
is to be restored. Limited liability
companies exist as the best and most
effective device we have so far invented
of developing successful businesses.
This matter is not in dispute. But without
skilled and well managed employees,
corporate activity would for the most
part cease. Grocery stores could not
operate; neither would banks, airlines,
railways, hotels, restaurants, hospitals,
and a wide range of distributive,
manufacturing and process industries.
Things are, of course, changing. The use
of robots is greater than the man in the
street imagines in distribution,
manufacturing and process industries.
This will surely spread to other sectors of
the economy where the potential to
replace human beings by robots is
significant. Drones for example, are
rapidly replacing service men in the
theatre of war. Even so - as things stand
employees are vital to the success of all
corporate endeavour in terms of wealth
creation and social and economic
development. We forget this at our peril.
Go to a modern car plant or a steel works
anywhere in the world and see just how
many activities which in the recent past
were carried out by manpower whereas
today they are carried out by robots. But
we must not forget the crucial role of
employees in the wealth creating process.
They must be viewed as assets rather
than simply costs. This is much more
than a nicety of words. Corporate
governance needs to ensure that
employees, at every level, are able to play
the fullest possible role in realising the
commercial and operational objectives of
the corporation. Not a task to be taken
lightly if we are to aspire to sustainability.

the ownership of the
company and the illusion
of shareholder primacy
This takes us to the heart of one critical
element of my book: establishing the
widest possible inclusivity in terms of
the company’s governance. Corporate
governance has to reflect fully this
commitment. Some will ask – why?
The answer to that question is that
shareholders are only one amongst other

stakeholders who have an interest in the
affairs of the corporation. Shareholders,
or institutional investors as they are for
the most part, have no demonstrable
primacy. They are often spoken of as
owners but this is an interpretation of
convenience. The shareholders don’t
own the corporation, a point well
established in law. They own shares –
a different matter. So who owns the
corporation? To that critical question
there is no satisfactory answer; the
limited liability corporation owns itself.
True, as a point in law it is an
unacceptable state of affairs. How can a
fictional entity in law own or much less
govern itself?

So who owns the
corporation? To that
critical question there is
no satisfactory answer;
the limited liability
corporation owns itself.
True, as a point in law
it is an unacceptable
state of affairs
The issue of ownership is key to
identifying the most important
requirements of effective corporate
governance. All stakeholders, including
shareholders and employees need to be
part of the debate. They have to be an
integral part of the corporate governance
process. Yet mostly they are not. How
best to foster the inclusion of
stakeholders involves examining how
different systems of governance operate
in different jurisdictions worldwide.
There is much to learn. Unitary or single
boards, as they are sometimes referred
to, are common in Anglo American
jurisdictions. They don’t perform well,
if at all, this role. In contrast the
independent supervisory boards in
Northern European countries represent
the interests of a range of stakeholders including shareholders and employees.
Within the framework of the supervisory

board the executive directors are left to
run the business on a day-to-day basis
subject always to ex ante (before the
event) oversight of the supervisory
board. The oversight power lies with the
supervisory board.

the huge benefits of
independent supervisory
boards
Where independent supervisory boards
exist other work place arrangements,
such as works’ councils, are able to play
a full and effective role. Working people
can give expression to the ideas they have
and about the running of the business,
in this way, their status as assets, rather
than costs to the company can flourish.
Gradually, the culture of assuming that
labour is an input cost in the generation
of wealth disappears. This cultural shift
generates positive benefits for all. An
engaged workforce is a committed work
force. An engaged workforce can
creatively help the corporation to both
identify, and then best attain, its strategic
goals. It’s a win-win outturn. We should
remember also that a poorly motivated
workforce will always fail to deliver its
best. In a climate of fear or exclusion,
working people will tend to
underperform and productivity will
suffer. The case of Britain – where
conditions of work are perceived as
being less attractive than in some other
jurisdictions - uncertificated sickness
ranks as one of the highest in the OECD
group of countries. This raises questions
for which answers are not
straightforward. Is it because British
workers are simply more prone to
sickness of a short term nature? Or does
it reveal something else about motivation
and conditions of work? We need to
probe more deeply into these matters.
Looking at the John Lewis Partnership,
may shed light on these matters. Waitrose
and its partners (known as employees
elsewhere!) are productive and committed.
The company has seen its turnover and
earnings rise at a time when other grocery
firms have seen theirs slump. Partners in
the firm are actively involved in the
day-to-day running of the business.
Co-determination in the work place is
advanced by any standards of comparison.
Partners are well treated in an aggressively
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competitive market. Zero hour contracts
are nowhere in sight! Compare and
contrast the experience of John Lewis with
Tesco. There are important lessons that
can no longer be ignored. We need to face
uncomfortable facts.

Directors cannot
effectively be arraigned
for incompetence and
dereliction of duties.
Evidence in the wake
of the global financial
crisis reveals the extent
to which directors have
hidden behind the chain
of command defence
corporate governance if it ain’t broken, why fix it?
The book explores the fundamental case
for reform of corporate governance and
begins with a restatement of the famous
American aphorism about fixing things
that are not broken. We put this question
because it entails weighty considerations.
Corporate governance systems are
manmade, they will never be perfect.
But they have evolved, and will continue
to evolve, in response to the need for
change. We need to ask the most
challenging question of all – do corporate
governance systems deliver today what we
expect from them? The answer depends
on where you look. As already stated at
least two models have evolved worldwide
- the Anglo American model which is
premised on shareholder primacy, and the
Northern European model, which turns
on independent supervisory boards
representing the interests of a range of
stakeholders - including shareholders and
employees. The Northern European
model best meets, hands down, what we
should expect.
So what do we expect from corporate
governance? Debate is important. There is
a strong argument for an open and honest

14

thehrdirector SEPTEMBER 2015

debate about the purposes of corporate
governance. This arises, in part, because
of the scale of problems associated with
corporate governance in Anglo American
jurisdiction. But the more fundamental
reason is that building corporate
governance around the primacy of
shareholders is mistaken. It does not lead
to effective corporate governance because
direct shareholder engagement under
Anglo American arrangements is mostly
non-existent in publicly traded
corporations. As it has been argued this
arises from the fact that the shareholders
are not the owners of the corporation. Yet
corporate governance arrangements in
Anglo American jurisdictions rest on the
pretence that governance arrangements
are designed to protect the primary
interest of shareholders. A fairy tale if ever
there was one.
In Northern European jurisdictions
things are radically different.
Independent supervisory boards
represent the interests of all stakeholders
– shareholders included. Their behaviour
is aggregate in essence reflecting the
interests of all stakeholders. These
boards act as a powerful and effective
countervailing influence over the
entrenched power of executive directors.
Executive directors run the business on
a day-to-day basis reporting to the
supervisory board on their actions.
Executive directors are held to account
for any significant actions before they
are taken. The mixing up of execution
and supervision in Anglo American
jurisdictions and the reliance on
independent NEDs (non executive
directors) to keep the ring frequently
fails to rein-in the excesses of executive
directors. Research into the causes of the
2008 global financial crisis reveals that
NEDs of major financial institutions
consistently failed to ensure that proper
and effective risk management
procedures were in place and that key
advice was acted upon by executive
directors. A damning verdict.

incompetence and dereliction of duties.
Evidence in the wake of the global
financial crisis reveals the extent to which
directors have hidden behind the chain of
command defence. They have effectively
excused themselves from direct
responsibility for management failures
elsewhere – a disturbing situation. The
chain of command argument cannot be
used to excuse failure to act. Much higher
levels of professionalism must be a feature
of any reforms. Errors of commercial and
market judgement will always arise.
Directors are no less fallible than other
mortals. This is the nature of commercial
judgement. One can never be sure.
Mistakes are made. But what cannot be
allowed to continue is the failure by
directors to take professional advice on
the risks associated with planned business
activities and to act upon the advice. In
much the same way it is a first duty of the
director to be watchful and aware of
behaviour at lower levels of the
management hierarchy where illegal or
criminal activity often take root. The
situation, as it stands, encourages the
culture of cop-out.
The key consideration is whether
independent supervision will result in
better quality decisions and better run
businesses. These are the only relevant
considerations. Though that will be
a matter for discovery- at some stage
later - evidence looking to the past at
jurisdictions where independent
supervision is the norm suggest that the
quality of decision-taking is definitely
higher. We should no longer be silenced
by defenders of the status quo or the
defenders of a system that simply doesn’t
work. Corporate legitimacy has to be
restored. As the saying goes - time to
wake up and smell the coffee!
The Looming Corporate Calamity by
Richard Tudway is available on Amazon and
Published by Heterodox Publications Ltd,
London ISBN 976-0-9931356-0-6.

reform of directors’ duties
There is finally a powerful case for
reviewing directors’ duties and their
enforcement in law. There is widespread
concern, if not cynicism, that directors
cannot effectively be arraigned for
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it all starts
with brand you!
Millions of words have been said and written to define what makes
a great leader. In a world that is increasingly dynamic, volatile,
uncertain, complex and ambiguous, simply relying on an armoury of
frameworks and models will only be of limited use. Effective leadership
starts a lot closer to home, with a clear understanding of who you are,
your values and what type of leader you aspire to be.

ARTICLE BY ALAN WILLIAMS, FOUNDER & MD - SERVICEBRAND GLOBAL

At organisational level, the values define what
the organisation stands for and how it is seen
and experienced by all stakeholders - customers,
employees, service partners, suppliers and
communities. Values act as guiding principles as a behavioural and decision-making compass.
In an organisation, values (explicit or implicit)
guide everyone on a daily basis, they are the
foundation for the way things work, providing
the basis of the corporate culture. If these values
are not embraced and displayed by leaders what
hope is there that they will survive, let alone
thrive and flourish. This is the value of leadership
and the leadership of values.
Colin Powell is quoted as saying:
“Leaders honour their core values, but they
are flexible in how they execute them.” A leader
is someone who leads, and in organisations,
this is more often than not associated with
a particular position or function. There are
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numerous definitions of leadership, diverse
models describing the required qualities of
leaders, instructions on how to lead across
different contexts and much more. Becoming
a leader definitely requires attention to models,
frameworks and making personal sense of the
skills and capabilities required. But this alone
will not produce a leader. As we search for the
leadership Holy Grail, we focus on what is
external to us; we look to experts and gurus
in the field. This approach has its merits, but
where are the experts when a decision is
required, when action is called for, when
a difficult message has to be shared? In an
increasingly unpredictable and uncertain
context, where tried and tested methods no
longer deliver, command and control is simply
not possible, even if it was likely to succeed,
content so rapidly changes. What was true once
is rarely repeated, this requires leaders to

identify and develop their own model of
leadership, and be their own guide. Rather than
looking to experts, you need to work out your
own approach, do your own thinking and learn
from your own practice. What is your purpose
and identity? What is meaningful to you? From
this basis, integrate what is helpful and relevant
from the swathes of leadership concepts, and
through a process of curiosity, explore your own
leadership practice and the impact you have
on those who you work with.
So, where do you start? You. Leading-self
comes as part of the leadership of others.
But who are you? What’s you - what’s not you?
Knowing more of the answer gives you more
power, as you have greater clarity in any context
about what you bring, what others are bringing
and how to create the path for people to follow.
Understanding who you are, gaining that selfknowledge and insight and embracing all that
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you are (including the things that you would rather
weren’t part of you, like that envious streak, the
destructive competitor within, the gratifying pleaser,
the passionate critic) - enables you to have more
control and choice. If you think you are too small to
make a difference, try going to bed with a mosquito in
the room.” Anita Roddick. In terms of leadership
impact what happens as a result of you? What is your
leadership footprint? What impact do you have? This
is the point at which it’s really useful to carry around
a notebook specifically to gather data (what really did
happen when you set a clear purpose for that team
meeting instead of allowing it to drift through the
agenda?); and reflect on some of the questions you
might be asking yourself about leadership. Perhaps
you’ve identified your leadership purpose. Once
crafted, how do you best voice and communicate that
purpose to motivate others? What works even better?
What works less well? Noticing yourself - and noting
things down (because we really don’t remember them)
- can provide a new perspective, giving you more
ideas on how to build and craft your leadership style.
To fast-forward your impact as a leader, be the leader
that you want to become, rather than just having an
idea of the leader you are aiming to be - make it real.
Being a leader is not the end result, leadership is
something that changes, needs honing and constant
attention, in order to stay fit for purpose. Clarifying
your leadership approach and your leadership practice
enables you to both understand the type of organisational
context in which you thrive and contribute, and also, for
any given context, to have greater choice and greater
impact on the people you are leading.
The 31Practices approach is designed to
build the leadership of the organisational system
itself - building an enabling (rather than disabling)
values-based culture and context within which
individual leaders can optimise their leadership
impact. As an example of this, consider the story of
Zappos; Tony Hsieh, CEO, identified and articulated
a set of core values, and the way these values were
operationalised and integrated into the culture of the
organisation, drove a system that enabled Zappos’
leaders, and core values were important guidelines
that managers used in their decision making. The
way that the 31Practices approach works to create
a set of 31 practical day-to-day behaviours, which
are explicitly connected to the stated organisational
values. These Practices are then focussed on in turn,
one each day, by every employee in the organisation.
Why 31? Because there are no more than 31 days
in a months, so on the 1st of the month, everyone
practices Practice 1, on the 7th, Practice 7 and so
on. Over time, this regular mindful practice embeds
the behaviour and it becomes natural, and employees
are living the values of the organisation, every day,
and this is very powerful.
As a leader, 31Practices requires you to embody
the values and practices that you expect in others,
by first leading yourself in order to create an enabling
system. To lead others, you need to take the risk model the daily practices and share stories of not only

WHAT IS YOUR
PURPOSE AND
IDENTITY? WHAT
IS MEANINGFUL
TO YOU? FROM
THIS BASIS,
INTEGRATE WHAT
IS HELPFUL AND
RELEVANT FROM
THE SWATHES
OF LEADERSHIP
CONCEPTS,
AND THROUGH
A PROCESS OF
CURIOSITY,
EXPLORE YOUR
OWN LEADERSHIP
PRACTICE

what that felt like, but what the impact was - and
how you have started to develop your habits. This
behavioural leadership of values and practices is
disproportionately important the more senior you are.
This is a phenomenon where those in positions of
leadership and power, through their behaviour and
actions, tend to influence the behaviour and actions
of those below them, and is often referred to as
“the shadow of the leader”. It is not so much that
leaders force their style and values on others, but that
employees tend to look upwards for clues as to what
is important, how to get ahead in the organisation,
and how to fit in. Imagine that you have started a new
job with a private hospitals’ group. You are attending
an induction session and you have spent the morning
with new colleagues listening about the purpose and
values of the organisation and you hear about how
the 31Practices approach releases the power of these
values every day. You hear that one of the
organisation’s core values is Excellence and today’s
Practice is “We pay attention to cleanliness and
tidiness” - this is the focus for today, every employee,
every hospital. Lunchtime arrives and as you are
walking along the corridor towards the cafeteria and,
at the other end of the corridor, approaching you is
a small group of executives. Somebody whispers
“It’s the CEO: she is here for a meeting today”.
As the two groups get closer, you notice a crumpled
paper cup on the floor ahead. The CEO group
reaches it first, she steps over it as do her colleagues.
What is your reaction? “Attention to cleanliness and
tidiness? I don’t think so. We have just spent all
morning hearing about how important the values and
Practices are but the CEO clearly does not think so.”
You may meet some employees in the cafeteria and
share your disappointing experience.
Now imagine the other side of the same coin.
Rewind and play: As the two groups get closer, you
notice a crumpled paper cup on the floor ahead.
The CEO group reaches it first, she picks it up and
puts it in a bin. What is your reaction? “Wow. That is
the CEO. We have just spent all morning hearing
about how important the values and Practices are
and the CEO is clearly driving this. What a great
organisation this is.” You may meet some employees
in the cafeteria and share your inspiring experience.
In both cases, the news travels fast, especially in our
super connected world of social media. And did
anybody stop to consider the CEO’s perspective?
She was attending a shareholder meeting: business
performance for the last six months has been below
expectation. Her job is on the line. She has to be at
her very best to persuade the shareholders that she is
the right person to turn the business around. Is it fair
to expect her to notice a piece of litter in the corridor?
But this is the point, it is not about fairness, the old
maxim “perception is reality” has never been more
true than for the shadow of the leader.

FOR FURTHER INFO
www.servicebrandglobal.com
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N OW H E R E TO H I D E
In the past, when it came to an organisation’s brand messaging, marketing and HR strategies were
very much independent of each other, but now, the lines are blurred. Today, with an organisation’s consumer
base also very much its talent pool, brand strategies need to be more synchronised than ever before,
as employer brand defines what attracts and retains top talent.
ARTICLE BY NEIL GRIFFITHS, GLOBAL PRACTICE LEADER OF TALENT COMMUNICATIONS AND EMPLOYER BRAND - FUTURESTEP

A recent survey we undertook speak volumes, as nearly
two-thirds 61 percent of respondents believe organisational
culture is the most important recruiting advantage for global
organisations, followed by a leading employer brand at
26 percent. As a business starts to understand its breadth
and value, employer branding becomes less about the logo,
a set of values, or a rationale that sits next to an Employer
Value Proposition (EVP). It is about the tangible brand
assets, the reasons to join and the reasons to stay. Take
Burger King for example, the global fast-food giant recently
rolled out its ‘Bring It’ campaign, targeted at attracting
graduate talent. The initiative worked to align the company’s
consumer and employment brand and create a consistent
profile of Burger King as an innovative, forward-thinking
business, championing its current fast-paced performancedriven culture, where hard work is rewarded accordingly.
This approach resulted in a 50 percent increase of graduate
applications, a viewpoint and a truthful attitude resulted
in measurable successes.
Yet, it is easy to offer the world to secure talent, only to
hide behind false promises and not live up to the
expectations set. Organisations cannot afford to do this –
their actions are available for all to see, particularly with the
rise of social media. In defining the EVP, a methodology
must be followed that allows for aspiration, but is steeped
in reality. With more than 500 million tweets sent per day,
and nearly 700,000 Facebook posts per minute, it is not
surprising that social media has made a huge impact on
brand perception. Damaging tweets, negative Instagram
photos, or harmful Facebook posts can be seen by
hundreds – if not thousands, instantly. This can not only
affect a brand’s reputation, but impact its chances of
attracting top tier talent. If used correctly, however, social
channels can be the Talent Acquisition function’s best
friend. With so much potential visibility online, ensuring
candidates are treated well during the recruitment process

IT IS EASY TO
OFFER THE WORLD
TO SECURE TALENT,
ONLY TO HIDE BEHIND
FALSE PROMISES AND
NOT LIVE UP TO THE
EXPECTATIONS SET.
ORGANISATIONS CANNOT
AFFORD TO DO THIS –
THEIR ACTIONS ARE
AVAILABLE FOR ALL
TO SEE

will reflect positively across these channels, with optimistic
feedback able to reach and influence other potential
candidates. As customers and future employees alike require
transparency from organisations, social media should also
be used as a two-way communication channel, prompting
contact and feedback from its potential employee pool. If
you are an employer then there is likely to be a conversation
happening, or influencing, how you are viewed, right now,
today. Taking part in the discussion and sharing more
insight into the brand will only be additive to the perception
of your brand.
It is also clear that mobile and social media go hand-inhand, so being on top of the mobile trend shows that
recruiters are at the forefront of a modern recruitment
strategy, that puts the candidate’s needs first. This is
particularly crucial when targeting the Millennial market, or
Gen Y, who are often drawn to companies that are tech-savvy
and forward-thinking. Younger candidates are digital natives
with high expectations when it comes to technology and an
effective social media strategy can expand the talent pool,
exposing the brand to a whole new audience. Importantly,
the end of the recruitment process shouldn’t be the end of
the journey. Once the applicant has turned employee, it is
vital company’s deliver on their promises. Whether its culture,
rewards or career development, delivering on the promise is
key. If an employee is unhappy, it only takes one tweet for
a brand’s reputation to be threatened, not to mention
a retention issue to arise. Creating harmony between
marketing and HR departments and following an integrated
approach to branding - from recruitment to employment and
beyond - is a key move in securing top talent. Candidates
are attracted to reputable brands, ones which treat
employees well across the entire lifecycle, share experiences
through their employees, and encourage the attraction cycle
to continue by giving more insight than ever before. It is these
brands that will succeed by living up to their promise.

FOR FURTHER INFO WWW.FUTURESTEP.COM
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THE
CHAMELEON
AND THE
C U LT U R E
CLUB
When the economy is returning to growth and
sales are improving, as may be expected, the necessity
to change becomes less of a priority, as future growth
looks plentiful. While businesses always maintain
a focus on their product offering, whether business
culture is appropriate to the workforce is rarely
reviewed and can get overlooked. In this age of
fundamental change, that is a dangerous oversight,
particularly in the eyes of the millennials.

ARTICLE BY LOUISE MARSHALL, INFRASTRUCTURE
AND SHARED SERVICES DIRECTOR - BROTHER UK
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As employee demographics evolve, and we all
get used to the generational shift, its important
to remember the ageless qualities of what
constitutes good employer practice, but also to
acknowledge and understand the differences,
as new Gens increasingly enter the workplace.
It is certainly the case that a successful
workplace culture is still recognised as a
necessity, but there is no excuse for
complacency, so review and refresh, update
and re-purpose the culture, taking into account
the changes in workforce demographics.
New gens have been brought up in an age of
connectivity, consumption and access, and
among other things, they are used to open
conversations, 24-hour communication, less
hierarchy and flexible working hours.
Millennials are also joining the world of work
in an era of entrepreneurism, an aspect of the
economy that is high on the agenda of global
companies such as Apple, famed for their
progressive and inclusive business culture.
In seeking to integrate the generational shift, it
is inevitable that change takes time, and while
start-ups have the flexibility and fluidity to
implement change quite quickly, big businesses
face more of a problem. With many having
worked hard to establish a culture that may no
longer be fit for purpose, the prospect of future
change can be daunting, particularly at a time
when the economy is returning to growth
and sales for many businesses are improving.
As may be expected, change becomes less of
a priority when opportunities for future growth
are plentiful. Yet, it’s important to recognise
the opportunity that change brings.
As a business, Brother UK has undergone
a transition from a traditional office products
supplier to a technology solutions provider.
Not only has this meant structural change
to the business, it has also enabled the
management team to implement initiatives
that ensure its culture remains relevant to the
modern and changing workplace. With the
generational shift in full swing it was evident
that different groups of people worked better
in different environments, and we introduced
a number of changes to address this.
Alternative workspaces, such as stand up
meeting areas and a ‘think tank’ - a room
designed to stimulate and encourage creative
thinking - have been introduced and are
having a positive impact on both the business
and its employees. Simple changes have
enabled employees to hold meetings quickly
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and efficiently, catering for Generation Y’s
desire for flexibility. Not only has this
improved productivity it has also created
a certain buzz within the office, as has the
introduction of a more relaxed dress code.

change in workplace demographics. Millennials
are known to be fiercely ambitious and they
have a strong desire to keep learning. It’s for
this reason that we chose to shift the emphasis
to self-development, putting employees in

IT’S IMPORTANT TO BE WILLING TO TRY SOMETHING
DIFFERENT, BUILD A CULTURE THAT IS BESPOKE. THERE
MAY BE TIMES WHERE A DECISION IS NOT QUITE RIGHT,
BUT A WILLINGNESS TO ADAPT ACCORDINGLY WILL
HAVE SIGNIFIC ANT BUSINESS BENEFITS

When people think about recognition,
promotion is often considered to be the end
goal. For baby boomers, career progression
was frequently seen to be based on length
of service, yet the change in workplace
demographics is shifting this perception onto
performance based progression, something
which is rightly expected by generation y and
millennials. In order to ensure that everyone
in the business - regardless of role or age is recognised for the contribution they make
Brother UK chose to separate career
experience from impact. As such, the business
implemented a performance matrix which is
non-hierarchical and designed to uncover
excellence at every level of the organisation.
In addition, benchmarking salaries against
the industry relevant to the job role has helped
to cater for the requirements of younger
generations, who can demand this in an
increasingly competitive jobs market. For
example, those working in the marketing
department will have salary bands
benchmarked against their peers in the
creative industry, as well as the technology
sector. Similarly, pay increases are now based
on merit and with appraisals linked directly to
company objectives employees are in control
of their own performance. This has served to
improve employee retention and attract talent,
as employees feel valued on an individual
basis. Something which is particularly
attractive to millennials, who expect rapid
career progression.
Learning and development is closely linked to
recognition, yet it’s important to identify that
people’s ambitions can vary dramatically and
this is another aspect of business affected by the

control of the scale and scope of activities
enabled the business to cater for people’s
individual needs. With a firm-wide budget
available, employees are able to apply for
activities which truly meet their needs. This
includes both formal and informal training,
and can range from something as simple as
involvement in CSR and community initiatives,
to something as extensive as pursuing an
MBA. In moving from a prescriptive to flexible
L&D programme a learning culture has
developed, whereby activities align with job
enrichment and employees begin to feel more
fulfilled in their role.
In a buoyant job market, younger
generations are increasingly looking for
added-value services from their employer
and a business’ values and corporate social
responsibility activity forms a key part of
this. Simple things such as developing
a volunteer programme, match funding
charitable activities and having dedicated
charities, often from the local area, can make
a real difference to business culture. Likewise,
a firm’s values are intrinsically linked to its
culture and should underpin all activity.
Brother UK implemented a peer to peer
reward programme whereby colleagues can
nominate one another in reward of good
work. With success shared internally there
has been anecdotal feedback that such
recognition means more coming from
a colleague, than from a manager, something
which is echoed by millennials and their
desire for constant feedback.
Communication is vital when it comes to
implementing change, but the channels used

can also have a significant effect on the culture
of a business. This is particularly relevant
when looking at the generational shift as
generation y-ers and millennials have grown
up in a digital age, and increasingly desire
instant forms of communication. In
recognition of this, Brother UK introduced
a number of innovative communication tools
to target its changing workforce, ensuring all
employees are engaged with the wider
business. Yammer, an internal social network,
has facilitated collaboration across the
company and since its introduction 12 months
ago it is now used by everybody within the
business. With more than 50 percent of
employees working remotely, tools such as
Yammer create a cohesive online community
so regardless of location, individuals still feel
connected to both their peers and the business
as a whole. Since its introduction, the use of
firmwide emails has been eradicated and
email traffic has reduced, a move which has
helped to improve productivity. It was
recognised that people absorb information
in different ways, so a combination of
communications tactics, from informal coffee
mornings to biannual away days, are now
used to ensure there is a channel appropriate
to all aspects of the workforce.
Change never comes easy and this is certainly
applicable when it comes to catering for
changing workplace demographics. There
will always be those who embrace transition
and those who resist it. For many, particularly
Baby Boomers, whose careers have been built
on earned experience, service and hierarchy,
change can be uncomfortable. Yet, with clear,
regular communication and in engaging
employees throughout the process,
empowering them as part of the decision
making process, a culture appropriate to
all can be achieved. A successful workplace
culture will be different for each business,
it cannot be definitively defined and will
continue to evolve with the development of
a company. Because of this it’s important to
be willing to try something different, to build
a culture that is bespoke.

FOR FURTHER INFO
www.brother.co.uk
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what lurks

behind

the headlines
SCANDALS SUCH AS THE RECENT BANKING CRISIS, LEAD TO CALLS FOR COMPANIES TO BE FORCED TO DISCLOSE MORE
INFORMATION, BUT REGULATION CAN ONLY FORCE DISCLOSURE OF ‘HARD’ OR TANGIBLE INFORMATION SUCH AS A COMPANY’S
EARNINGS. ‘SOFT’, INTANGIBLE INFORMATION SUCH AS EMPLOYEE ENGAGEMENT CANNOT YET BE CREDIBLY DISCLOSED.
ARTICLE BY HELEN WRIGHT, HEAD OF MARKETING AND COMMUNICATIONS - GREAT PLACE TO WORK

Organisational models will need to change from the traditional pyramid
which puts the leader at the top  a model which breeds hierarchy, control
and power  to an inverted pyramid where employees are empowered
Poor or non-existent values systems were
at the heart of recent scandals in both the
private and public sectors. Regulation,
competition and evolving corporate structures
will force organisations to pay more attention
to their values, particularly wellbeing and
engagement, which are leading indicators of
performance. Scandals, such as the recent
banking crisis, lead to calls for companies to
be forced to disclose more information to
stop them hiding damaging behaviour from
shareholders and regulators. Historically, the
sector has ignored intangible assets such as
wellbeing and employee satisfaction, in
favour of tangible assets, but that is changing
as investors recognise the value of these
soft assets as leading indicators of an
organisation’s financial performance. An
organisation’s culture and values ultimately
come from the top. Leadership can be the
cause of a breakdown in values and
behaviour; it can also be the solution.
Research by Chicago University made
an important distinction between published
and unpublished values. It showed there was
no correlation between an organisation’s
publicised values and financial performance.
In other words it is immaterial whether or
not an organisation chooses to make its
values public. So for values to be effective,
the behaviours they drive need to be role
modelled by the leaders of the business,
cascaded throughout the organisation and
observed, mirrored and upheld by everyone.
Soft metrics like wellbeing and employee
engagement are key outcomes of an
organisation’s culture. Non-financial measures
like customer satisfaction, employee opinion
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and HR metrics (e.g. sickness/absence, talent
attraction and retention, etc.) are often leading
indicators of business performance, of course.
But measures of values and culture can
potentially be used to identify possible cultural
risks to an organisation’s long-term financial
health too. It is not surprising, therefore, that
one consequence of the financial crisis has
been to increase pressure for companies, to
report non-financial measures. For example,
the United-Nations supported Principles for
Responsible Investment (PRI) initiative is an
international network of over 1,200 investors
working together to put six principles of
reporting into practice. This includes
improving standards of reporting non-financial
measures such as adopting a more consistent
measure of employee opinion, an area often
criticised for the inconsistency of the wide
range of survey tools and methodologies which
measure soft metrics such as wellbeing and
engagement. Research by Business in the
Community (BITC) which represents UK
businesses also emphasises the importance
of publicly reporting non-financial measures
related to employee opinion and wellbeing.
In fact, 92 percent of the FTSE 100
companies have a clear statement of values
and expected behaviours. However, public
reporting of employee opinion lags behind
with only 39 of the FTSE 100 giving any detail
about their employee surveys.
To adapt to a VUCA world,
organisational models will need to change
from the traditional pyramid which puts the
leader at the top - a model which breeds
hierarchy, control and power - to an inverted
pyramid which puts employees at the forefront

who are empowered to make decisions.
Often, these organisations have no traditional
job titles or structures. A number of leading
organisations already operate this way.
W.L. Gore, a global Best Workplace, is a flat,
team-based, lattice organisation, which has no
traditional organisational charts, chains of
command or formal communication channels.
Employees - or ‘associates’ - are recruited for
general work areas. With the guidance of their
sponsors (not bosses) and an understanding
of opportunities and team objectives, they
commit to projects that match their skills.
The Banking Standards Board, the body
tasked with restoring faith in the UK banking
system, will soon be undertaking a cultural
audit of the major lenders. Other organisations
may find that a review of their own culture and
values systems could also pay dividends.

FOR FURTHER INFO
www.greatplacetowork.co.uk
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put your
whole self in
With a workforce of 17,500 people across 700 UK sites, in a wide variety
of roles and settings, Nationwide is working to encourage diversity as part
of its culture. Allowing everyone to be their 'whole selves' at work brings
important benefits for both sides.

ne of the remaining and most
complex challenges for employers
is around mental health, which can
sometimes be difficult to see, understand and
talk about openly. Nationwide has been
focusing on how to raise awareness and
de-stigmatise the issue as an inclusive
employer, and most importantly to find ways
to equip people with the practical tools and
know-how to support and help each other
across the whole organisation.

O

Just as you can increase
your physical resilience
by preparing and
teaching yourself to
use the right equipment
for challenging

barrier preventing employees returning to
work. Mental health-related benefits in the
organisation include access to, up to £15000
worth of mental health medical cover, the right
to request flexible working for all employees,
career breaks, the option to buy extra holiday,
an employee assistance programme (EAP),
access to an online wellbeing resource centre,
an occupational health service and sixteen
types of leave, including time off for domestic
emergencies, parental leave, carers leave,
bereavement and compassionate leave.
The benefits are backed up by education
initiatives such as a newsletter focused on
a different mental health topic each month,
poster campaigns, competitions and an annual
stress event to encourage people to use the
EAP and their online stress management tool.
Employees with mental health issues may also
be offered treatment, under a return-to-work
programme, when an independent
psychological assessment - to establish the
treatment required and the prognosis for
recovery - indicates a clear business case.

situations, you can also
increase your
emotional resilience
ARTICLE BY
ANN BROWN
DIRECTOR OF HR
NATIONWIDE

Employers have
come a long way in
terms of attitudes to
differences among
their people.
We all want to be
inclusive and see the
benefits of diverse
workplaces.
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The global recession and higher levels of
scrutiny of financial services operations has
led to new processes and procedures, adding
complexity to the existing everyday pressures
in a way that has had a noted impact of the
welfare of employees. In addition, at least
25 percent of total sickness absence in the
organisation was identified as being due to
employees struggling with a mental health
issue, such as bereavement, or depression after
a long illness. There were also a number of
complex cases where the organisation could
benefit from a better understanding of the

We wanted to also take a proactive approach
to managing the mental health of its workforce
by building resilience among all employees.
Work will always involve some level of stress,
it comes and goes at different levels, and is
useful in terms of stimulating feelings of
motivation, challenge and reward from
overcoming problems. Building resilience
increases the ability of employees to stay
healthy under that pressure. It's not possible or sensible - to equip employees with an
impenetrable emotional armour. Sensitivity and
empathy are always going to be critical skills
for dealing with colleagues and customers
and being resilient shouldn't involve stopping
people from experiencing the emotions that
arise naturally during the course of a busy,
challenging day at work. Instead, it’s about
giving people the ’emotional readiness’
required to quickly process and act on those
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feelings, instead of allowing them to fester
inside them. Just as you can increase your
physical resilience by preparing and teaching
yourself to use the right equipment for
challenging situations, you can also increase
your emotional resilience, by putting coping
mechanisms in place to support you through
difficult times, before you actually need them.
The measures required to become emotionally
ready for mentally testing times include things
like; having a trusted person on standby so
you can offload and confide in, even if it’s just
a close family member; or the number for
a counsellor at the end of the EAP helpline.
Other ingredients typically include regular
contact with family and friends, being able to
empty our minds for at least some part of
every day, making time to enjoy a hobby or
indulge a passion, and participating in
endorphin-releasing exercise. All these
elements - along with the basics like eating
and sleeping well - help to build up a strong
basis for coping.

also trained how to save valuable
management time by guiding employees
affected by mental health issues towards
appropriate support, instead of attempting
to counsel or problem-solve on their behalf.
Post course learning materials are provided
to embed learning. Managers are also
encouraged to use a dedicated management
helpline, for them to get expert advice on
managing employees affected by mental
health issues.

The aim of any
resilience strategy isn’t
to turn managers into
counsellors, but
instead to teach them
how to identify people
in need of help

In 2014, a new mental health resilience
strategy was introduced. The strategy’s
objectives were to help managers understand
what resilience is, build resilience both in
themselves and others, develop approaches
for creating resilient teams and understand
how good leadership can boost resilience.
The approach to educating managers on how
to build resilience among themselves and their
teams was the first of its kind, in terms of its
scope (involving 2,500 managers responsible
for 17,500 employees), as well as in its
emphasis on helping managers to embrace
the idea of managing mental health as
a fundamental part of their people
management duties. To help create the
solution, Nationwide asked Validium
(its EAP, Trauma support and return-to-work
programme provider) to devise a Building
and Managing Team Resilience workshop to
be made a key part of its learning and
development framework.

Instead of making the course compulsory,
Nationwide runs the course every month so
managers can enroll themselves when they
are ready to embrace this part of their role
as a people manager. So far, more than
200 managers have attended, with some
departments choosing to run the course
for all of their managers to attend together.
The aim of any resilience strategy isn’t to turn
managers into counsellors, but instead to
teach them how to identify people in need
of help and direct them towards appropriate
support, before the problem escalates.
Managers quickly see the benefits of
a proactive response to stress, for the
organisation, for themselves, for their team,
and for their individual team members.

There was a day-long workshop with
a strong focus on real-life experiences and
behaviours, managers role-playing how their
approach was helping or hindering the
creation of a mentally healthy work
environment. The workshop is underpinned
by an introduction to the key, relevant
principles of psychology as a basis for the
attendees to devise strategies for
incorporating resilient attitudes and behaviour
into management activities. Managers are

The workshops, alongside a package of
support for employees around mental health,
have led to clear benefits for our employees
and the business. The approach has
potentially saved an estimated 5,500 working
days by significantly increasing the number
of employees being directed towards
appropriate support before they become too
ill to work; proactive support provided to help
employees get better as quickly as possible
means the average days lost from mental

health related absence has fallen to just
28.5 days at Nationwide, compared to a
national average of 45 days. The organisation
has also had lots of feedback from employees
saying that mental health is becoming less of
a taboo and that they are comfortable to talk
about the subject with their managers.
Employees appreciate this openness as well
as the range of support on offer and this
helps us to create a culture where everyone
is supported and mental health problems are
de-stigmatised.
Data points to an increase in the extent to
which employees feel 'supported' in the
organisation's annual stress survey. Despite
the challenges faced, the number of
employees who said they felt supported
increased to 83 percent, compared to just
62 percent at the height of the financial crisis.
There has been a reported reduction in the
amount of management time spent dealing
with mental health related absence. In terms
of the bigger picture, since increasing the
ability of its people to meet new challenges,
Nationwide has achieved some of its strongest
financial results ever. Profit is up 32 percent
at £1.216bn, compared to £924m in 2014.
Falling stress levels and increased morale has
contributed to Nationwide being ranked
as the sixth best employer to work for by
The Sunday Times. As more and more
managers opt to complete the course, other
parts of the business have started to request
spinoff bite-size resilience workshops for
employees which we are in the process of
delivering.

FOR FURTHER INFO
www.nationwide.co.uk
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i f t h e c u l t u r e f i t s,
wear it
The challenge for businesses that have grown rapidly, is maintaining the
culture and values that made them successful in the first place. It isn’t just
about preserving values, it’s identifying, establishing, communicating and
keeping them alive.
tarting out as a team of four based
at founder Tom Joules friend’s barn,
the company has continued to expand.
It is now an international lifestyle brand selling
menswear, womenswear, childrenswear,
homeware, and eyewear with plans to continue
to develop our product range as we see
opportunities. Joules has been a British family
brand from the beginning. Our recruitment
system was also people-driven - based largely
on word of mouth, we placed heavy importance
on personal recommendation and were happy to
hire those we knew loved the brand. Community
has always been at the heart of the business.

S

ARTICLE BY
SALLIE BARNETT
HR DIRECTOR
JOULES

Joules started back in
1989 from humble
beginnings selling at
equestrian trade
shows, then branched
out into wellies,
mail order, wholesale,
online and retail,
to the global company
of today.
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More than 20 years on, we’re proud to have
maintained that sense of community and family.
We have done so by carefully choosing values
which represent the brand and nurturing the
people we want to drive it forward. It has
worked for us: by focusing on culture, we have
grown to a £100m business with close to
100 retail stores. We employ 1400 people,
and more than half of the leadership team is
home grown talent. We have exceptional
retention rates and our exit interviews show
that more than 90 percent would come back
or recommend us to a friend, something we
are extremely proud of. You might say that our
culture has endured for one simple reason;
we still look for the same sparkle in people
that we did when the company was first
founded. Innovation, courage, integrity and
humility are just a few of these. They are direct
evolutions of the values that we looked for
when Joules was just a team of four.
The company has always placed huge
importance on the onboarding process. It’s their
first impression of our business and we want
people to feel as passionately about Joules as we
do. Whereas this may have been more informal
in the early stages of the business, nowadays our
process is more structured. Once we have the
right people on board, we take them through
our ‘Being Brilliant’ programme. Being a design-

led business, this is in visual form and serves as
an introduction to our ‘family values’ culture.
You could call it a cultural A-Z. It captures the
essence of the business, what makes us tick
and how we would love all of our team to think
and behave. As with all retailers, our workforce
is many and varied and our employees work
across a number of countries and in a number
of different locations. Each individual’s role is
different and company values must be
communicated in a way that fits with their
priorities and constraints. For a number of
years now, we inducted the retail teams through
the ‘Being Brilliant for Retail’ programme. The
same values are communicated to those at our
head office, as our brand values must be felt
strongly in the office to then be seen in our
products, marketing and designs for example.
As a true multi-channel business synergy is key,
we hold monthly “Being Brilliant” workshops
for all new employees at our Head Office in
Market Harborough.
We do all that we can to encourage a highly
collaborative and innovative working
environment, and having fun is a vital part of
creating this. We’ve found that it’s often the
small gestures that go a long way in engaging
our employees. Simple things like having an
outdoor communal space where we can eat
and chat, free fitness classes, and Fruit Friday
(free fruit for all our employees on the last Friday
of the month) go a long way. We’ve worked hard
to ensure that the values that were important to
us 20 years ago and that helped to generate the
global success we have today are still alive and
brought to life through our people today.

FOR FURTHER INFO
www.joules.com
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strategy
will have to wait
There are so many demands on HR and payroll, from new legislation
such as Shared Parental Leave, to the rise in flexible working and the
need to improve employee engagement, in order to boost retention in an
era of high employment. But with employee/HR contact still dominated
by basic payroll queries¹, it is clear that organisations are struggling
to evolve from routine to strategic HR activity.

ARTICLE BY ROGER MOORE, MANAGING DIRECTOR - BOND HR & PAYROLL SOFTWARE

In order to keep up with the demands on
HR and Payroll departments, companies
require an integrated system that can mould
to the function they want to achieve, not
necessarily the one they have today. There are
many ways to transform the performance of
HR and payroll - from self-service access,
to online payslips, to improving Learning &
Development processes. But this requires
organisations to step away from existing
processes and look beyond basic automation
of today’s manual approach, to embrace more
innovative and engaging ways of working.
In 2015, it seems extraordinary that HR is
still overloaded with basic, day-to-day
administration and employee queries. In an era
of very significant changes to working practices,
and a strategic focus on improving employee
engagement, the fact that 43 percent of all
employee contact with HR is not about training
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or requests for flexible working, but the
incredibly mundane and tedious payslip query,
should be a massive concern to organisations
of every size. This is a waste of HR time and
expertise - but it also raises real concerns
regarding the day-to-day HR and payroll
processes in place.
With ubiquitous self-service access to
information and services in most aspects of
life, why do just five percent of employees have
anytime access to HR and payroll information especially when so many employees are now
working flexibly and remotely? Despite the
importance of HR in an era of job growth and
expanding workforces, error, delay and lack of
available information is resulting in more
employees than ever relying on HR
departments to rectify simple problems. This is
adding unnecessary cost, reducing employee
engagement and undermining the core,

strategic role of HR. So what has to change?
The danger of a disconnection between payroll
and HR has long been recognised. Over the
past few years growing numbers of
organisations have looked to build links
between disparate payroll and HR systems;
however, for most, that link has been nothing
more than basic file transfer between systems.
While this improves data accuracy to a degree,
it is extremely laborious to achieve and provides
no opportunity for improving day-to-day
processes. To be truly effective, organisations
need a single database that holds both HR and
payroll data. With a single employee record,
a company not only has a single instance of
name, address, emergency contact data, and
so on, but also a platform to deliver far more
streamlined and effective processes.
For example, take a new starter. Typically
that is handled today by either HR or Payroll -
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with information later batched across to the other
system. While the data is consistent, the two
departments operate separately. With a single,
integrated system there are opportunities to be far
more productive, if the company is prepared to take
a new approach. Should the new starter process
be conducted differently? Would it be effective to
automatically book the new starter on prerequisite
courses or induction sessions with key staff a process that can be managed through a self-service
Learning & Development (L&D) module? With a single
source of employee information, an organisation can
begin to define processes based on business needs,
rather than the constraints of technology. In an era
of high employment and changing working practices,
it is becoming increasingly important to consider new
ways of making the company unique and attractive
to employees. Technology should support that
model by improving the employee experience, and
HR experts don’t want to spend almost half their
time answering employee payroll queries, it is
guaranteed that employees would rather have the
right information - and pay - first time.
Certainly, providing employee self-service
access to information is something that has been
discussed for well over a decade, and the biggest
organisations embraced the technology many years
ago. The SMEs, however, have been more reluctant,
with many failing to recognise the clear Return on
Investment (ROI) on offer. The truth is that selfservice can support significant cost savings, quickly.
Enabling employees to update their own personal
information - including change of address and bank
details - increases data accuracy, and reduces errors.
Combining this approach with an integrated Time
& Attendance solution further improves the quality
of data accuracy and timeliness and, critically, makes
it far easier for a company to automatically add far
more detail onto the payslip. Adding a detailed
breakdown of hours worked and different rates of pay
for overtime to the traditional tax codes and benefits
information ensures the vast majority of employee
queries are addressed at first glance.
With self-service access to online payslips,
a company immediately removes the costs associated
with printing, collating and posting payslips to staff,
and releases key staff to undertake more valuable
activity. Furthermore, from an employee’s perspective
there is no waiting for the post, and no confusion
regarding rates of pay, overtime or bonus. Fast,
simple access to the self-service portal, from any
location, at any time of day, provides the employee
with immediate access to the information required,
significantly reducing the number of payroll related
queries that have to be managed by HR. The great
thing about online payslips is that they provide the
best incentives for employees to start using the selfservice portal. Once users are engaged with the
concept, they will then start to use it routinely,
ensuring personal information such as address and
bank details are up-to-date, further reducing the risk
of payroll errors; while access to information such as

STEP AWAY
FROM EXISTING
PROCESSES
AND LOOK
BEYOND BASIC
AUTOMATION OF
TODAY’S MANUAL
APPROACH TO
EMBRACE MORE
INNOVATIVE AND
ENGAGING WAYS
OF WORKING.
IN 2015 IT SEEMS
EXTRAORDINARY
THAT HR IS STILL
OVERLOADED
WITH BASIC,
DAY-TO-DAY
ADMINISTRATION

contracts and benefits again cuts down the need
for employees to call HR. Even simple processes
like an individual wanting to work out their holiday
entitlement and requesting time off can be completed
at home, over a weekend - probably in conjunction
with a partner undertaking the same process with his
or her employer online. Being able to check available
dates and make requests to a manager for the time
off is simple and effective; it helps with employee
engagement and avoids time wasted during the
working week.
This is just the start. Organisations can build
on this integrated model and engage the employee
base with added value services, such as L&D and
online appraisals. Providing employees with
anytime, anywhere access to the range of courses
and events on offer from the business is incredibly
valuable, especially for any organisation with a
dispersed and/or mobile workforce, where individuals
do not have direct access to either a line manager or
central HR resource. With an online repository of
course information, employees can browse courses
and make requests, including courses recommended
by a manager but also those that might reflect an
individual’s career aspirations. In addition,
a company can add online appraisals to the
self-service approach, supporting a more interactive
approach and moving away from the annual model
that fails to support today’s fast moving and agile
working practices. With this approach, employees
can feel more engaged, while line managers can
actually take greater responsibility over the
development of employees, removing the burden on
HR - if that is the way the business wants to operate.
Again, it is all about deciding the best way for each
organisation moving forward.
Those organisations that have embraced
a single source of HR and payroll information have
been able to deliver significant improvements in their
end-to-end HR processes. At the most fundamental
level, employee data is accurate, reducing errors,
delays and, of course, those time-consuming
HR queries. But there is so much more that can be
achieved. The goal is not simply to replicate existing
manual processes with a slicker, integrated approach
- that will deliver some cost savings, but it will not
support the strategic HR model demanded to support
today’s employee centric working environment.
Organisations need to take a step back and consider:
What is the business trying to achieve? Is there a
better way of approaching HR and payroll processes?
Should HR still be a central function, or are there
opportunities for line managers to undertake some
of the roles - such as starting new employees or
managing L&D? The opportunities for change are
significant - the question is; what kind of payroll and
HR function does your business want to achieve?
1. Research undertaken by Redshift Research on behalf of
Bond HR & Payroll Software
FOR FURTHER INFO
www.bond.co.uk
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P AY R O L L ' S K E E P I N G U P
WITH THE KARDASHIANS
Payroll has shrugged off its beige and boring image and thanks to big data and analytics, it's hot,
and trending now. The payroll department has left the parental home of HR and finance and is stepping
out into the limelight as a highlyvalued function with its own new fragrance…
well perhaps that's overstating it a bit.
ARTICLE BY SIMON FOWLER, MANAGING DIRECTOR - ADVANCED BUSINESS SOLUTIONS (COMMERCIAL DIVISION)

No longer is it purely just about paying people, with more data
available and more analysis taking place, the payroll function
is able to play a key part in business strategy, by identifying
staff patterns and helping to control spend in a high-cost area
- the workforce. The shift from routine administration to
analysis is a trend that is set to continue for the future, as
businesses realise the wider strategic benefits that can be
gained from mining through the data at the payroll
department’s disposal. The growing recognition of the
importance of the function is demonstrated by the increasing
number of Head of Payroll positions appearing in company
structures. As the department becomes more autonomous,
more businesses are realising the need to appoint someone
dedicated to managing the payroll processes, which now go
beyond simply managing the wage bill, and is evermore
focused on analysing people data. The most popular area for
analysis continues to be around the costs associated with
staff, of course, the single biggest cost to most businesses,
and as such, the need to monitor this area is vital for
continued prosperity. To successfully control these costs and
reduce overspend, many payroll departments are increasingly
turning to analytics software, which allows them to highlight
trends and potential problem areas, allowing action to be
taken early to avoid any issues or future opportunities to
be spotted. Identifying patterns in these areas enables payroll
to become a central pillar of any business by supporting
management to make strategic decisions.
Payroll also plays a key role in supporting the accommodation of new and complex legislation, such as shared
parental leave and the recent changes to holiday pay, with
payments now based on a 12 week average including
overtime and ensuring organisations remain compliant.
Overtime has become an increased area of focus for analysis.
Currently there are five million workers across the UK doing

RATHER THAN
BEING THE POOR
ADMINISTRATIVE
RELATION TO HR AND
FINANCE, PAYROLL IS
ABLE TO SHINE ITS OWN
LIGHT AND WITH MORE
KNOWLEDGE, ITS ROLE
WILL BECOME EVER
MORE POWERFUL

voluntary or compulsory overtime, so it’s likely holiday
payments will increase. As trends in work patterns are
identified, some hours can be switched from overtime to
basic, which will save on period wage costs as well as reduce
the impact on future holiday pay payments. Ensuring
compliance with new legislation, including Pension AutoEnrolment and Shared Parental Leave, brings businesses
added administration, which can lead to an increase in
headcount and divert attention away from more value-added
tasks. To avoid this, many businesses have looked to
outsource, either fully or partly, their routine payroll
administration and maintain an in-house payroll function in
a strategic and advisory role.
Those who don’t outsource will still need to tackle the
rising tide of administrative tasks facing payroll staff.
Automating tasks, such as workforce planning, time
recording and payslip distribution, is an increasing trend
that enables businesses to benefit not only from these cost
savings but from a payroll department with more time to
focus on data analysis. Devolving some tasks to employees
has also released payroll staff from these activities, with the
added bonus of increasing worker engagement and
improving the accuracy of data. For example, by allowing
staff to upload expenses via apps and to directly opt-in or
out of pensions (in accordance with the new Pension AutoEnrolment rules), or change contribution levels, themselves
via online solutions. Automation is an increasing trend within
payroll, and as we move to the future and Generation Y’s
hold the positions of responsibility, it will be an assumed part
of the job. Rather than being the poor administrative relation
to HR and Finance, payroll is able to shine its own light and
with more knowledge, its role will become ever more
powerful in devising and delivering successful strategy.

FOR FURTHER INFO WWW.ADVANCEDCOMPUTERSOFTWARE.COM
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automatic for
the people people
UK insurance broker, Swinton Group, has recently undergone a
transformational HR project which is predicted to save over £1.7m
in the next five years. This was part of a bigger programme designed
to modernise IT systems and achieve cost efficiencies across the
whole business.
winton Group is a UK insurance
broker with over 4,000 employees
based in 350 UK locations.
Transforming people processes via the
introduction of a new talent management,
HR and payroll system was recognised as vital
to our company-wide improvement plan. With
little to no automation, simple tasks, such as
leaver processing or changes to contractual
hours, took around 30 minutes to process per
item. Also, whilst most managers were entering
sickness data through a self-service portal, this
information was then being extracted and
imported to an Access database and
deductions were handled manually. As a group
we had a relatively straightforward monthly
payroll - dependence on multiple Excel
spreadsheets - made for a laborious, inefficient,
manual processing. Duplication of data entry
was common, overcomplicating simple tasks.
In short, payroll had become overly complex to
administer, leaving significant room for error.
Due to this, queries from employees regarding
basic payroll calculations and payments had
become problematic. The combination of pay
and benefits lead to further confusion for
employees and the HR team alike, with
employees unable to see a true reflection of
their monthly package on their payslip.

S

ARTICLE BY
PAUL LUNDBECK
HR OPERATIONS MANAGER
SWINTON GROUP

In 2012, we launched
a transformation project
to modernise not only the
technology, but also the
culture of the business,
having identified a need
to invest in improved IT
systems and streamlined
processes across all
business areas.
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The project saw the HR team restructured,
moving away from a traditional personnel
model to the Ulrich model. It was imperative
that HR made a rapid transition from a highly
administrative function to a high performing
unit, with more time spent on people
strategies. Our newly-appointed CEO also
moved HR’s reporting line directly to him, to
help deliver the ambitious people agenda and
the shared services team drew up and agreed
four key target working principles at the
project’s outset, that then drove the selection,
implementation and design of a new HR and
payroll system: To be service centric, the service

offering, including its processes, should be
designed around customers’ needs and the
majority of customer queries should be
resolvable at the first point of contact. HR and

The Hr team
restructured, moving
away from a traditional
personnel model to the
ulrich model. It was
imperative that Hr made
a rapid transition from
a highly administrative
function to a high
performing unit

payroll’s customers, especially managers, should
be empowered and trusted - the HR team is
not here to police the process. To ensure
simplicity, employees and managers should be
self-sufficient, with information on company
policies and processes should be accessible,
relevant, personalised and constantly updated,
and services should be quick, intuitive and
continuously improved for customers. Finally, to
be singular, data should be entered once, and
only once, by any person, for the lifespan of
that information. To be systems-based,
ensuring the company’s processes were built
around chosen best practice tools.
Using these four principles, MidlandHR’s iTrent
solution was identified as the most suitable

www.thehrdirector.com

talent management, HR and payroll platform
to resolve the organisation’s HR challenges
and free up internal resource to focus on
strategic issues. The business case initially
identified a £1,200,000 saving which could
be made over a five year period. However,
a further £500,000 savings went on to be
identified over the course of the project.
A project team was formed using internal
resource, to ensure all knowledge was
retained in the business, and our team began
work on two key areas: Process Mapping and
Data Mapping. New processes were designed
using the four key principles and data
migration reports built and tested in the
incumbent system and by the time the project
kick off a meeting was held and these two
key areas were nearly completed. Carrying
out all the pre-work, ensuring legacy data was
mapped, organisational structure agreed and
preferred processes in place, enabled the
project to get up and running quickly and
efficiently. This allowed the partner team to
hit the ground running and begin by advising
us on our preferences and recommending
best practice alternatives where necessary,
fully utilising their time and ours, vital in
achieving a successful transformation and
rapid realisation of ROI. The project was given
a timeline of eight months from contract
signature to go live, including the provision
of Self-Service for managers and employees.
A phased approach was elected with basic,
Self-Service and payroll due to go live by June
2015. As the project progressed rapidly, the
first parallel run was processed in February
2015 and a revised go live date of April was
signed off, with Manager Self-Service
functionality rolled out over the three months
that followed.
During the design and implementation phase,
two guiding principles were used to ensure
that new processes, supported by Employee
and Manager Self-Service, were designed to
improve efficiency, not only for HR, but for
employees across the business. The task takes
equal or less time than currently to complete
through self-service and can be completed
intuitively, with either no or minimal
instruction; the task takes slightly longer or
requires more detailed instruction and
provides another substantial benefit to the
business. During the pre-parallel run, tests
were undertaken to gain feedback, the first,
a nine minute challenge which asked 50
employees to log into Self-Service and carry
out ten core tasks, without any instruction.

The purpose of this challenge was to test the
system’s intuitiveness and help set the level of
any training required. The overwhelming
majority of feedback was good, with most
people completing all tasks in the given time.
However, feedback relating to language used
within the software highlighted that it was
not aligned to Swinton’s corporate
terminology. So the project team worked on
customising this to align the system with
internal language and culture. Employees also
highlighted that the system needed an
internal ‘Swinton’ identity so we customised
the user interface with our own branding and
named it ‘myHR’ (Employee Self-Service) and
‘myTeam’ (Manager Self-Service).

Hr and payroll’ s
customers, especially
managers, should be
empowered and trusted
- the HR team is not
here to police the
process. To ensure
simplicity, employees
and managers should
be self-sufficient

Following this, a second pilot group carried
out the same exercise and the feedback was
overwhelmingly positive. Following a twomonth communication’s campaign, we went
live in April 2015 and in the first two weeks,
there were 7,130 logins to myHR and
myTeam. In that time, 3,086 holiday requests
were made, 886 sickness records logged by
managers and 146 overtime submissions.
In the same period, employees also used
myHR to update personal details - including
206 changes of address, 385 contact number
updates, ten name changes and 16 changes
to disability status. A very low number of calls
from managers regarding how to use
Manager Self-Service, combined with usage
statistics, indicated the aims to deliver an
intuitive and simple system had been
achieved. In addition, the Shared Service team

are realising the impact of our new system
and processes, which will also work in
supporting the cost reduction and headcount
rationalisation initiative across the business:
48 days per year saved by introducing epayslips; time, cost and risk of posting
payslips removed; 24 days saved per year
using automated overtime approvals; 18 days
per year saved manipulating absence data
in Access and Excel for deductions, now
automated.
Efficiencies in payroll processing has allowed
us to push back the payroll cut off from the
8th to the 20th of each month, allowing more
time to process changes: Leaver processing
time was down from 30 to 5 minutes; contract
hour change processing was down from 30
minutes to near zero; and there was a further
1,000 hours efficiency savings on various
tasks. The re-design of employee payslips,
enabling clarity of notional salary and benefits
significantly reduced queries to the HR
department. Throughout parallel running,
it became clear that further efficiencies could
be achieved by reviewing Flexible Benefits and
automating other manual processes, such as
41 reports, now provided to the business via
a Business Objects report scheduling. By
automating benefits calculations, along with
updating the company intranet to help our
employees understand their benefit options,
we were now able to remove the former
benefits system and make an additional
reduction in headcount.
By automating many HR and payroll processes
and reports, we have been able to achieve the
headcount savings required within HR,
ensuring there is capacity to further develop
the service and handle upcoming legislative
changes. Self-Service has saved over 1,000
working hours and drastically reduced
requests, allowing the team to focus on value
add work. Many organisations moving to the
Ulrich model use the opportunity to
implement new technology and processes
that underpin a shared service environment,
designed to save money. However, our
transformation project was born out of
a need to improve systems and ways of
working. Yet savings of £1.7million over five
years are now predicted. ROI is set to be
realised from August 2015, less than a year
after the project began.
FOR FURTHER INFO
www.swinton.co.uk
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sky

high
wages

ALL PEOPLE USED TO CARE ABOUT PAYROLL IS, AM I GOING TO GET PAID. BUT NOW, PAYROLL IS SO MUCH MORE
THAN THE BASIC TRANSACTIONAL, AND SMART HR IS BRINGING IT INTO THE FOLD, TAKING IT UP IN THE CLOUD,
AND TAKING FULL ADVANTAGE OF THE DATA IT PRODUCES.
ARTICLE BY LAURENT BOTELLA, DIRECTOR (PRODUCT STRATEGY) - WORKDAY

Organisations are increasingly adopting cloudbased systems for both
HR and payroll, which offer a lower cost of ownership by eliminating
software customisation, maintenance costs and lengthy upgrades
When properly designed, a payroll solution
can provide significant strategic advantages,
especially when payroll functions are a unified
part of the core HR system. Often, payroll
and HR are only together in terms of where
employees from those teams work in an office
layout. But integrating the two functions
makes a lot of sense, even though traditionally
HR (including talent management) and
payroll have been kept separate. Providing
access to HR and payroll data through
a single interface makes it far easier for
managers and employees to make changes
related to benefits, terminations, and life
events. It also reduces administrative burden,
by removing the need for double-entry of data
in separate systems, and improves accuracy
by creating a single system of record for
information about people and their
compensation.
There are advantages from a business
strategy and planning point, too. Having
access to talent and compensation data
together can support business leaders on
their decisions related to strategy, particularly
if analytic capabilities and reporting are built
into the HR and payroll solutions. For
example, leaders could get detailed reports
around payroll costs and talent by region to
better determine how best to staff their
organisations by region, to meet global
business goals. But in reality, a cohesive
approach to payroll and talent is a huge
challenge for many global companies.
Often, there are multiple systems and data
repositories throughout an organisation,
resulting in; inaccurate or conflicting data,
integration difficulties, different user
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experiences, multiple reporting frameworks,
and workflow systems. Not only is this costly
and resource-intensive, it makes it a lot harder
to pull HR and payroll data together for
decisions related to talent.
That’s why organisations are increasingly
adopting cloud-based systems for both
HR and payroll. These systems offer a lower
cost of ownership by eliminating software
customisation, maintenance costs and lengthy
upgrades. Instead, software upgrades are
managed by the vendor. HR and payroll
teams can configure processes and run audit
reports without requiring support from
IT or external consultants. Vendor-managed
delivery of software updates also ensures
better support for compliance with new
regulations. It’s important that both HR and
payroll solutions are “in the cloud” and
delivered as a service, but in reality, many
organisations use different payroll services
for the different global regions where they do
business. Still, the same benefits of integrated
HR and payroll data can be achieved, as long
as there are bi-directional integration
capabilities between the payroll services used
and the cloud-based HR system, and the
vendors for those systems take responsibility
for building and maintaining the integrations.
In this scenario, local payroll data can be
stored in the HR system, so an organisation
can run reports on payroll across all countries
and learn, for example, how overtime is spent
per country. Payslips can also be stored in the
core HR system for a global workforce,
regardless of whether each country uses
a different cloud-based payroll solution or
service. The combination of HR and payroll

in the cloud transforms these two functions
into something greater than the sum of their
parts, ensuring flexibility, delivering insights
that support strategic decision making, and
ultimately, helping organisations meet their
business goals.

FOR FURTHER INFO
www.workday.com

Sharon, Credit Controller, Tottenham
Getting back to work, during or after treatment,
can mean a lot to someone living with cancer.
So who better than Macmillan to help you
improve the support you give your staff? We can
train you to manage the impact of cancer on
your team. Sign up today for a free toolkit and
to book our specialist training.
Sign up online at macmillan.org.uk/atwork
Email us at workandcancer@macmillan.org.uk
Or call us on 020 7840 4725
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rock of ages
While policymakers at EU and national levels have long recognised
the importance of retaining older people in the workforce, many
employers are barely aware of the consequences of an ageing workforce
for the future of their organisations. Rather than seeing this as a
challenge, employers must seize the real potential. We need now,
appropriate intervention backed by evidence-based research to address,
the individual and organisational benefits of extended working life.

ARTICLE BY PROFESSOR PETER TOTTERDILL, CEO - UK WON (UK WORK & ORGANISATION NETWORK)

For the UK and for many other European
countries, extended working life is linked to
a wide range of economic and social benefits
relating to knowledge and skills, productivity,
financial security, health and social inclusion.
Appropriate intervention is needed by
government and employers that will enable and
encourage employees to defer retirement, but the
understanding of “what works” is patchy. While
there is evidence relating to the impact of
individual factors such as; financial incentives
and flexible working on the intention to retire,
a more comprehensive perspective on the effect
of intrinsic job quality on the attitudes and
behaviours of older workers, is missing. We know
from long-established research and practice that
factors such as job design and work organisation
have a measurable impact on employee
engagement, performance and well-being for all
workers, but its specific impact on older workers
has not been sufficiently documented.
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Generally speaking, we are aware that we
are sitting on a demographic time bomb that
will have society-changing consequences. The
impact of an ageing population, where many
are unable to support themselves into old age,
has massive implications for the balance of the
economy, as well as for our social welfare
system, pension provision and eldercare. It is
also changing attitudes to the way we view older
workers, especially as so many organisations
are unable to recruit staff with the right skill sets
and are now seeking ways of retaining their
older staff and harvesting their accumulated
experiences and wisdom. At the same time,
employers are allowing experience and skills to
leave through early retirement or redundancy
policies, while trade unions are championing
pension rights. Factor in the ambitions of the
Millennials/Generation Y with their growing
focus on quality of work experience and
collaborative work cultures, as well as their

propensity to job hop, staff retention becomes
an even greater priority, and with it comes
a pressing need for some sensible, evidencebased joined up thinking. While some
employers have relied on migrant labour to fill
the skills gap in the past, changes in
government policy and public attitudes mean
that this may not be a safe bet in the future.
So how do we respond? We can bully
people back to work by reducing benefits
and continually raising the state retirement
age or we can make the work environment
more attractive by introducing flexible working
(increasing life expectancy means that many
older workers also care for even older relatives)
or through ‘adjustment latitude’ where
employees are given opportunities to adjust
their work to their state of health. Such
measures may help retain staff, but do they
address more fundamental issues such as low
productivity, lack of desire to contribute,
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ineffective team-working, sickness absence and
poor health and well-being at work? What we need
to find out is not why organisations need to retain
older workers but what older workers want from their
employers and how to get them wanting to stay in
work. Remaining economically active in later life can
be encouraged through a series of measures aimed
at supporting individuals to work longer. Policies have
typically been aimed at the wider labour market, for
example by outlawing age discrimination, ending
mandatory retirement and jettisoning incentives to
early retirement. The raising of state pension ages
has been a key instrument, but while such measures
will undoubtedly have an impact, their potential
efficacy must be set against the knowledge that
retirement (or at least inactivity) often comes before
the age of entitlement to a state pension is reached.
It follows that policies aimed more at encouraging
changes in the habits and plans of individual
employees and the working practices of employers
must accompany state led strategies at the level of
the national labour market.
The European funded research project
“WORKAGE; Active Ageing Through Work Ability”
is a three year project led by Nottingham Trent
University, in partnership with Workplace Innovation
Limited (part of UK WON) and aims to inform policy
guidelines about the engagement and retention of
older workers through the application of workplace
interventions. It is concerned with four areas of
workplace practice - work organisation, structures
and work systems, learning and reflection, and
worker engagement. The research is predicated on
the knowledge that some older workers start to lose
enthusiasm for their job in their final years of
employment and may even bring their retirement
plans forward as a result. It aims to develop new
strategies to help organisations re-engage with their
older employees - a move which it is hoped will
benefit both the business and the individual.
WORKAGE draws on research evidence of the
organisational factors which increase work ability
(the physical, psychological and social capability of
a worker to perform and interact with their work)
and which are therefore likely to delay decisions to
retire and to enhance the continuing engagement of
older workers. The project focuses specifically on
workplace interventions to improve job design
because: There is a considerable body of evidence
to demonstrate that job design is strongly related to
intrinsic job quality, to health and well-being, and
to employee engagement; Job design is susceptible
to intervention at local (workplace or departmental)
level without necessarily requiring organisation-wide
changes; and improved job design is potentially
attractive to employers not only because of its impact
on retaining older workers, but also because of
its wider benefits, in terms of productivity, quality
and engagement.
While innovative measures to improve job
design have been adopted by policymakers in certain
countries (notably Belgium, Finland and The

WE ARE
SITTING ON A
DEMOGRAPHIC
TIME BOMB THAT
WILL HAVE
SOCIETYCHANGING
CONSEQUENCES.
THE IMPACT OF
AN AGEING
POPULATION,
WHERE MANY
ARE UNABLE TO
SUPPORT
THEMSELVES
INTO OLD AGE,
HAS MASSIVE
IMPLICATIONS

Netherlands) as part of health, well-being and active
ageing programmes, it is insufficiently recognised
across the EU as a lever for improved work ability
and retention of older workers. More specifically,
WORKAGE is targeting older public sector workers
in healthcare and local government representing an
area of the labour market which, in many countries,
is particularly vulnerable to demographic trends and
the potential sudden loss of accumulated skills and
experience, as significant numbers reach potential
retirement age. Two organisations are being used to
implement this project, which is being undertaken
with the full cooperation of employers, employees
and trade unions. Interventions have included
leadership development and coaching for senior and
line managers, change projects and action learning,
forums for older employers and Workplace
Improvement Groups, using diagonal slices of
employees and managers to harness the tacit
knowledge and experience of older workers.
In both cases, interventions have resulted in
identifiable benefits including improved morale and
a greater sense of well-being. For example, in the
Maternity Unit in the Southern Health and Social Care
Trust in Northern Ireland, the project has resulted in
multi-disciplinary team meetings now taking place
monthly improving participation and removing
duplication. While at Stoke-on-Trent City Council the
mobile cleaning team have seen their ideas taken
up and front line workers now participate in monthly
meetings with management. The project will
conclude in 2016 with major presentations being
held across Europe. The WORKAGE project will have
specific positive outcomes and will identify the many
different ways in which public policymakers can
intervene to support age-related improvements in job
design, work organisation and organisational culture.
However, better focussed regulation can only be part
of the process of implementing successful and
sustainable workplace innovation. Workplace
innovation which engages older workers in a variety
of ways is an inherently social process, and builds
and improves upon existing skills and competences
through creative collaboration. Participatory
workplace practices are grounded in continuing
reflection, learning and improvement, sustaining
the process of innovation in management, work
organisation and the deployment of technologies.
Workplace innovation is fuelled by open
dialogue, knowledge sharing, experimentation and
learning, in which diverse stakeholders including
older workers, are given a voice in the creation of new
models of collaboration and new social relationships.
It seeks to build bridges between the strategic
knowledge of the leadership, the professional and
tacit knowledge of frontline employees, and the
organisational design knowledge of experts.

FOR FURTHER INFO
www.goodworkplaces.net

SEPTEMBER 2015 thehrdirector

37

insight

RETENTION STRATEGY

www.thehrdirector.com

“whoops

that britney
did it again!”

WHILE ANY WORKER CAN HAVE A BAD DAY, TOXIC EMPLOYEES ARE THOSE WHO ARE CONSISTENTLY UNRELIABLE.
AT WORST, EMPLOYEES’ ‘TOXIC BEHAVIOURS’ MAY INCLUDE ANYTHING FROM MISCONDUCT, WORKPLACE VIOLENCE,
AND DRUG AND ALCOHOL ABUSE, TO SEXUAL HARASSMENT, FRAUD, AND OTHER COMPANY POLICY VIOLATIONS.
ARTICLE BY COLETTE WADE, REGIONAL VP, EMEA MARKETING & BUSINESS DEVELOPMENT - CORNERSTONE ONDEMAND

Toxic behaviours can be contagious to other employees who are
exposed to the toxic employee, meaning one bad apple can spoil the
entire crop  obviously that has grave implications
Most people will have come across a toxic
employee in their workplace. They’re the
person who refuses to help out others, is
constantly late, and seems to only have negative
things to say. These employees are frustrating
to have in a work environment, and can cause
a much bigger impact than a few headaches by
the end of the work week. Recent research
brought these impacts to light, highlighting the
true cost and effect of toxic employees in the
workplace. While any worker can have a bad
day, toxic employees are those who are
consistently unreliable. At worst, employees’
‘toxic behaviours’ may include anything from;
misconduct, workplace violence, and drug and
alcohol abuse to sexual harassment, fraud, and
other company policy violations.
Worse still, the report found that toxic
behaviours can be contagious to other
employees who are exposed to the toxic
employee, meaning one bad apple can spoil
the entire crop - obviously that has grave
implications for both retention and business
costs. Toxic employees can damage the
retention capability of a company, with our
report finding that a positive and productive
employee is 54 percent more likely to leave
a business voluntarily if the proportion of
toxic employees rises by as little as one
employee for every twenty good workers.
However, toxic employees were found to have
a negligible influence on their colleagues’
productivity, indicating their impact is more
on stress and burnout.
Another effect of toxic employees is the
hiring expense they impart on a business.
Given that toxic employees can cause their
co-workers to leave, replacement costs rise
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greatly, with one toxic employee hire (into a
team of 20 employees) costing approximately
£8,200. This is compared to the £2,600 on
average expense of hiring a non-toxic
employee. For example, if a toxic employee
joins a team of 20 and increases turnover by
54 percent, then 10.9 percent of the team
will be lost because of that hire. With average
replacement costs (including recruitment,
hiring and training) at £2,600, the toxic
employee thus increases replacement expenses
an extra £5,600. Given the impacts that toxic
employees can have on businesses, it’s clear
that the best resolution is to avoid hiring these
people at all. Thankfully, there are warning
signs to look out for that may indicate whether
someone is likely to be toxic.
Our research found candidates who
describe themselves as self-proclaimed
“rule followers” are actually more inclined to
break the rules, and those who positioned
themselves this way in the research were
33 percent more likely to be fired for a policy
violation. The report also found that
individuals who are over-confident about
their technical skill levels are 43 percent more
likely to exhibit toxic behaviours. Finally,
toxic employees are typically more productive
than their non-toxic counterparts, however
they focus on the quantity of work they
complete, not quality. This suggests they have
a greater bearing on voluntary attrition than
on day-to-day performance, which can lead
to stress and burnout. While avoiding hiring
a toxic employee at all is the best solution,
you may be in a situation where an employee
has begun to exhibit toxic traits over time.
These employees can be managed and guided

to self-improvement though, and termination
isn’t always necessary - but it must be
addressed quickly and efficiently.
Starting a well-documented dialogue
and uncovering the root cause of the negative
behaviour is the first course of action in
bettering a toxic employee. The conversation
must then be about clarifying and emphasising
expectations for both the employee and
employer. If these conversations have been
had and no behavioural change occurs, the
time is right to terminate the contract. Toxic
employees can be found in any organisation,
but processes can be put in place to manage
poorly behaved staff. In addition to the
personality traits mentioned above as warning
signs, online talent management systems can
predict which candidates are likely to be toxic
employees before they’re hired into a business,
which can save companies a lot of money in
hiring costs in the long run.

FOR FURTHER INFO
www.cornerstoneondemand.co.uk
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summer lovin'...
In the sales world, employee turnover is notoriously high. Staff tend to
find themselves undervalued, underpaid, and are given little reward for
hard, long hours. It’s taken as read that sales are critical to business,
so employers really do need to redress this.
anaging staff, and engaging with them
on a level that makes them want to
stay within a company, even though it
can often be a struggle for some businesses,
is something that has to be addressed. Some
businesses often weigh up the pros and cons of
hiring new staff, and decide whether or not it is
worth investing more money and time into
improving the staff they already have, or whether
or not it is worth coming up with a really
effective recruitment strategy. We thought long
and hard about it, and came up with an idea that
we hoped would really help improve staff
retention, by introducing a scheme that rewards
staff who clock up long service, granting them
a five-week, fully paid sabbatical.

M

ARTICLE BY
ROD LLOYD
DIRECTOR
LOW COST VANS

As we all know,
losing staff and
having to hire new
employees is by no
means cheap, and
that goes for the sales
sector too, where
the turnover is
inherently high.
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Employees in our company, Low Cost Vans,
a specialist supplier of commercial lease - and
contract-hire vehicles across the UK, will receive
five weeks’ leave once they have worked for the
company for more than a decade. The sabbatical
is about rewarding loyal staff with a welldeserved holiday, fully paid. We already invest
heavily in staff training and, though it already
boasts impressive retention, the scheme is seen
as another method of rewarding loyalty and
encouraging employees to go the extra mile.
The sabbatical can be taken any time, comes
with full pay, plus the employee’s average bonus
for the preceding 12 months, and stands apart
from the employee’s holiday entitlement.
The scheme has recently been rolled out,
and the first staff member will receive the
sabbatical in 2017, when they reach ten years of
service with Low Cost Vans. New staff coming
into the business are being told about the
reward, and we have made sure existing staff
know exactly what they will be entitled to and
when. The aim of the sabbatical is to not only
reward staff for all of their hard work over the
decade, but also to give them another reason
to stay at the company. Hopefully it will lead to
an even higher retention of staff for Low Cost
Vans, and it could also be an enticing incentive
for those who are looking for a new job in sales,

and want to work somewhere where they are
really valued throughout their career.
Companies function best when they can harness
the energy, passion and commitment of their
employees. How the workforce behaves has
a significant effect on the overall productivity of
the organisation, and the introduction of reward
schemes, such as sabbaticals, has demonstrable
positive impact on employee engagement.
Employees who are engaged are more motivated
and more likely to remain loyal ambassadors,
which bodes well for the future of the
organisation. We are very proud of the team
atmosphere here, evidenced by a very low rate
of attrition. We know that people like working
here, but I wanted to offer our staff another
incentive, one that would enable them to plan
for a life-changing trip or event. We tend to hire
local people and invest in them from the start,
a strategy that has paid dividends. Offering this
five-week sabbatical after ten years’ service is
a great way to say ‘thank you’ to our staff for all
of their hard work.

FOR FURTHER INFO
www.lowcostvans.co.uk
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disability
A NEW REPORT INDICATES THAT A LACK OF SKILLED AND CONFIDENT LINE MANAGERS IS A MAJOR BARRIER
TO THE RETENTION OF EMPLOYEES WITH DISABILITIES. OTHER KEY FINDINGS INCLUDE A LACK OF TARGETED DEVELOPMENT
OPPORTUNITIES AND NOT ENOUGH AWARENESS OF DISABILITY IN THE WORKPLACE.
ARTICLE BY JANICE HENSON, MANAGING DIRECTOR - DE POEL COMMUNITY

Just 20 percent of employers set targets for the number of disabled
people working in their organisation. This number is even lower in the
public sector, standing at just seven percent
Commissioned by Business Disability Forum
(BDF), and supported by; de Poel Community,
EY, Royal Mail, Lloyds Banking Group,
Department for Work and Pensions, Equal
Approach and Remploy Employment
Services, the report indicates that a lack of
skilled and confident line managers is a major
barrier to the retention of employees with
disabilities. Other key findings include a lack
of targeted development opportunities and
not enough awareness of disability in the
workplace. In their report, entitled State of
the Nation: Retaining and Developing Employees
with Disabilities, BDF discovered that just
20 percent of employers set targets for the
number of disabled people they would like
to have working in their organisation. This
number is even lower in the public sector,
standing at just seven percent of employers.
George Selvanera, Director of Policy, Services
and Communications for BDF, said the
retention and development strategy can be
“a barrier” for organisations, with some
employers in need of support and advice in
how they can greater accommodate the needs
of workers with disabilities.
He said: “As inclusive and open-minded
employers, we have a responsibility to ensure
recruitment processes are accessible to all and
that everyone is made to feel equal and valued
in the workplace. “It is only once we break
down these barriers and dispel the myths
surrounding disability, that we will reap the
countless business benefits of an inclusive and
diverse workforce. BDF is working with
businesses to build employer and employee
confidence in their retention and development
strategies.” Whilst the survey of 145 private,

public and third-sector organisations
revealed these statistics, other key findings
demonstrated many employers’ commitment
to retaining and developing employees with
disabilities. These employers are leading the
way in best practice for improving retention,
recognising that this can be achieved through
very simple, practical actions.
Matthew Sanders, CEO of BDF Partner
de Poel Community, comments: “Through
this research, we are proving just how simple
the process really is, for an organisation of
any size, in any sector. It is about visibility,
instilling confidence in your line managers,
consistency in key polices, a flexible workplace
adjustment process and providing targeted
development opportunities. “For any business
- whether you are a small organisation or
large-blue chip, local or UK wide, operating
in the private, public or third sector - you can
make a huge difference in the retention and
development of disabled employees. Through
the work BDF and other companies like
de Poel Community are doing, we are seeing
some inspiring instances of companies that
are leading the way in the inclusion of
disabled people, and we can certainly learn
from their experiences.”
The launch of the State of the Nation
report will be supported by a series of events
taking place across the UK this Summer,
encouraging employers and businesses to
share their success stories and best practice in
how to recruit, retain and develop an inclusive
workforce. This is Business Disability Forum’s
first survey into the State of the Nation in
recruiting, retaining and developing employees
with disabilities.

about the survey
Over April and May 2015, employers were
invited to fill out an eight page, 18-question
survey on themselves and their retention
practices. This data was then collected and
presented to show how widespread best
practice is across the UK, cross-sector and
in employers of different sizes. One hundred
and forty five employers responded to the
survey, of which 95 chose to disclose their
identity. Employers were asked whether they
were private sector (46 percent), public sector
(40 percent) or third/other sector (13 percent).
Third/other groups together are voluntary
sector employers, or employers that felt they
did not fit into the other categories, such as
individual consultants. Employers of all sizes
responded, with the largest concentration
being employers with about 1,000 staff.

FOR FURTHER INFO
www.depoel.co.uk/community
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deliverance
DHL Express is working hard to make logistics an appealing career choice
for all, particularly the younger generation. For them, that means focusing as
much energy into retaining people as recruiting them.

t DHL Express we are keen to make
logistics an appealing career choice for
all, particularly the younger generation.
Often, employers think a good retention strategy
is based on compensation issues, around wages
and salary levels. Whilst these do play a part,
employees also want to feel successful, secure
and appreciated. Our business is truly
international and spans a total of 220 countries.
While this provides exciting opportunities for
employees, the size of our organisation,
combined with the fact that the nature of our
business requires a lot of independent working,
presents a huge challenge for us when it comes
to creating a sense of community and
appreciation for our 100,000 employees. With
this in mind, we have ensured there are plenty
of initiatives for employees to be involved in.
For example, we regularly host career days and
hold annual Employee of the Year awards,
two incentives that encourage progression
throughout the business, and show we recognise
and appreciate hard work. This year we also
re-launched the Euro Cup, whereby 53 teams
across Europe competed in a mini football
tournament. Held in Belgium and attended by
UK CEO, Phil Couchman, it was a great chance
for employees to represent DHL for their home
country in a fun and competitive event. These
internal initiatives do not necessarily have to be
monetary-driven, but often help create a united
workforce, and even spur on internal
competition, so people are naturally more
motivated to progress internally.

A

ARTICLE BY
CAROLINE ANDREWS
VICE PRESIDENT OF HR
DHL EXPRESS

Often employers
think good retention
is based on salary
levels. Whilst these do
play a part, employees
also want to feel
successful and
appreciated.
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Another key focus is our approach to developing
the next generation via schemes such as the
Movement to Work Government Traineeships
and also our Get Into Logistics programme in
partnership with the Princes Trust. Both
programmes provide training and experience
through the opportunity to work within the
business for a set period of time, and subject
to performance, an opportunity afterwards to
apply for roles internally; last year, we had over
a 254 percent increase in the number of
apprentices within the organisation and

92 percent have stayed within our organisation,
which we are very proud of. This longer-term
prospect is vital to our employees coming into
the company. By presenting a variety of
opportunities throughout the business, our
people are encouraged to build a career path
from the moment they join. In addition, offering
your employees the opportunity to gain
experience in different divisions of the business
and/or different markets, will help workers
recognise that they don’t have to leave to
experience a different type of role. Our staff
turnover in Express International stands at
around ten percent, significantly better than the
industry average of 13 percent, and our average
length of service is nine years.
As important as the smaller initiatives are,
it remains crucial that companies invest in
leadership and development. Giving employees
the time and the tools they need is essential for
a successful retention strategy. We have a
bespoke culture enabled by our Certified
International Specialists Programme (CIS), which
is designed to ensure each member of staff is
fully up to speed with the business strategy
and empowers our employees’ engagement
through articulating the role that each individual
plays in driving the success of our business.
Launched in 2009, the programme has been
expanded to include management and supervisor
elements, offering people the opportunity to
learn skills that would normally only be found
in the senior leadership community. For
example, the UK Express business has had over
4,000 people completing two-day inductions,
14,000 attendees participating in CIS modules,
and 600 people completing our Certified
International Management (CIM) programme.
Consequently, employee engagement has
improved across all our metric areas, which, in
turn, has helped drive our business performance
and growth in market share significantly.

FOR FURTHER INFO
www.dhl.co.uk
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T H R O W A S PA N N E R
I N T H E R E V O LV I N G D O O R
Staff turnover has been relatively low across the Capital over the last three years, particularly so at many
major banks and fund managers. But now, job prospects are hot in the city, with employers reporting that it's
increasingly difficult to retain. People no longer feel bound to companies where they have been
undervalued, underpaid or overworked.
ARTICLE BY ADAM JACKSON, MANAGING DIRECTOR - ASTBURY MARSDEN

Relatively low trading volumes and the need for institutions
to cut their staff costs have tied many workers to their
employer. New opportunities and better offers for those
workers have not been readily available and few have felt
confident enough to risk leaving a secure role. However, the
situation seems to be changing, as employers across the City
are now reporting greater difficulty when it comes to staff
retention. The phrase ‘war for talent’ has started to return to
the lexicon of HR teams, as City employees no longer feel
bound to companies where they feel undervalued, underpaid
or overworked. According to our recent research, the
percentage of City workers citing a lack of opportunities
elsewhere, as the key reason why they are still with their
existing employer, has fallen by two-fifths in the last year from 21.2 percent to 12.9 percent. City employers need to be
alert to the increasing risk of churn and plan recruitment,
succession and retention strategies accordingly.
If firms want to incentivise employees to stay, they need
to think carefully about what really matters to staff.
Providing career progression opportunities within their
organisation is key - 91 percent of workers taking part in our
research said this was an effective retention tool. Paying
above the market rate and offering other incentives and
bonuses are next on the list, with 84 percent of respondents
rating each as particularly appealing. Perhaps surprisingly,
longer-term financial incentives such as stock options and
equity awards are not nearly as highly rated, with just over
half (56 percent) saying they are an effective retention tool.
The current lack of enthusiasm here may have been
caused by the uneven financial performance of banks over
the last five years.
Retention strategy should also, of course, begin at the
recruitment stage. Employers need to be careful in how
they screen those staff they are planning to hire. There
needs to be a good fit both in terms of skills and in culture.

PAY ALONE IS
NO LONGER ENOUGH THIS MAY BE BOTH
A BLESSING AND A CURSE
FOR EMPLOYERS.
TO AVOID THE ‘REVOLVING
DOOR’ FOR TALENT,
IT IS CRUCIAL THAT
COMPANIES RESPOND TO
IMPROVEMENTS IN THE
JOB MARKET AND FIND
EFFECTIVE RETENTION
TOOLS

Candidates who are ill-suited to the role or environment are
unlikely to stay for any significant length of time. Interviewers
need to ensure that they formulate the right questions and
bear in mind that the right ‘fit’ might vary from team to team
within an organisation. They also need to take time to
effectively communicate the company’s values and ethos to
a candidate. Although recent job turnover has been low by
City standards, the research found that 60 percent of City
workers have changed jobs in the last three years, with only
one-in-five (22 percent) remaining with the same employer
for more than five years.
Private bankers and wealth managers’ front office staff
turnover, on the other hand, was shown to be the lowest;
fewer than half (46 percent) have changed jobs within the
last three years. Turnover in Investment Management and
Investment Banking was somewhere in between with 54
percent and 60 percent of front office employees changing
jobs within three years respectively. As well as indicating
where fewer opportunities have been available, these
turnover figures are likely to reflect which sectors are
providing the highest levels of overall job satisfaction.
Turnover in private banking and wealth management is well
below the industry average, suggesting employees feel
adequately challenged and rewarded in their jobs for longer
than any other client facing or revenue generating role. The
smaller size and focus of these organisations, compared to
a major investment bank, may also help them in identifying
candidates that fit their culture. They are also likely to have
more flexibility to work with an employee to plan their career
path. City HR directors are now facing new challenges.
To avoid the ‘revolving door’ for talent, it is crucial that
companies respond to improvements in the job market and
find effective retention tools. Pay alone is no longer enough
- this may be both a blessing and a curse for employers.

FOR FURTHER INFO WWW.ASTBURYMARSDEN.COM
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far flung
forays
Over recent years, the interim management sector has witnessed
a steady rise in demand from an international perspective. A greater
number of organisations are looking for ‘exceptional talent’, often in the
form of interim managers, for their international operations. The export
of British interims is perhaps one of our best kept business secrets,
and many relish the opportunity of incorporating - often more
challenging - international placements on their CV.

ARTICLE BY SIMON DRAKE, CHAIRMAN OF INTERIM MANAGEMENT ASSOCIATION & DIRECTOR - PENNA PLC

International business is really opening up
to ambitious businesses, and as one colleague
in the interim sector management recently
opined, Jason Atkinson, Managing Director at
Russam GMS: "There has been a major growth
in international work for our business. Interims
that take on roles overseas are often paid
a premium, as the UK has one of the most
established interim management sectors in the
world and international firms place high value
on the British interim ‘brand’. UK interim
managers are highly-skilled, experienced and
knowledgeable professionals, and most have
an excellent understanding of the principles of
governance. Many also have a good command
of foreign languages, which makes their skills
highly transferable."
Interims being placed overseas are happy
to adapt, and they are used to dealing with
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ambiguity and in fact, embrace it. Often they
have to think on their feet, work as part of
a team and buy into the people, culture and
personalities surrounding them - working to get
the best from them and to get an assignment
running as quickly and efficiently as possible.
Families often 'up sticks' to be re-housed for
a number of years. However, in many cases,
the interim doesn't have any family
commitments - allowing them greater flexibility
and time. Equally, we're now beginning to see
organisations coming to the UK looking for
support to effectively establish and grow here.
For example, we recently placed a small team
of British interims into a French company.
The IMA is regularly approached by both
individual interim providers and international
interim bodies - looking to establish best
practice for interim management in new

markets. They appreciate our 25+ year old
industry and that our body represents industry
best practice, and many hope to emulate its
success - as interim management 'grows up'
in their given market. The most recent query
was from an interim management business
operating in Canada, keen to establish a similar
industry body there and to learn from the IMA.
This year, we became the UK member firm of
Senior Management Worldwide (SMW) - an
established international executive interim
network. Being part of this network, with
15 partners globally, will enable our executive
recruitment and interim division to; expand its
international reach; access greater opportunities
for professionals and organisations alike; and
support other interim businesses in the SMW
with sourcing interim executives and managers
for opportunities in the UK and solutions

www.thehrdirector.com

globally. The SMW network helps clients solve
problems, improve results, fill key expertise or
executive leadership gaps, realise opportunities and
assist with other critical initiatives on a global scale.
With over 40 branches in 16 countries, the SMW has
provided interim executives in over 50 countries –
including: Austria, France, Germany, Poland,
Spain, Sweden, UK and USA.
Regarding other international alliances, in 2014,
Russam co-founded WIL Group (Worldwide Interim
Leadership) to deliver global interim and transitional
management solutions to clients around the world.
With operations in over 32 countries, WIL Group helps
clients find interim and transition management
leaders of every discipline to work anywhere in the
world. A recent role involved a Swedish multinational
that needed to downsize operations in Indonesia, but
required a project manager with hands on experience
of operating in South East Asia. Again, it was crucial
that local sensitivities and culture were factored into
communications and actions, and through the WIL
Group network a British interim manager project
based in Indonesia was taken on. It was thought that
BRIC nations would drive the demand for international
placements, but it hasn't really developed that way in
our experience. We have had a large amount of
interest to support infrastructure programmes in the
Middle East. Equally assignments have been as far
afield as the Far East and the Caribbean.
Interim Manager Charles Wilson said:
"I remember working on a project to provide interim
support for a large telecoms company based in
Qatar back in 2006-7. At the time, the organisation
was looking to expand into new sectors - broadband,
satellite etc. At the time, there was a clear lack of
local experience - the business, which then had
a monopoly in its sector, realised that it needed to
bring in support from the West (the UK, Europe and
North America). Countries like Qatar have small
populations (the majority already being foreign
nationals). The need to spread experience and skills
across industry and function will undoubtedly result
in clear shortfalls. Populations can be 'up-skilled',
but you can only take that so far."
Jason Atkinson said: "Recently, a French
company was looking for an executive with specialist
knowledge and experience of operating in Nigeria,
to help them on the ground to divest of their
Nigerian manufacturing operations to a local investor.
The assignment was complex, due to Nigerian
commercial law and the challenges of the local
business culture and was taken on by an
experienced interim British expatriate based in
Lagos." Charles Wilson comments: "Generally,
businesses have brought in interim management
as a distressed purchase - when they have sought to
address an issue they either don’t have the skills set
and/or capacity to deal with internally. It has only
been relatively recently that international businesses
have started to become more educated as to the
value of and expertise they can get from interim
management. This is particularly relevant in emerging

GENERALLY,
BUSINESSES
HAVE BROUGHT
IN INTERIM
MANAGEMENT
AS A DISTRESSED
PURCHASE WHEN THEY
HAVE SOUGHT
TO ADDRESS AN
ISSUE THEY
EITHER DON’T
HAVE THE SKILLS
SET AND/OR
CAPACITY TO
DEAL WITH
INTERNALLY

markets in order to fast track their business into
a competitive market on an equal footing against
more established brands." Whilst overseas markets
are all different, the use of senior level interims to
deliver change management projects is also
increasingly common in some international
markets. For example in Germany, industry body
AIMP suggests 17 percent of all interim jobs are
restructuring and 17 percent change management.
Jason Atkinson says: "In France, banks can be
reluctant to hire temporary leaders, however
senior they might be, because of the regulatory
responsibilities involved. Instead, interims are being
used in merger and integration situations to manage
closures or to facilitate the integration of operations
or staff. Another growth area is in performance
improvement with more companies hiring interim
leaders to improve IT performance, sales or logistics.
Richard Morecroft, is an international interim,
with a background in the military: “I was used to
working overseas, I took on my first interim
assignment in Qatar in 2008, which was only meant
to last for six months. But, it proved to be a real
success and I was asked to stay on permanently,
which I did - for another five years. It was at this stage
that I decided to then also ship my family across we could at the time, because the children were
young. We moved back to the UK in 2013, and
I have continued to work as an interim manager since
- mainly on UK-only projects, with the occasional,
very short international assignment.
I have decided to put international work on
hold for the moment, because it wouldn't work with
family life. However, I would consider it at a later
stage. International work is completely different.
The organisations and people you go to work with
are generally not familiar with the term 'interim
management', and they see you as a consultant.
They don't consider you part of the team and remain
closed when it comes to having operational
conversations. You have to work hard to earn their
trust and support. On the plus side, you learn about
new cultures and ways of working and, overall, it's
a great experience and can be extremely rewarding.
But you do need to really undertake due diligence
when it comes to local knowledge around tax regimes
etc. The administrative overhead can be huge, and
something you have to be prepared to take on.
This can often deter an interim from taking on an
overseas assignment in the first place. I'd also add
that international interim work is perhaps better
suited to people who don't have a family, or those
with grown up children no longer living at home”.

FOR FURTHER INFO
www.interimmanagement.uk.com
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no

small
change

WHEN CHANGE BECOMES A CONSTANT, THE STRAIN ON STAFFING CAN BE OVERWHELMING, PARTICULARLY IF GAPS
APPEAR AT STRATEGIC LEVELS. THIS IS WHERE INTERIM MANAGEMENT CONTINUES TO PROVE ITS WORTH, OFFERING A POOL
OF HIGHLY COMPETENT PEOPLE WITH DISTINCT SKILLS AND RESPONSES.
ARTICLE BY RICHARD DONKIN, AUTHOR & INTERIM MANAGEMENT SPECIALIST

Interim Managers are not pied pipers or mavericks. Their interests are
aligned with that of the client for the duration of their hire. They won’t
be manoeuvring for preferment and they don’t want the boss’s job
People do not work, or think or organise their
lives in a vacuum. Everyone who is seeking to
earn a living, to build a career - and that
means almost everyone in work - is trying to
make sense of our changing world, where
people are living longer, dual income families
are common and attitudes towards the job for
life, even retirement, have changed. The
independent-mindedness of temporary senior
executives, can prove challenging to those who
hire them. But canny employers of Interim
Managers often use them as sounding boards,
knowing that they can provide frank insights
without political restraints.
“There’s nothing average about these
people; they excel through performance that is
well above average. They must do so because
their reputation depends on it and all their
future work rests entirely on their reputation.”
Commented John Ellis, Managing Partner at
Boyden. While Interim Managers are often
brought in as ‘caretakers’ to cover a
management gap, it’s in roles where they can
make a measurable difference that many
prove their worth. Our research shows that,
above all else, clients value the immediate
impact of an Interim Manager with a proven
track record. As employers emerge from that,
most of those factors have been reversed,
particularly at the top end of the industry.
But the industry, as ever, remains lumbered
with an identity problem, just what is an
Interim Manager?
“Some people talk about turnarounds, but I
do transformation rather than turn-arounds,”
explains one Interim Manager. The idea is to
improve, to leave something that’s better than
it’s ever been, and fully equipped to improve
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further. The last thing you want as an Interim
Manager is to walk away and see the things
you’ve changed reverting to what they were
before your arrival. A good Interim Manager
should be trying to ensure there is a strong
legacy when they’ve left. In mid-level roles,
Interim Managers can be treated as
commodities," that was a comment from one
user in the financial services sector. “There’s still
an attitude among some employers that Interim
Managers earn all this money and tell you what
you already know. It’s frustrating because those
of us who do understand the industry know
how favourably the rates compare with the
overall cost of hiring a full time employee. It’s
often down to the Interim Manager to educate
their peers, even at board level.”
The specific expertise and assuredness
of top Interim Managers are what sets them
apart in their field. So, if they are so good,
why can’t they become permanent hires?
As the engagement of Interim Managers
continues to grow, the industry - users,
intermediaries and Interim Managers
themselves, must work to refine the
assignment further. Client HR departments
should avoid the kind of expensive, drawn out
interviews that characterise permanent seniorlevel recruitment. The risks are not the same.
Those who have hired and work with Interim
Managers should expect commitment,
expediency and professionalism but they must
realise that they are not engaged in a love
affair. Interim Managers are not pied pipers or
mavericks. Their interests are aligned with
that of the client for the duration of their hire.
They won’t be manoeuvring for preferment
and they don’t want the boss’s job.

Some skills sets are in more demand
than others. “Programme management in
IT is always in demand because it involves
a particular set of skills which too few people
possess,” says John Ellis. “We’re also seeing
growing demand in certain sectors too Financial Services is coming back, particularly
on the Retail side. Consumer Retail and
Industrial Supply are also strengthening.
“But senior level Interim Management
remains strongest in Finance and IT by
quite a long way with HR and General
Management after that. In terms of trends,
one thing we’re seeing is clients more willing
to look at shorter-term assignments, often on
a project basis. The hiring process has been
lengthening and that’s an issue for us and for
Interim Managers.” Most effectiveness, deep
experience and flexibility, are all considered
important. But the ability to fit straight in
with the team and “stand toe-to-toe with your
fellow directors,” sometimes telling them
things they would rather not hear, this is
where the top Interim Manager excels.

FOR FURTHER INFO
www.richarddonkin.com
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raditionally, companies used to hire interims mainly to
fill senior level recruitment gaps, but today, in the majority
of cases, interims are recruited to lead strategic projects,
drive transformation or to help companies through periods of major
change or crisis. According to our bi-annual snapshot survey of
17,000 interim managers, the top three reasons interims are
recruited is for change management, restructuring and turnaround
projects. We found that nearly half of all interims (46 percent) were
recruited to run change and transformation projects, 17 percent
hired for their specialist skills and just seven percent to fill
employment gaps - the more traditional use of interims. We’re
seeing interims being used more strategically than ever before by
companies both in the UK and internationally, as they can be a cost
effective resource if hired project by project and the work is carefully
aligned to the business strategy. They are valued because they bring
different experiences and fresh perspectives that can drive growth
and transformation.
In recent months, we’ve also seen demand for interim
executives rising, with 48 percent of interims reporting they are on
assignment, up from 45 percent in June last year - signalling that
the market has almost returned to the pre-recession level of 2007,
when 50 percent of interims were on assignment. Financial services,
healthcare organisations and manufacturing companies use interims
the most and in terms of discipline, project managers are most in
demand, followed by finance specialists and general managers.
Many organisations are in a state of flux, particularly in sectors like
financial services where there is new regulation and compliance to
contend with. Interims are valued by these organisations because
they offer immediacy, experience and flexibility, as well as a low risk
and affordable way of delivering change and transformation.
Steve Offord, an interim Transformation Director with 20 years of
experience, said that he has also noted a rise in demand for interims
to run transformation projects, as the skills and experience needed
doesn’t tend to exist within organisations. He has seen a constant
demand for his skills in both the public and private sectors in recent
years, and this increased demand has pushed up pay rates by
11 percent over five years. The average daily rate for interims is now
£651, when back in 2010 it was £579. Pay varies by sector,
discipline and region. The highest paid tend to be business leaders
and general managers, who on average command over £820 a day.
They are followed by interim auditors at £785 and IT specialists
who are paid around £778 a day. The top three sectors for pay are
Energy (£945), Financial Services (£804) and IT (£754), and
interims who work internationally, which is a fastest growing area of
the sector. For any company using an interim, they need to ensure
the individual fits in well with the team. Whilst they are not there to
‘make friends’ and are often hired because they are removed from
everyday ‘office politics,’ interims still need the co-operation and
support of the management team to deliver their assignment goals
in what can often be a tight time frame.
Andrew Meyrick, who runs Golden Ideas Consultancy, has
been an interim finance director since the early days of interim
management in 1991 and has seen the interim role evolve
considerably over the years. When he started out, many of the roles
involved replacing someone in a company for a period of time and
often recruiting the replacement. Nowadays Andrew tends to be
‘parachuted’ in when companies have a serious problem. He takes
a ‘drains up’ approach to uncover what is really bubbling beneath
the surface, to find out why a business isn’t profitable or not
performing as it should and says the assignments are not for the

T

THE
SPECIALISTS

Interim Managers are not some super
breed there to replace the ‘standard’
workforce, they offer skills that don’t exist
in companies, different experiences and
fresh perspectives. Their skills complement
teams and they work with them to
accelerate performance.

ARTICLE BY
JASON ATKINSON
MANAGING DIRECTOR
RUSSAM GMS
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‘Steady Eddie’ as the roles are challenging. He says
the key to success is to have no fear, to be completely
transparent and tell people what they have to hear not what they want to hear - something which he says
is often likely to ruffle feathers. He says good interims
always act with complete integrity and have the end
goal in mind; to finish the job and hand over the work.
According to Andrew, one of the common pitfalls that
companies make when working with interims is that
they underestimate the time needed for certain
projects. He stresses that a good interim will set the
expectations and the deliverables with the client.
They then have to deliver an ROI for the client and
exceed these expectations.
It’s important that businesses understand how
to make the most out of interims and use them
effectively. Their recruitment should be planned as part
of the company’s future business strategy, particularly
if they plan to hire interims to explore new markets
abroad or lead new projects. Preparations for the
period after the interim’s departure must also be made
well in advance of his/her end date and the question
“how will this look when the job is done” must have
a clearly defined response. Interims should be paid
a pre-determined professional day rate via a Limited
Liability Company. Payment should be provisional upon
presentation of an authorised timesheet or a report
prepared for the purchasing manager outlining
progress on the programme/role over the previous
month and expectations for the next month.
To ensure project success, there should be
a clear scope of work mapped out, with deliverables
set and agreed, as well as terms of reference for their
assignment. Interims should not be given carte
blanche to make key decisions that affect the corporate
route without ratification through the assignment
sponsor and following good business and corporate
governance. However, they must be given enough
responsibility to carry out their role without
encumbrance, but also have a route through to
a responsible Director (or equivalent) to oversee and
approve their activities in the best interest of the hiring
organisation. Clear management responsibilities must
be agreed and understood from the outset of the
assignment. These need to be set in context with
the assignment, the people management culture and
performance review processes of the hiring
organisation, with a reporting line integrated into the
hiring organisation’s management structure.
The following is a useful check-list for any
company considering taking on an interim manager,
either in the UK or overseas. 1: Do you really need an
interim manager or do the skills and knowledge you
need exist within your organisation? 2: Have an ideal
candidate in mind and this will help ensure you select
the right person for the job; 3: Always use a reputable
interim provider that can find managers with the right
balance of management skills, technical know-how and
market knowledge. A good guideline are companies
that are members of the IMA, the industry body which

sets out the ethical standards for the interim
management industry because its members adhere
to a strict code of practice; 4: Don’t waste time during
the recruitment process, as the best interim managers
can get snapped up quickly; 5: Remember that
interims can speak openly to clients about changes
such as job losses because they don’t have emotional
attachments to companies; 6: Agree the aims and
timescales of the assignment at the outset, so that both
parties know their objectives, and review as the
assignment progresses; 7: Ensure the interim manager
understands your needs from the start. Once a contract
is signed an interim has five working days to
understand the role and requirements; 8: Clarify the
role of the interim manager to your permanent staff,
so they understand the person is being taken on for
a defined period and can transfer skills to permanent
employees; 9: Don’t make pay comparisons to
permanent staff; it is misleading because the interim
manager is chargeable at an inclusive rate and does
not have benefits such as sick pay, pensions or
holidays; 10: Interim managers can work for any size
company that lacks skill in certain areas but can’t
justify the expense of employing someone full-time.

WHILST THEY
ARE NOT THERE TO
‘MAKE FRIENDS’ AND
ARE OFTEN HIRED
BECAUSE THEY ARE
REMOVED FROM
EVERYDAY ‘OFFICE
POLITICS,’ INTERIMS
STILL NEED THE
CO-OPERATION AND
SUPPORT OF THE
MANAGEMENT TEAM
TO DELIVER

FOR FURTHER INFO
WWW.russam-gms.co.uk
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TRANSFORMERS

If you believe the hype, 70 percent of
transformations fail. That’s McKinsey
research and, as one of the world’s largest
consulting firms, they should know. What
tends to be less clear are the reasons why. Any
large scale transformation typically involves
a combination of changes to people, processes
and technology. The biggest focus for any
HR director, and often the hardest part on
which any Transformation Director has to
deliver, is leading people through the change,
before embedding this into ‘business as usual’.
There are many reasons why such
programmes fail to reach their objectives,
and these will always be relative to the task
undertaken and the intended aim. In many
cases, clients fail to embrace the concept of
“fit for purpose” rather than attaining
perfection. It is rare to get it right first time,
and it is equally important to achieve and
maintain momentum. However, many of these
reasons for perceived failure can be minimised
with strong leadership, both from the
HR director and the wider executive board.
There is no better way to demonstrate this
than by taking the advice of those who have
“been there, done that and got the T-shirt”,
which is where transformation specialists like
Maria Anderson, Tanya Sinclair and Michael
Warren come in. All three are Interim
Transformation Directors and their comments,
combined with those of a number of other
HR directors, provide an insight into their
experiences and why so many programmes fail.

lack of executive sponsorship

When transformation programmes fail, it is easy to
blame either the consulting firm or the Transformation
Director, who is often an interim. But is this really
right and what does the HR director and the rest of
the senior leadership team need to do to drive
successful change?

Although one of the challenges may be getting
the message across to employees, it is not always
the HR director who is best placed to do this.
A member of the executive team, ideally the
CEO, should sponsor the programme, setting
the tone for the transformation, while
confirming its legitimacy and importance.
All the experts agreed this is essential, with
Sinclair saying: “Appoint an executive sponsor,
ensure they are communicating with the business
about the transformation early on and creating
a vision of where you are trying to go.” In
different organisations the executive sponsor will
vary, but ensuring the programme is not seen as
ad-hoc and unsupported is vital to its success.

failure to resource
the programme effectively
ARTICLE BY ANDY MONTGOMERY, PARTNER - ETON BRIDGE PARTNERS
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One of the unintended consequences of the
recession was that many organisations became
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leaner and more agile in their operating
model, leaving many traditional change
agents without roles in the new organisation.
Knowing how to define, mobilise and then run
a complex project is a specialist skill and you
cannot do it smoothly and successfully with a
team of people who have never done
it before. Anderson says that sitting below the
executive sponsor, the ideal transformation

communications lead should not just be
tracking and informing on progress, but also
helping the CEO communicate the vision, and
then celebrating the small successes as they
occur. Being able to articulate and
communicate a vision at the beginning is
critical, but celebrating success along the way
keeps people engaged.
If those are among the reasons for failure,

GET THE BOARD ALIGNED AND SHAPING THE VISION FOR
THE BUSINESS MOVING FORWARD, THEN EMBED THIS
WITHIN THE ORGANISATION. HOWEVER MUCH YOU THINK
YOU HAVE COMMUNIC ATED, COMMUNIC ATE MORE

team will be a blend of: In situ permanent
employees who know the business and
understand the ‘status quo’. Specialist interim
contractors across multiple functions who have
successfully delivered similar transformations
previously such as the Transformation
Programme Director, PMO, Change and
Communications Lead, Finance Lead, and
Technology lead Consultants, either from
niche consultancy firms or with an interim
background, who can provide the blueprint for
design and advise on specialist areas such as
Business Architecture and Target Operating
Model design. As someone who spent over ten
years with one of the largest global
consultancies and has subsequently operated as
an interim for the past six, Anderson’s view is
founded on good experience from both sides.
This model utilises the specialist areas and
skills of consultancy with the “seen it, done it”
experience of an interim, who has delivered
similar projects previously. In addition, it
provides the critical business knowledge that
helps embed change and make it stick.

communication and engagement
Typically the biggest risk to the success of any
change programme, which again can come
down to the strength of the leadership, is that
people do not adapt and conform to the
change. Largely this doesn’t come from it
being a bad idea, but is because employees do
not understand the change and become fearful
of it. The majority of people are not afraid of
change, they are afraid of the unknown, which
is where good communication comes in. The

what should companies be doing differently to
enable success? Of course, there will be many
variables which will impact on a programme,
but in essence, the golden rules will be: Phase
the change in manageable pieces; a fully
fledged business transformation can be
overwhelming for employees. Warren says:
“If transformation is complex, then keep it
simple. Set milestones that achieve some of the
targeted benefits early. Forging milestones that
produce tangible benefits for customers and
colleagues will help those affected by future
parts of the change to see the benefits early on.
By planning for, and creating, short term wins,
you will increase buy-in to the change moving
forward.” When people realise that sustainable,
long term change takes time, urgency levels can
drop. Short term wins can maintain enthusiasm
for the change programme and ensure
a greater chance of longer term success by
keeping urgency levels high.

communicate, communicate,
communicate
Set a strategic goal and vision, and stick to it.
John P Cotter, the leading Professor in
Transformation at Harvard calls the early part
of this “forming a strategic alliance”.
Essentially, get the board aligned and shaping
the vision for the business moving forward,
then embed this within the organisation.
However much you think you have
communicated, communicate more. Taking
the business with you is the key to success,
while understanding its necessity and
importance will also help reduce the number

of passive aggressives and non-adopters of
change. Remove obstacles to success;
inevitably, all major change programmes will
involve conflict. Whilst this might be hard, as
part of the visionary strategy sometimes tough
decisions need to be made: blockers and
passive aggressives often need to have their
thinking challenged; if cost has to come out or
if disruptive changes need to be made, then
act early, so you can build positively for the
future. Doing this in the right way is key to
ensuring the engagement of those that
remain. Understanding that change is never
complete; to paraphrase Darwin, it is
evolution. Organisations need to change and
adapt to their surroundings and the wider
world. To ensure that they not just survive, but
continue to thrive.

compare the fortunes of two
multinational technology companies
Kodak and Apple. While Kodak thought
people would always want to print and
develop their pictures, failed to move with the
times, Apple is one of the most innovative
companies in the world, where change has
been ingrained into the culture as a way of
maintaining customer advantage.
Delivering change is always a step into the
unknown clouded with uncertainty and
danger. What becomes clear throughout these
conversations with experts is that the people
involved in transformation are vital to its
success. It would be easy, as someone
specialising in sourcing consultants and
interim managers who deliver large scale
change for a living, to say that they are the
answer. In actual fact, they are just part of
the solution. The leadership above the
Programme Director is just as critical,
regardless of the strengths of those leading
the transformation. A clear vision from the
top that is communicated downwards will help
shape the essential tone. The misapprehension
that utilising change agents and interims are
expensive is one often held. It is also why
so many programme leads are employed
to fix failing projects rather from the start.
Those who know how to mobilise a change
programme and, ultimately, execute it,
will save money by producing the end result
quicker and more effectively.
FOR FURTHER INFO
www.etonbridgepartners.com
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TO THE POINT

ARE WE JUST
TOO PC?
Whatever happened
to workplace banter?
Have we become so
clinical and sterile that
the slightest whiff of what
could be construed as
offensive sends everyone
rushing for cover under
the increasingly sensitive
shelter of political
correctness? Surely this
risks creating humourless
and anxious workplaces.
Article by Snéha Khilay,
Managing Director Blue Tulip Training

i

am increasingly
aware that many jokes
have a discriminatory element.
I have noticed more minority
ethnic comedians (male and
female) who make jokes
about themselves and their
background - often with an
exaggerated accent - to
emphasise their point. Is it
acceptable for the audience,
whether at a show or at work,
to ‘join in’ and/or approve
deprecating comments by
laughing at them? On the
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one hand, laughing at jokes
relating to racial characteristics,
when racism goes
unchallenged, maintains a
stereotype, thereby reinforcing
racism. But it could be argued
that by making us aware of our
prejudices, we are challenged
to change our views. There is a
very fine line between exploring
taboos and perpetuating
prejudices, which the best
comedians manage to walk.
What about a comedian or
a colleague sharing their
experience of racism/sexism
etc. by turning it into a joke?
This could be interpreted as
a coping mechanism – a way
of denying the pain/hurt or
asserting that 'I can rise above
this’, by choosing to laugh at
the foolishness of a comment
or act. What about jokes to
‘build rapport’ or ‘break
the ice’? I recently arrived
15 minutes late at a meeting,
as I’d gotten lost. One Director
made a stereotypical comment
about ‘women drivers’. Given
that this was my first meeting
with the individual concerned
I sensed that this was a - rather
clumsy - attempt to be friendly,
I didn’t challenge the comment
as it didn’t feel right to do so.
It would make it difficult to
build rapport. That said, I was
(uncomfortably) conscious that
my silence could be interpreted
as condoning his statement.
Over the years I seem to have
developed a ‘sliding scale’ so
that some comments - like
‘women drivers’ - are ‘towards
acceptable’ and not worth
challenging, whereas others,
like a warning bell, demand an
immediate response. Does this
mean that when a negative
comment, for instance about
women drivers, is made
repeatedly over time it
becomes acceptable? Further,
should colleagues and
managers, irrespective of the
nature of the joke, ‘humour’
or ‘challenge’ the comment?
What about when a person
apologises immediately after

making the joke that has
a discriminatory undertone?
Some managers have told me
it leaves them with a dilemma
whether they should take any
further action in such cases.
There is a time and place for
satire - the therapeutic value
of humour has long been
recognised, and humour helps
people to bond, especially
when dealing with difficult
situations. However whether
or not you find a joke funny,
because at the most basic
level jokes are personal, your
reaction is ‘correct’. You either
laugh or you don’t. As they
say, one person’s sense of
humour is another’s insult.
The Roman thinker Cicero
thought jokes exhibiting
refinement and cleverness
could win over an audience.
But it’s easy to make the
mistake of being vulgar or
inappropriate when trying to
be funny. Jokes should come
from genuine respect of
different cultures, rather than
an intention to degrade
or humiliate.
A motivational speaker,
speaking in Japan, had his
speech translated as he spoke.
He told some elaborate jokes,
which he feared would not
translate well. To his delight
and surprise, the audience
laughed hysterically at every
joke. As he left, the speaker
congratulated the translator on
his brilliant rendering of subtle
English humour and asked:
“How did you manage to get
all those jokes?” “Oh, I didn’t
bother,” the translator replied.
“I just said, ‘he is making joke
now, please laugh’.”

FOR FURTHER INFO
www.bluetuliptraining.co.uk
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INTERVIEW
Sian Thomas, HR Director Sunseeker International.

SUCCESSION
PLANNING
In the olden days, employees
stayed for years and the
career ladder represented a
slow progression up the
rungs... not anymore.

HR AND
GLOBALISATION
For HR, meeting the
resourcing needs of a
business in the throes of
globalisation represents the
most sophisticated, sensitive
and multi-faceted challenge.

OUTSOURCING CORE
HR FUNCTIONS
The days when HR was only
there to plant a size-ten boot
up the backside of those
exiting, and offer a box of
tissues when a relative dies is
a cliché from the dim and
distant memory.

GRADUATE
RECRUITMENT
You'd think grads would be
sending celebratory selfies to
all and sundry, what with the
economy on the up and jobs
aplenty, but more are ending
up as barristas than barristers.

Time for walkies...
Search Senior HR Jobs today

Search for your next senior HR role online:

www.thehrdirector.com/hrjobs
Follow our jobs only site on Twitter at:

www.twitter.com/senior_hr_jobs

DOWNLOAD OUR FREE APP
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THE BLOG

INTRODUCING THE BLOG
WELCOME TO THEHRBLOG FROM THEHRDIRECTOR, WHERE WE OFFER UP OPINIONS AND VIEWPOINTS
FROM THE VERY BEST BLOGGERS IN HR. HERE, WE SUMMARISE THREE OF THE BEST BLOGS FROM THIS
MONTH ON THE KEY ISSUES WHICH AFFECT OUR SENIOR HR READERSHIP. LET US KNOW IF YOU AGREE
OR DISAGREE WITH OUR GUEST BLOGGERS VIEWS, AS WE WANT TO HEAR FROM YOU.

H E L E N T R AC E Y

H E L E N A M E RY

DAV I D D ’ S O U Z A

Helen Tracey is a Human Resources Manager with
over 15 years’ experience in the public sector. A true
HR generalist, she has turned her hand to every aspect
of the profession, and has experienced just about
everything. Latterly Helen joined HR academia and
lectures at a top North East University, specialising in
employability and studying for a doctorate.

Helen Amery brings a breadth of HR expertise and
depth of curiosity, underpinned by her qualification as
a Chartered member of the CIPD. She’s also working
towards a Postgraduate Certificate in Business and
Personal Coaching. Helen has over 15 years’ experience
within HR and has recently left Boots to begin her own
freelance business.

David D’Souza is the CIPD regional Head of London,
who has gained a reputation in the sector as a speaker
and blogger on both HR and progressive business
practice, David has crowdsourced two books 'Humane,
Resourced', A Book Of Blogs' and the follow up
'This Time It's Personnel'. Both were #1 Bestselling
HR books on Amazon.

re-defining remote
working

self-analysis and new
beginnings

lucky or unlucky in
equality?

Is ‘Remote’ really the correct word to describe
working away from the office? That is the
question Helen Tracey discusses in this
insightful blog entry. Tracey uses an
anthropomorphic comparison between the
remote worker and the ‘TV remote control’,
highlighting comparable benefits and
shortcomings in a bid to destabilise the
glorification of remote working in search of
a more accurate analysis. Tracey challenges
the reader to understand remote working,
before simply jumping on the bandwagon,
and allowing flexible working to all employees
in the hope that it will work without problems.

Do you feel stuck? “Stuck in [your] same old
thinking habits. Stuck in the face of new
challenges. Stuck in [your] unhelpful thoughts
that hold [you] back”. Helen Amery has felt
like this recently, and in this personal blog
account she aims to offer a solution. Amery
focusses on the verbalisation of emotion,
confronting “who we really are, in our entirety
- flaws and all - and without judgement of
those flaws” in a nod toward Gestalt Theory
as a method to get oneself unstuck. After
a protracted recession, many people have been
treading water and failing to make any
progress in their career.

David D’Souza carefully and honestly
explores the nature of diversity and equality
in this balanced and level-headed piece.
D’Souza summarises his own ‘lucky’ life, free
from sexual, religious or cultural
discrimination whilst contrasting this with the
idealistic vision that to be ‘lucky’ or unlucky’
in equality should not come into question in
a truly equal society. In the thought provoking
blog, D’Souza suggests it is incumbent upon
those who live without struggle to influence
their own business environment to ensure the
existence of an unquestioned diversity, but
warns, ‘modern life is tricky’.
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tabs® - shifting your workforce the
smart way… with just a click
tabs® transforms the entire shift/job assignment process including:
timesheets, rostering, compliance, payroll and reporting. A live 24/7
technology platform, across multiple sites and locations with local,
regional and global workforce reach.

tabs® unique features:
Live geo located search
Live rostering & schedule view
24/7 issuing of shift requests
Live transport & route planner
Acceptance via smartphones
Manages payroll & invoicing data
Compliance document management
In-app compliance revalidation
AWR, WTR, holiday & sickness pay calculation
Automated timesheet sign-oﬀ
Comprehensive reporting tools
Social media integration

Call us on 0203 290 7757. For more information or
to demo our unique platform go to mytabsapp.com

#tabstastic

