Caroline Nugent, l

incoming PPMA

President, promises

a challenging but

rewarding year for the
ector

am so proud to be serving as
PPMA  President 2017/18. |
have spent my whole career in
public service, starting as an
apprentice and working my way up
to HRD in fabulous organisations.

At the start of my career, | never
imagined that | would one day be
President of a national organisation
representing so many talented
professionals in the UK. lalso could
never have predicted the amount of
change that has happened in public
service and society as a whole.

The world is so different now
and sometimes it's hard to grasp
how much has changed even over
the last five years. What hasn't
changed is my belief that HR and
OD colleagues are an incredibly
powerful force within organisations.
| salute all of the efforts that our
members put in day in and day out
for their organisations. We know
we are often the service in every
organisation whether private or
public who people moan about -
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but that's because we challenge the
status quo.

You don't come into HR/OD if you
are faint hearted. This year we will
need all of our heart, our common
sense and our years of knowledge,
experience and resilience to support
some profound national changes.
Brexit is going to affect the public
service workforce in multiple ways
- likely some of which we haven't
yet grasped - and the impact
may be huge for service delivery.
Other legislation, such as the new
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apprentice levy, IR35 rules, and the
likely cost increase involved and the
constant competition for resources
along with the restrictions in the Exit
Cap is going to really challenge us.
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continue our lobbying efforts to
make sure government policy is
better informed by understanding
the implications that policy ideas
can have on our workforces - public

This year we will need all of our heart, our common
sense and our years of knowledge, experience and
resilience to support some profound national changes

I will be spending my year on a
number of areas that are close
to my heart, but also to PPMA as
a whole. | will be working with
board colleagues and other key
stakeholders to further increase
our national profile. We are open
to membership across the whole
of public and third sector and as
we work more closely together we
need to make sure we reflect all the
views of those in public services.

We also recognise the valuable
role of independent consultants
and sister associations, such as
the Association of Directors of
Adult Social Services. | will also

(O]

sector is not all the same.

An area particularly close to my
heart is the ongoing development of
our current and future HR and OD
colleagues - and of those people in
our organisations who have specific
responsibility for leading and
managing teams. I'm also a proud
member of the CIPD, the SOLACE
Women's  Leadership  network
and Diversity UK and want to look
at how we increase our offerings
to all. Our new PPMA Apprentice
of the Year, Matthew Wallis, has
some great ideas on diversity in
apprenticeships we will be looking
at through my presidency.

APRIL 2017

My own experience working as
an apprentice (my daughter is
also a HR apprentice in Central
Government so | must be doing
something right in encouraging our
next generation!] and undertaking
my professional qualifications and
graduate study has instilled in me a
lifelong passion for learning.

I'm very committed to supporting
the development of apprentices
and making sure that across
our profession we have the next
generations of President, Vice
President and Regional Chairs
already being developed. So watch
out — we need you and we are after
you.

The trust that you have placed in
me inspires and humbles me. Being
your President is such a privilege
and professional honour. | look
forward to serving the organisation.
You can contact me on president(d
ppma.org.uk - please keep in
touch; I'm always keen to hear
from you.
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he start of the Annual PPMA
conference is always an
important event. It marks the
passing of one presidential

term to another and with it comes
the opportunity for the new
President to bring his or her
particular interests and, of
course, style.

There are many positives to this -
we thrive on diversity and different
experience and ideas. However,
when Karen and | agreed to take
on a joint Vice Presidential term we
thought long and hard about how
we could use that to really advance
PPMA.

Our view was that we would adopt

a common conference agenda over
both of our presidential terms. We
are yet again in a period of enormous
change and challenge. Day to
day business as usual for HR/OD
colleagues is unrecognisable to that
of even five years ago for many of
us. in the year of Brexit, Apprentice
Levy, IR35, further crisis in social
care budgets, we are not going to be
bored... Further budgetary pressure
is likely across public services - that
isn't easy when we are delivering vital
services. But it is our new normal.
Constant  change also  brings
inevitable pressure to prove ‘value for
money” and to come up with new and
innovative ways of working.

Having a common agenda gives
us an opportunity to both examine
the issues in depth but also to see
how things have changed during

it's

nod to talk

Caroline Nugent and Karen Grave look forward to this week's annual seminar

our terms. That will help us really
define what best practice is in HR
and OD and ensure we promote that.
It should also minimise the likelihood
of reinventing wheels and flitting
from buzz word to buzz word.

What's also really important in our
conference agenda is the emphasis
we put on understanding our
business. For us to be really effective
business partners, we really need to
understand what our organisations
need from us and their drivers. HR
and OD are often much closer to the
heartbeat of organisations than is
realised but we've brought together
some really senior non-HR leaders
to talk to us about their expectations
and challenge our thinking. There is
no room for complacency.

We will also focus on the key
HR/OD professional thinking and

practice that will help us get through
uncertain times. Ironically the VUCA
world has just become the new
normal for many of us, but we need
to understand how we can support
our workforces in times of change
and still keep them engaged, with
high productivity and commitment.

2017 sees us return to a much
loved venue in Bristol and the site of
previously successful conferences.
We are so looking forward to the
two days - the agenda is absolutely
jam packed and once again we
are supported by very committed
sponsors and great speakers.

Next year we will follow the same
agenda, but we recognise there may
be an ‘unknown’ that will need to be
addressed in 2018. We'll adjust as we
need to, but we have huge confidence
that our agenda will stand the test of

time. The exciting news about next
year is that for the first time we will be
holding our conference in Newcastle-
Gateshead. There is some excellent
work in this fantastic region.

All our feedback suggests that
this period of relative continuity will
benefit the PPMA. We will bring our
own flavour, but we will work closely
with our board colleagues, members,
sponsors and employers to make
sure we deliver the best professional
development event we can and to
ensure the PPMA is the body we turn
to in future.

We are absolutely confident that
our annual two day conference
is the best value for money event
available to public service HR and
0D professional across all public
services. We look forward to seeing
you there.

Your Perfect Ta\ent

Assessment

6 Penna

Finding the right people for your organisation can be a challenge. While some
candidates have great experience, they don’t always fit in with your culture.

Our in-house team of Occupational Psychologists can help you in developing
a suite of bespoke assessment tools which are engaging and interactive
therefore ensuring that we select the best people for you.

For more information, please contact Rosemary Kellsall on 07887 832256
or email rosemary.kellsall@penna.com.




pioneering Greater

Manchester HR Shared

Service Centre (GMSS)

went into ‘live” operation
in March, providing HR and payroll
services to circa 20,000 employees
across two  public  sector
organisations.

In February 2016 Trafford Council
and Greater Manchester Police
jointly developed a business case
which reported significant benefits
for collaborating on the delivery of
a HR and payroll shared service.
Since that time, both organisations
have worked tirelessly behind the
scenes via a joint programme
structure and governance
to achieve the collaborative
ambitions, while keeping a focus
on the individual organisational
objectives.

The high level design that was
created was underpinned by a
number of joint strategic objectives
and deliverables:

m Joint partnership governance

m Co-location of operations within
Greater Manchester and fully
integrated teams

m A new, co-designed customer
service model

m Change management to support
the cultural changes required and
manage stakeholder expectations
m A joint vision for branding and
marketing that is aligned to
individual organisational objectives

With a combined workforce of
more than 20 thousand employees,
officers and volunteers the aim

We're open for business

A pioneering partnership between Trafford Council and Greater Manchester Police
opened its doors in March, as Jacqui Buckley explains
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was to deliver a model for first-
class, integrated HR transactional
and payroll service that s
confident in its expert knowledge
of each staff member, delivers
economies of scale and improves
service quality through enhanced
technology. A new customer
service model has been designed
which is aligned to industry best
practice and effectively manages
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Jacqui Buckley [fifth across) and the leaders at the Service Agreement signing

all HR demands across GMP and
Trafford organisations through a
clearly defined, tiered model.

In previous partnerships, many
organisations  had  dedicated
resources that would deliver
on behalf of their respective
organisations, in this instance
the programme resources
were working across specified
work streams on behalf of

both  organisations using a
shared programme governance
framework, this has  been
challenging in some respects as
both organisations are culturally
very different. The programme
team supported by the leadership
team have overcome these
challenges through strong
governance and genuine passion
and commitment to deliver a
sustainable partnership.

The service is designed to
have the ability, resilience and
experience to support a wide range
of public sector bodies regardless

The service is designed to
have the ability, resilience
and experience to support
a wide range of public
sector bodies regardless
of their originating
organisation

of their originating organisation.
It is the first collaboration of its
kind in the region and has the
potential to define the next phase

of transformational change in
the North West by becoming the

public sector blueprint for shared
services.

The partnership is on track to
achieve £2.8m in savings (up to
2021) and further savings have
been proposed predicated on
the rollout of further process
efficiencies and deployment of
technology. In addition to the
financial savings, the partnership
recognises the importance of the
Greater Manchester devolution
agenda and the commitment to
investment in local employment
and services which can be clearly
evidenced through this new
service.

During its first couple of
weeks of operation the service
is reporting high demand levels
including circa 300 direct calls,
400 online queries, and 200-300
transactions per day.

Leaders of the new service have

jointly said: ‘As part of the reform
for public services, agencies
across Greater Manchester are
embracing new ways of working.
This new service is an example
of how we can effectively pool
resources to provide a better
service to our staff and the public.
It is a common sense move,
highlighting how far Greater
Manchester has come in building
a strong foundation of working
together’.
Jacqui Buckley is Head of Greater
Manchester  Shared  Service
at Trafford Council & Greater
Manchester Police

Tom Beaumont is Senior
Consultant, Financial Wellbeing

large proportion of

the population are

financially exposed. The

lack of longer-term
financial resilience built into UK
households and static earnings
leaves them poorly prepared for
the future.

One of the key aspects when
managing day-to-day finances is
knowing what money is coming
in, and what money is due to
go out. For those employees
with a consistent income and
expenditure this can be relatively
straightforward - but with one
third of those surveyed in the
Government and local authority
sectors having an income
that fluctuates each month,
managing day-to-day finances
can be a real challenge.

One other key challenge for the
UK is financial exclusion - those
who are financially excluded
are unable to access goods and
services with convenience and
at a cost that is reasonable, and
those who are included are able
to do so with ease.

UK workers can be financially
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The Wellnhess test

Tom Beaumont of Neyber outlines the importance of employee financial wellbeing

excluded for any number of
reasons ranging from physical
access and transportation,
cost prohibitive products,
regional differences and
non-UK nationals as a
few examples.
The impacts of
financial worries
can be widespread
and can affect the
individual both
physically and
mentally. It can also
affect behaviour,
relationships, and
their ability to perform
normal day-to-day tasks
including those required
for the job.
Organisations often
think about turnover and
sickness rates - also known as
absenteeism. It's also worth
thinking about those employees
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that do
show up for work everyday but
who aren’t focused and could be
disruptive both to themselves
and to others - presenteesim.
These employees show up to
earn their salary because they
can't afford not too, but they
are not in the right frame of
mind to carry out their duties.
Presenteesim can have some
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very serious consequences
- think health and safety,
think about those
dealing with client
money or legal
matters, or those
in healthcare
professions
- alack of
concentration
can be
significant.
So should
financial
wellbeing be
on the priority
list of HR?

The answer is
definitely yes.
Most organisations
are concerned with
job performance,
maximising productivity
and cost-effective business
models - all three of these can
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be affected by poorly performing
staff.

There are a number of things
employers can do which can be
summarised very simply:

1) Education and awareness are
key - making sure employees
understand the options available
to them so they can make smart
well-informed decisions.

2) Remove the financial
capability stigma - it's ok to talk
to people and ask for help if you
are struggling.

3) Communication - open
honest communities within

the workplace where people

can learn from others and can
take responsibility for their own
situation.

If you would like to explore
these findings and many others
in more detail, you can register
to receive a copy of our DNA of
Wellbeing 2017 report due out in
May via hello@neyber.co.uk.

Do come and say #Hello at
the PPMA Annual Seminar this
week or contact tom.beaumont(@
neyber.co.uk to find out how
we are helping innovative
organisations such as Thurrock
Council

§
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There is no doubt that one of the
themes for HR professionals

at the PPMA Conference this
year will be how we influence
workforces that we don’t
directly manage; or how

we transfer workforces to
alternative operating models;
or how we deliver better
outcomes for citizens with
reducing cash; or how we build
governance in arms-length or
partner organisations to satisfy
the council while encouraging
freedom to operate and return
of profit.

Indeed we wouldn’t mind
betting it’s probably one of the
biggest topics of conversation.
2016 and 2017 have presented
the biggest increase in new
operating models, new
organisations, new boards, new
freedoms and ultimately new
talent challenges; so we're not
surprised there’s lots to talk
about.

For many, this changing
organisational and operational
landscape has presented
immediate opportunity, the
freedom to operate outside of
the public sector constraints,
perhaps in a Teckal, social
enterprise or mutual model
mean that terms, conditions,
reward, culture, engagement
strategy, leadership qualities,
behaviours and values can be

The value, price
and opportunities

of freedom

Garfield Cameron and Julie Towers of Penna outline the
changing organisational landscape for public services

and its impact on talent, culture and outcomes

revisited and anchored in the
new rather than the old; and also
anchored in the commercial and
entrepreneurial with pace and
personality. That’s not to say the
public sector bodies themselves
can’t do the same, but there’s
something very empowering

Vi :
Julie Towers is Managing Director
at Penna Recruitment Solutions

about a new organisation and the
blank canvas and opportunity to
reimagine the people strategy
from top to bottom is hugely
exciting.

This race to generate revenue,
trade, partner, share and change
governance in order to create the

Garfield Cameron is Lead Consultant
at Penna for public sector arms-
length and trading organisations

freedom to return profits to the
public purse and square the circle
of declining funding is upon us;
and if it's not happening to you,
ask why not, or go and start the
revolution in your place.

We’ve been privileged to work
with some of the most established
and newest trading organisations
and the breadth of thinking and
creative innovation is stunning;
with new boards needing a range
of different and challengingly
commercial chair’s and non-
executive directors; and new top
structures needing very different
CEOs and MDs, the talent pool
has to be widened and the talent
attraction strategies changed to

reach out to a very different
and highly passive candidate
audience.

We're advising clients to think
again, and think differently when
it comes to the recruitment
process too. If you genuinely

We see apprenticeships
as a progression route
into jobs we still need in
the future rather than a
training scheme

want private sector candidates
then you will have to forget the
formal processes until you have
a good field; and you must get
your remuneration and reward
strategy clear in terms of basic,
bonus and benefits - many
candidates will be getting higher
basics, better bonuses and a
range of benefits that just don’t
exist in the public sector; but
might need to in these arms-
length organisations; and if
they’re truly arms-length then
they have the flexibility to do

so, but often the Member and
Officer views on them are the
deterrent.

It's time to think different,
it'’s time to do things differently
and if we remember why we're
doing it - to deliver revenues
back to authorities that so need
it, then we’ll get it right.

copies printed and
delivered each week

Pass-on
readership of
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46,000

individual local
government entries in
Municipal Year Book
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The MJ’s unique cross-platform
capability blends print, data, digital,
research and events, enabling
trusted, comprehensive and
effective access to the people who
are really shaping local government.

REACH FURTHER

PRINT = DIGITAL = DATA = RESEARCH = EVENTS

Why look anywhere else?
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Now close to its fifth yearly cohort,
PPMA and Penna look at the ‘Peer
into the Future” programme for
current HRD's and aspiring talent
and reflect on the success it has

achieved -

including uncovering

some potentially inspirational
future HR leaders. Yvonne

Skingle explains

here have been 70 Peers

so far, enjoying = six

modules involving  their

self-development and
some of the key challenges for the
sector - commercialism, OD and
transformation, social care and
health integration, trading arms
and new models of delivery and the
future of the public sector.

We have had the support of
Waitrose, Aldi, Toyota and Kier
Housing as we look at the different
ways of operating in a HR or OD
environment, as well as some
high-profile  chief  executives
and directors who have given
generously of their time to the
programme.

We hold a Peer alumni twice a
year so that the networking and
learning can continue - and again
some really greatinsightsinto cross
sectorial practice from high profile
speakers has been important to
maintain the momentum of the
challenge, building self-confidence
and looking at the bigger picture of
change for the sector.

This year we have also launched
‘Peer of the Year” to truly celebrate
the success of one of the peer’s in
their organisations or across the
public sector - the winner will be
announced at the PPMA Seminar
in Bristol as you read this.

It's so easy in HR (as with other
professions] to get into the weeds of
the transactions and operations -
employee relations, restructurings
etc - that you forget to think about
the bigger world out there. So

‘Peer’ is about the strategic role
HR and OD needs to play in the
sector and getting our future talent
in the right place. Peer of the Year
celebrates the ability to do this
and really make an impact in your
business.

That's enough from me - hear
it from some of the participants
who have made Peer a focus
for their personal development,
career journey and impact in their
businesses.

Sandra  Farquharson, newly
appointed interim Head of HR at
Bristol City Council: 'The Peerinto
the Future Programme provided
a unique opportunity to hear
the latest thinking in the public
and private sector. Visiting large
private sector organisations and
learning about the challenges and
successes of these companies,
provided valuable insight into HR
solutions that could also be used
within the public sector. It was a
great opportunity for networking
and sharing.’

Victoria Tricarico, Director of HR,

Yvonne Skingle is Directo-r at
Penna Executive Search and PPMA
National Policy Lead

Creative Education Trust: | was
extremely fortunate to be part of
the Peer programme while | was
head of People and Change at
Haringey Council. The programme
was a fantastic opportunity to learn
from some really inspirational
speakers about their leadership
experiences, as well as to network
with other HR professionals from
across a range of industries.’

‘Peer’ is about the
strategic role HR and
0D needs to play in the
sector and getting our
future talent in the right
place

Selena  Lansley, Head of
Workforce, LGA: ‘As a member of
the first cohort in 2013/14 | gave it
a five star rating. The development
opportunity came at the right
time having spent my first
year heading up the workforce
improvement programme and pay
framework for London Councils.
Four years on | reflect on the
value of the personal insights,
business knowledge, tools and
ideas, contacts and overall the
confidence to develop my own
leadership style. | am proud
to have been recently selected
to head up the LGA workforce
team supporting councils. | have
promoted and recommended the
programme to colleagues who
like me have put the learning into
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practice resulting in accelerated
career progression.’

Felicity Davies, HR Service Centre
Manager, Warwickshire CC: | am
on the current cohort of Peer into
the Future and | am finding this
really invaluable to me. It's great
to have some protected time away
from the office to focus on my
development and some thinking
space. All of the presenters have
been inspirational and have
absolutely captured my attention
with their “story”. It's really great
having successful HR leaders and
chief executives talking openly and
honestly about the challenges they
face in their roles and being able
to map some of their skills back
to the work we did about skills
and behaviours of a great leader.
The networking in the cohort is
also excellent, this has helped
me develop my network and the
engagement between the group
members is very good.’

Caroline Nugent, HR Director
OneSource and Incoming
President, PPMA: ‘| was lucky

to have the chance to attend
the very first cohort of Peer into
the Future. It allowed me the
“headspace” to get out of the day
job and look at what else was
going on. The fact that speakers
were prepared to give us real
situations they have had to handle
really allows you to understand
how complex a world we work in!
I have also been able to attend the
fascinating alumni events with
some top class speakers from

private, third and public sectors
which continue to make me think
and push for ideas. The fact | have
subsequently become a director
(and others have been promoted
since attending) is testament
to the opportunity of having the
high level strategic space. As
incoming President of the PPMA
| 'am committed to supporting the
programme and encouraging our
next leaders.’

Sue Evans, PPMA President:
‘Anyone aspiring to advance
their career to a senior role in
HR or anyone already in role but
looking to extend and develop
their strategic thinking and ideas
should really enrol in Peer into
the Future. it is a great opportunity
to network and to engage with
chief executives and experienced
HRDs around hot topics and future
thinking. The programme will give
you the strategic “headspace” to
really consider the future of HR,
the future of work and the future of
workforce across public services.
Above all, it will challenge you to
think about your role now and in
the future. With a broad range of
topics and a even broader range of
contributors this is the programme
that will give you the confidence to
lead HR”

The next cohort starts on
Thursday 21st of September
2017. To find out more about the
programme, please visit www.
ppma.org.uk/events/peer-into-
the-future-2016/2017 or email
peerintothefuturefdpenna.com
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