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EDITOR’S WELCOME

In many ways, it is reassuring that People 
Management Industry Insight’s survey – What’s 
top of your HR agenda in 2017? – carried out in 
partnership with CoreHR, reports that change 

management (closely followed by recruitment and 
retention) is the primary cause of concern, and the 
biggest focus, of the year ahead. The pace of change 
has been accelerating in line with Moore’s Law, as 
technology rapidly reshapes the way we do business. 

It would be a troubling sign for any business to foresee things staying the 
same, or to believe change wasn’t a problem. What’s made change ever 
more pressing in 2017, however, is a macro environment that seems to defy 
all logic. The rumblings from Brexit leave huge question marks hanging 
over availability of talent and future revenue streams. 

The pronouncements of the US president have become so unpredictable 
that multinational businesses are preparing for the worst. Throw in 
the effects of everything from the apprenticeship levy to the axing of 
salary sacrifice and the stage is set for HR professionals to draw on their 
training and experience, to help mitigate the human aspects of change, 
and dig deep to find some answers to crucial questions about where 
the employees of tomorrow will come from and what sort of levers will 
motivate, compensate and retain them. Hopefully, some of those answers 
can be found in these pages – but there might be some more questions 
you’d never even thought of too.

Robert Jeffrey  
Editor, People Management
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HR now holds a stronger 
position in the boardroom 
as more and more 
organisations begin to 

understand the benefits of strategic 
HR thinking. However, the journey is 
far from over.  With almost 60% of 
respondents to the survey stating 
they had achieved their strategic 
goals in some areas, but not all, and 

only 8% achieving everything they set out to, what are   the 
common challenges which have been holding them back, 
and what can we do to fix them in 2017?

Change management was listed as a top priority. However, 
it should not just be HR’s responsibility – even though  
they are often the ones expected to drive it through  
single-handedly. It needs to be a top-down transformation 
that’s fully embraced by CEOs and the leadership team. 
Unless this commitment filters down through the ranks,  
it’s simply not going to work. 

Respondents also listed recruitment, onboarding and 
talent retention as big hurdles to overcome – the war for 
talent certainly got more competitive in 2016. Employees 
today have more power than ever before and HR needs  
to ensure they are engaging and nurturing their workforce 
in order to avoid losing them to competitors. 

Although employee engagement has been on the HR 
agenda for the past few years, it seems to be a nut that  
is very difficult to crack. It is a big challenge because there 

is so much to consider and no one-size-fits-all approach,  
but one way HR can achieve a boost is by ensuring  
they offer a seamless employee experience. The  
power now lies in the hands of employees so it’s all  
about cultivating a culture and an experience that 
encourages employees to want to stay with an 
organisation. An engaged workforce will also give you 
increased productivity but the real benefit is the human 
capital you will gain if you establish yourself as a great 
place to work.

Another issue which is hot on HR’s consideration list is 
an investment in Digital. It has already redefined the role 
of many HR professionals, who have gone from handling 
payroll and holiday queries to managing people analytics 
and strategy, and they are uniquely placed to create new 
digital ecosystems that utilise people, technology and 
processes. Data is key as analytics lets the modern  
HR department track trends and performance and use 
this information to make measurable strategic decisions. 
It is the thread that weaves recruitment, performance, 
engagement and talent management into a coherent 
business strategy.

With digital transformation on the agenda for the c-suite, 
it’s no surprise that 40% of respondents are looking to 
invest in new technology in 2017. The time is right for HR 
to really embrace digital as it strengthens its position in  
the business and the boardroom.

David Welch
Chief technology officer, CoreHR

PARTNER’S COMMENT



T
o say 2016 was eventful would be an 
understatement. Britain voting to  
leave the European Union in June, the 
US voting in a president better known 

for appearing on a reality show than leading 
a major economy, and certain well-known 
businessmen making headlines for mistreating 
workers or giving away their pensions.

For HR professionals, maintaining business 
as usual with so many external changes going 
on was sometimes challenging last year, as the 
results from People Management Industry 
Insight’s survey, in partnership with CoreHR, 
demonstrate. Only 9% of HR professionals 
felt they completely achieved their goals last 
year, while 58% had successes in some areas 
but not all. Slightly more than a quarter 
reported making “some progress”. Carole 
Gaskell, the founder of coaching and  
leadership company Full Potential Group, 
says: “2016 was a year when people took a  
step back and had to think strategically about 
where they could make a difference – perhaps  

looking at areas where engagement was 
patchy, where there were trouble spots.  
This year they will act on it.” 

Perhaps unsurprisingly, change management 
was the most frequently cited challenge  
last year, mentioned by 39% of survey  
respondents. Recruitment and onboarding 
came a close second, listed by 38%. But 
interestingly just 6% of respondents felt that 
the Brexit vote presented a challenge for 
HR professionals. Matt McIntyre, head of 
learning at OnTrack International, says that, 
in response to this external volatility, many 
clients are looking to build aspects of coping 
with change into learning and development 
programmes. “They’re looking to give people 
tools to help them cope with uncertainty  
and some are also linking this to wellbeing,  
ensuring employees feel balanced.” 

I
nvestment in new HR technology is  
also important for 40% of our survey  
respondents this year, with recruitment 
and payroll systems at the top of their wish 

lists. This comes in spite of the majority (56%  
saying it was not a priority to go digital in 
2016, and 47% claiming they won’t invest  
this year either. “Lack of commitment to  
digital could be a real issue,” says Mark  
Withers of Mightywaters Consulting.  

“Personal application of technology now 
exceeds organisations’ ability to deliver  
digital platforms in the workplace. Students  
coming out of university now only think  
in digital terms, so employers could be  
setting themselves up for issues with  
retention and engagement.” 

Given that priorities changed for two-thirds 
of respondents during the course of 2016,  
according to the survey, it’s not impossible 
digital investment plans could alter. But how 
is HR coping with the pace of change in the 
workplace? Almost 60% described it as “fast 
but manageable”, but 16% said it was too fast 
to keep up. Gaskell adds: “Adaptability is a 
huge common theme, both for developing 
leaders and instilling the skills in managers to 
help their own staff become more adaptable.” 
Becky Mossman, HR director at background 
screening company HireRight, relies on 
forward planning to help her organisation 
cope with potential future changes. “We 
are starting to look at how automation will 
impact the business, and areas we could 
potentially automate,” she explains. “We want 
to be able to attract and retain the best talent 
and reward them properly, and automation 
could make certain aspects of the business 
more cost-efficient.” And despite the initial 
shockwaves created by the UK’s vote to leave 
the EU – with threats of economic slowdown, 
job losses and limited access to talent from 
abroad – 60 % of HR professionals said they 
were not concerned the decision would lead 
to a talent crisis.  

More than half of those polled felt confident 
they would be able to find solutions to any 
issues thrown up by Brexit over time, and just 
less than a fifth “felt empowered to address 
tricky questions and make concrete decisions”. 
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THE LANDSCAPE OF HR
With 2016 noteworthy for many reasons, how did HR navigate the 
challenges and what’s on its agenda for the year ahead? By Jo Faragher

Yes, in some areas, 
but not quite

No, but we made 
some progress

Yes, completely

Don’t know

No, not at all

 “We are starting to look at..  

 how automation will impact.. 

 the business”..
BECKY MOSSMAN

 “Lack of commitment to digital...

 could be a.real issue”..
MARK WITHERS 

HAS YOUR HR TEAM ACHIEVED ITS STRATEGIC GOALS IN 2016?

58%

26%

9%

4%

3%



THE LANDSCAPE OF HR cont’d

W
ithers believes this year will bring 
a sharper focus on impact, rather 
than process, and the HR function 
will need to push itself out of its  

comfort zone. He says: “As the world changes 
in 2017 there is a backdrop of uncertainty, 
we’ll need to think beyond the traditional 
ways of looking at talent and how we  

select people. At the same time, there’s been  
a change in how people view the workplace  
and that means how we attract and  
retain good people becomes more  
challenging.” Withers predicts that HR  
will move further towards exploiting data 
analysis for strategic insights, using their  
discoveries to address “pinch points” in key 
areas such as recruitment. 

What is certain is that HR feels prepares for 
the road ahead. Almost eight out of 10 (79%) 
were optimistic about the challenges facing 
their team in the coming 12 months, and just 
12% were pessimistic. 

Change management and employee  
engagement are at the top of the agenda,  
so the goal will be to steer their organisations 
through what may be another turbulent year 
with a workforce that is stable and satisfied. 
 

THE CHALLENGES AND OPPORTUNITIES FOR HR IN 2017

“Adaptability is a huge...

 common theme, both.. 

 for.developing leaders.. 

 and managers”..
CAROLE GASKELL
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HAVE YOUR HR PRIORITIES CHANGED IN THE LAST YEAR?

Yes

No

Don’t know

WITH THE UNCERTAINTY ABOUT BREXIT DOES HR FEEL EMPOWERED TO 
MAKE DECISIONS AROUND PURCHASING, HIRING OR PLANNING?

Confident that they 
will find solutions 

over time

Able to address 
tricky questions and 

make decisions

Unsure of the best 
way to proceed

Don’t know

Optimistic

Pessimistic

Don’t know

ARE YOU OPTIMISTIC OR PESSIMISTIC ABOUT THE 
CHALLENGES FACING YOUR HR TEAM IN 2017?

65%

30%

5%

12%

20%

15%

12%

9%

79%

54%

79%
 

of respondents were  
optimistic about the  
challenges facing their team 
in the coming 12 months
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W
ith UK employment levels at a 
record high, it is more difficult 
than ever for employers to attract, 
recruit and retain the best talent. 

These concerns were high on survey  
participants’ list of challenges in 2016,  
and are set to remain priorities for the  
coming year too. 

Recruitment and onboarding was listed by 
38% of respondents as a standout challenge 
in last year, talent retention by 31%, and 
workforce planning by 22% – suggesting 
that three of the most common ‘pain points’ 
experienced by HR relate to hiring and  
keeping good people. This reflects a sea 
change in companies’ behaviour, according 
to Lisa Wormald, head of HR recruitment at 
Harvey Nash. “Companies are having to sell  
themselves more versus the arrogance  
employers used to have. The candidate has 
more power now and higher expectations,” 
she says. They’re also not prepared to be  
over-sold a role; they want a ‘warts and all’ 
view of an organisation so they can see  
where they can add value. She continues:  
“Candidates want to know what needs fixing, 
they want clients to be really honest about 
what needs to change.”

Hiring and attraction tools topped HR 
professionals’ wish lists in terms of what they 
were looking for in new HR systems. The  
survey revealed 18% of organisations think 
recruitment is one of the HR processes  
they may look to digitise this year, with a  
further 8% and 6% citing talent management 
and onboarding, respectively. Charles Hipps, 
CEO of recruitment software specialist 
WCN, believes there is a difficult balance  
to strike between making the experience  
personal for the candidate and ensuring 
the process is as swift as possible. “Speed is 

important,” he says. “Candidates expect to 
hear quickly but you need to balance this 
with engagement.” Even for those who don’t 
make the grade, organisations could include 
offering real-time feedback on performance 
in tests, or to match up their attributes with 
future roles at the company. 

When it comes to hiring new talent,  
most survey respondents said experience  
was the top attribute they looked for in  
candidates, closely followed by character  
type and personality. 

Recruitment experts suggest it will be the 
latter that gains importance in the coming 
year, however. “Companies want to look at 
people before they even formally apply, so 

we’re seeing them move a lot of candidate  
assessment online,” explains David Barrett, 
chief operating officer of testing company 
Cut-e. “On the one hand, candidates 
want tests to take less time, have fewer 
steps and get quick feedback, while clients 
want higher conversion rates and a better 
yield.” There’s also a feeling that hiring 
based on attitude and values rather than 
skills and experience can be a more flexi-
ble approach – allowing for a pipeline of 
home-grown talent in the long term. “If 
you identify people who are motivated by 
challenge and learning, that’s a win-win,” 
says Sally Henderson, a consultant at Full 
Potential Group. “They become more en-
gaged and you can give them transferable 
skills to address skills shortages.” 

WHY DO I WANT TO WORK FOR YOU?
With fierce competition for talent, we ask how organisations  
can recruit and retain the best. By Jo Faragher
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Employee
engagement

Change 
management

Retention

Performance 
management

Recruitment

Workforce 
planning

Learning and 
development

Senior 
management

Analytics/
strategy

Reward

Absence
management

Wellbeing

Brexit

Compliance

Diversity

WHAT DO YOU FORESEE TO BE YOUR BIGGEST CHALLENGES IN 2017?

30%

42%

39%

34%

16%

23%

20%

19%

12%

16%

15%

15%

4%

11%

 “The candidate has more power..

 now and.higher expectations”..
LISA WORMALD

4%
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WHY DO I WANT TO WORK FOR YOU? cont’d

One external development that could impact 
recruitment in the coming year is Brexit, 
although firm details on workers’ freedom of 
movement and migration requirements are 
yet to be revealed. Although almost 60% of 
respondents to the survey said they did not 
feel the process of leaving the EU would lead 
to a talent crisis, around 29% were worried 
that this would be the case. “There’s more job 
creation now than there has been before 2007 
and the lowest unemployment, yet [Brexit 
means] we’re going to have fewer new people 
going into the workforce every year – 80% of 
jobs were filled from outside the UK last year,” 
says Simon Conington, managing director of 
recruitment solutions company BPS World. 

At the same time, more workers are opting for 
portfolio careers or freelance work. Attracting 
and retaining talent in the ‘gig economy’ is 
a whole new challenge, according to Valerie 
Nichols, a consultant at learning company 
Hemsley Fraser. Offering short-term workers 
development opportunities is a great way to 
bring them into your organisation and buy 
into your brand, she says: “Contingent work-
ers value working for an organisation that 
provides them with a means to become more 
marketable.” Finally, a greater push towards 
transparency will continue to dominate. 

The influence of social media, where candi-
dates can make a bad interview  
experience go viral quickly, or the use of  
employee review sites such as Glassdoor, mean 
employers have to tell it like it is or risk losing 
people as quickly as they were hired. “People 
are looking for clarity of opportunity,” says  
Henderson. “If they don’t get that at the 
interview process or they get one impression 
and they start work and it’s not the same, then 
both the employee and the workplace suffer. 
Make sure the story you share is accurate.”  

WHY ONBOARDING IS MORE IMPORTANT THAN EVER 

With such fierce competition for the best talent, onboarding has become a real competitive 
differentiator for employers. Research from talent specialists Lumesse found that 22% 
of staff churn happens within a person’s first 45 days at the company, and 25% of people 
change jobs within 12 months. Rushing the recruitment process and not getting the right 
cultural fit is often behind this, but a thorough and personalised onboarding process can 
help to engage staff from day one. 

“Onboarding is definitely becoming more important as companies try to bridge the skills 
gap, and we’re also seeing more pre-boarding (engaging with candidates before they join),” 
explains Kate Heath, global head of RPO at Lumesse. This could be, for example, looking 
into candidates’ social media profiles to see whether they have family or other  
commitments outside of work that could be taken into account as they’re inducted  
into the business. 

Companies that use personality assessments in the hiring process can also use their 
findings to build a more personalised experience for their new starter. Heath adds: “Use 
personality assessments so you know not just someone’s competency for the job but also 
what the best onboarding process for them will be. Are they an introvert, for example?  
You can then tailor the induction process accordingly.” 

“Onboarding is becoming more..

 important as companies try to..

 bridge the skills gap”..
KATE HEATH

The world of work is changing – many more workers want and need the flexibility of 
working freelance or make the decision to go for portfolio careers
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H
ow can HR improve something it  
still doesn’t fully understand? This  
is the paradox that surrounds  
‘engagement’ – a term the profession 

fears the absence of, yet debates exactly 
what contributes to it. This is perhaps why it 
appears in the top three foreseeable challenges 
for 2017, according to 42% of respondents.

“For me, it’s definitely not about creating 
happiness,” says Jenny Perkins, head of 
engagement at leadership consultancy Cirrus. 
“People being happy doesn’t always take you 
to where your organisation needs to go, which 
is what I think engagement is all about – 
bringing people on a journey.” Contrast this 
with Emma Langford, people manager at 
catering firm Lexington – most of whose  
850 staff work off-site, with different clients: 
“We absolutely think of it as what drives 
happiness at work,” she says. “Engagement is 
everything from how we live our values, to 
rewarding for them, to having things like Lex 

Talk – our intranet where staff can share  
their stories.  
We actually collate our happiness scores 
– people are deemed happy if they score 
working for us more than an eight out of 10, 
and we can absolutely see a link between high 
happiness and high performance.”

In truth, these two visions are not a million 
miles apart – they both want to create an 
environment where people want to give  
discretionary effort. However, the lens 
through which they see engagement shows 
what a tricky topic it is, and why it’s tough 
to work out what actually makes the biggest 
difference to it. Everything from pay and 
rewards, to personal development, work-life 
balance and culture to the sense of mental and 
physical wellbeing a company provides are 
all associated with engagement, meaning it’s 
difficult to know where to start. “We’ve just 
introduced volunteering days because it’s what 
staff said they want to make them feel more 
engaged,” explains Alex Arundale, group HR 
director at software company, Advanced. 
“We’ve also created the ability for staff to buy 
holiday and have looked into talent mobility. 
Even here though, you can see these are three 

very different things, and while they work for 
us, they might not work for others.”

For some, engagement is very deliberately 
everything else that happens after the basics 
are put right – like pay and reward. “Perks, 
working conditions – these are the basic 
hygiene factors,” argues Perkins. “What  
companies need to encourage is a change of 
mindset – we call it the ‘Know, Think, Feel, 
Do’ journey, where we help move staff from 
knowing the business strategy, to feeling part 
of it. For us this means having leadership and 
line managers living our ideals, listening to 
staff and encouraging them to be part of that.”

A
t its simplest level, engagement 
arguably needs to be something that, 
as Arundale says, is “at the heart of 
everything we do”. While this might 

not be a detailed prescription of exactly what 
to do, it at least sets the right organisational 
tone, she argues. 

THE COMPLEXITIES OF ENGAGEMENT

The meaning of employee engagement is often debated, but what 
organisations do know is they want to improve it. By Peter Crush

“Engagement is all about..

 bringing people on a journey”..
JENNY PERKINS

“Engagement is at the heart..

 of everything we do”..
ALEX ARUNDALE

Having truly engaged staff is what every organisation strives for, so employees feel part of something good and actively want to ‘go the extra mile’ 
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THE COMPLEXITIES OF ENGAGEMENT cont’d

1MAKE IT ABOUT PURPOSE
If there’s one word you’ll hear more about this year, it’s 
purpose. “Engagement surveys give a temperature gauge 

of an organisation, but they don’t tell you what the problem is,” 
argues Kevin Murray, author of the recently published book 
‘People with Purpose’. “Purpose addresses the discretionary 
effort problem,” he says. “There is a high correlation 
between how people feel and how people 
perform. Creating purpose is about 
organisations communicating they are 
beyond just profit – that they have 
other reasons they exist – and that 
there is a purposeful culture that 
creates belonging.”

2HAVE A STRATEGY FOR 
THE BUSINESS AND THEN 
COMMUNICATE IT 

“You can’t create engagement 
without having a business plan 
that is shared among colleagues,” 
says Wendy Taylor, global HR director 
at Bibby Financial Services. “People 
are engaged when they understand the 
business and want to drive it forward. People 
need to ‘get’ what they’re involved in at the strategic 
level.” According to Taylor, this helps engender the ‘we’re all 
in it together feeling’. In 2015 the business redefined its business 
strategy, and part of this involved managers visiting every office 
worldwide to explain it at roadshows. She adds: “We measure 
engagement in terms of whether staff would recommend us and 
whether they plan to stay in the business in the next two years.”

3DON’T FORGET THE BASICS 
“Engagement can be over-intellectualised, but one of the 
first things we did after launching our engagement survey 

a year ago, was to focus on how good we can make people feel 
– and for us, it’s the small things that really matter to staff,” says 
Clare Martin, group HR director at Jardine Motors. “We’ve 

introduced milestone birthday cards and ‘sorry you’re leaving’ 
cards, and we are just trialling a new pay scheme which doesn’t 
rely quite so much on sales targets.” As the business is spread 
over more than 70 locations, it runs staff focus groups in order 
to capture employees’ views. “From this, we’re trialling better 
working patterns. Often, car salespeople can work six days a 

week, but we’re bringing in a more standard five-day 
week. While we’ll need more people to cover this, 

we know it’s what our employees want.”

4THINK ABOUT DIALOGUE
“Engagement is about 
dialogue,” says Harald 

Hinderer, VP of people at 
IT services firm, Red Hat. 
“Traditionally when companies 
think about improving engagement 
they think about improving 

communication – but it goes 
beyond that. Organisations need 

to create a space for dialogue. For 
example, when decisions need to be 

made, the debate should happen in 
the open, with employees’ participation 

requested, and everyone, regardless of job 
level, encouraged to share their ideas. This in itself 

will foster more dialogue across the whole organisation.” 

5 DON’T SEE IT AS SOMETHING YOU ‘DO’, AND THEN  
MOVE ON TO SOMETHING ELSE
Engagement isn’t a typical business programme, with 

a start and an end date, and it is essential organisations see 
it in this light, argues Lorraine Mills, head of consultancy at 
psychologists OPP. “Engagement is the way an organisation is 
run – the way it does business,” she says. “It is not possible to 
‘do’ engagement and then simply move on – it’s more akin to 
fitness, something that requires constant attention.” She adds: 
“Engagement is the outcome of an array of elements, with people 
doing roles and being involved in relationships that sustain them.”

FIVE TIPS FOR IMPROVING ENGAGEMENT
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CHANGE IS HARD… BUT IT DOESN’T HAVE TO BE
With change management often cited as a key organisational challenge, we take 
a look at how HR can help implement it more effectively. By Georgi Gyton

S
omewhere along the line, evolution 
didn’t quite get it right. In the early 
ages of man, our main concerns were 
about survival – ensuring we had 

enough food, water and shelter. And while 
humans have come a long way since the days 
of rubbing sticks together to make fire, the 
evolution of our brains has not kept up with 
the pace of change in our lives. Despite the 
vast number of technological breakthroughs 
that have radically altered how we live and 
work, the prospect of change – even by the 
smallest variable – can bring some people out 
in a cold sweat.

“If you look at it structurally, the network of 
the brain which is involved in noticing  
changes and deciding what to do – the  
prefrontal cortex – is one of the most  
energy demanding, easily tired and easily 
overwhelmed parts of the brain, so changing 
how we do even the simplest of tasks is a very 
complex process,” says Dr David Rock,  
director at the NeuroLeadership Institute. 
“This region is connected to every other part 
of the brain, and essentially works like a  
gating function, meaning everything slows 
down when you have to use it.”

This can, of course, be a problem for  
organisations, which, due to the fast-paced  
nature of business, need to change all the 
time, whether that is a department restructure 
or a new piece of software. It is perhaps  
unsurprising then that change management 
came out as the top challenge for HR in 2016, 
with 39% of respondents citing it among their 
top three standout challenges, and the same 

percentage predicting it would continue to  
be so in 2017. 

A
lison Carter, principal research fellow, 
Institute for Employment Studies, 
believes part of the problem is that 
organisations aren’t able to keep the 

momentum of change management  
programmes going. “Change is often seen  
as an initiative or series of programmes,  
which may or may not be connected to  
each other, and each one can often run out  
of momentum,” she says. This is something 
Andy Swann, a workplace consultant at  
BDG, agrees with. “Because many  
organisations still see projects as isolated 
schemes, they focus change management  
on information and training, rather than  
inspiration and connection,” he says. “Any 
change contributes to the future of an  
ever-evolving organisation – it’s part of a  
picture bigger than the project itself and 
needs to be approached that way.” He says  
the more connected people are to a change, 
the simpler it is to encourage positive  
adoption. Therefore he believes it’s important 
that organisations involve their employees  
in the process as early as possible, “because 
when people own a change, they engage 
positively with it”.

Mark Swain, head of the Henley Centre for 
HR Excellence and director of partnership, 
Henley Business School, says he believes 
organisations struggle to make the transition 
from managing a project to something more 
transformational. “To guide something  
much more fluid and organic is going to  
be difficult,” he says. People’s fear of the 

unknown is essentially a problem about 
visualisation, he adds, therefore it is  
important that senior leadership illustrate 
what the change will mean. For example,  
what the business is saving through the 
change, or what quality and service  
improvements will be occur as a result  
of it, so you can outweigh any resistance.
It is vital to have a strong vision for the  
change and why it’s better than the status  
quo, says Carter. “Why are we doing this?  
And is it being described in a way which  
connects with employees or stakeholders  
in an organisation? Ideally it needs to  
connect at quite an emotional level,”  
she explains.  

 “When people own change, they.. 

 engage positively with it”.. 
ANDY SWANN39%

 
of respondents cited change 
managment as a top three 
challenge for 2017

Human brains are constantly evolving to adapt to change but it’s still a struggle to do so quickly
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“I think a lot of management training about 
change is quite linear, whereas actually what 
connects people is the story about what the 
future would look like when the change is 
done. That is something people can relate to 
and rally behind,” she adds. It’s also important 
for organisations not to simply try and align 
changes with their current culture, in the 
hope of making them acceptable – “you’ve  
got to align it with the culture you want”.

Carter also believes organisations can do 
more to ready their employees for the next 
change. But is building agility in the  
workplace key to being able to handle change 
better? Swann says that until organisations 
recognise the world they operate in will never 
stand still, they will always see change in  
isolation. “We’re still in the early stages of  
organisations building flexibility and  
adaptability as a standard and there is a  
long way to go,” he says. “It’s not a case of  
completely changing an organisation’s  
structure to allow constant, natural evolution, 
it’s more a case of unleashing people through 
the flow of information up, down and around 

the organisation. It’s not so complicated and 
when this happens, change can be adopted 
much more easily.”Swann has five golden  
rules for companies undergoing a change 
management programme: 

1 Put people first 
2 Consider the impact 
3 Give everyone ownership of the change 
4 Communicate constantly and openly 
5 Think differently 

“An effective change management programme 
can be defined by one which results in positive 
adoption,” he says. “Every company is unique, 
like every individual within it, and every 
change will impact teams, groups or  
individuals in slightly different ways, so a 
change management programme needs to  
tell a story that provides tools for a smooth  
transition at all levels. The same overall 
principles can be applied, but they need to be 
accessible and allow everyone to explore and 
connect with change in their own context.”

M
att Jenkins, head of consulting 
at Footdown, says it’s important 
that organisations are aware that 
employees go through the change 

curve at different speeds. “Adjust your strategy 
so people are supported through change and 

communicate with them as much as possible,” 
he recommends. But make sure  
communicate doesn’t equate to ‘e-mail  
overload’, but a variety of formats, such as 
newsletter, events and team building sessions. 
“Just as important is the need to listen to  
staff needs and ‘pain points’. Too often  
communication is an outbound process  
and inbound communication is forgotten.  
Constructive discussion can truly trigger 
significant improvements for everyone.”

C
arter also believes it’s important to 
involve employees in the process. “It’s 
about it not just being top down – by 
engaging employees you make it  

bottom up as well. When you have change 
driven from the top that’s often where you 
get a lot of employee resistance, but if you 
have predominately employee driven change 
you risk not achieving the corporate  
objectives” she says. “It’s the space in the 
middle and how they connect that needs 
the careful handling. If you do both  
simultaneously, the change is also likely  
to happen more quickly.” And finally, make 
sure you capture the corporate learning 
from any change management programmes 
you have carried out, she says – what 
worked well and what didn’t – so the  
process can be improved for the next change. 

“You’ve got to align change.. 

 with the culture you want”.. 
ALISON CARTER

CHANGE IS HARD… BUT IT DOESN’T HAVE TO BE  cont’d

For change management to be successful, communication is key – this can take many different forms, including team building sessions with staff
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WHAT ARE THE BIG OPPORTUNITIES FOR HR IN 2017?
How can HR make a real difference this year? We asked a selection 
of industry professionals for their thoughts. By Georgi Gyton

DAVID D’SOUZA, HEAD OF LONDON AND HEAD OF ENGAGEMENT 
(BRANCHES), CIPD

“With change inevitably comes opportunity and there is little doubt that 2017 
will bring generous amounts of both. HR has an opportunity to be at the 

heart of debate and positive change – whilst challenging 
itself to be more evidence based and outcome focused. 

“My hope is for people to look back in years to come and 
see how the profession found ways to deliver for people 

and business together. For it to be a year of aspiration, 
influence and very concrete delivery. We are hugely relevant 

to some of the most pressing problems; we can prove that by 
providing enduring solutions.”

MERVYN DINNEN TALENT ACQUISITION STRATEGIST

“Forget skill shortages and retention concerns. Grasp 
the opportunity to rethink the way we attract, select, 
orientate and develop our people. Stop recruiting to 
checklists of previous duties and achievements – those 
matches rarely exist. Look for people with potential 

and a spirit of curiosity and flexibility, irrespective of their 
background and career trajectory. End the gladiatorial approach to the 
application and selection process and let people show what they can do.

“Also, create an employee experience people want to work in, that enables 
them to grow and reach their full potential, with continuous dialogue, agile 
goals, transparent management and recognition. Accept that everyone in 
our workforce is embracing and experiencing similar influences around 
technology, and cater for all expectations and preferences, in a way that is 
flexible, diverse and inclusive.” 

KATE GRIFFITHS-LAMBETH GROUP 
DIRECTOR OF HUMAN RESOURCES, 
CHARLES STANLEY

“There are lots of opportunities for HR to 
make a difference, both in organisations 
and for the people within them. Change 
is now a norm and HR needs to support it, 
enabling win-win outcomes for all. Expect 
uncertainties, whether that is as a result 
of Brexit, due to conflict between global 
vs local issues or changes in international 
politics, as they will impact on recruitment 

and talent retention 
in particular – both 
increasingly demanding 
areas. Therefore 
communication will  
be vital in order to  
keep people informed  
and motivated.

“In the UK, expect 
inflation and a lower 
Pound – this will help 

with exports but, in the short term, could 
put pressure on employees. We must be 
supportive, understanding and potentially 
more creative with reward and flexible 
working. For many, both Gender Pay Gap 
reporting and the Apprenticeship Levy 
will give HR an opportunity to shine, 
demonstrating our analytical skills, L&D 
credentials and ability to work with the  
top team to provide solutions and enhance 
the bottom line. 2017 should be the year 
when HR shows insight, retains humanity 
at its heart, and proves that it can sparkle 
and inspire.”

AMANDA ARROWSMITH INTERIM HR DIRECTOR

“HR needs to get ahead of the game on equality and diversity.  
It’s been nearly 40 years since the equal pay act and we’re still 
not there. With the unrest across Europe and the politics of hate 
globally it’s essential that HR stays at the forefront of the change 
and improvement and continues to make work a safe, welcoming 
and accepting place for all employees. We need to work with leaders, role  
models, managers, apprentices and all employees to foster places of work  
that are truly equal and push back against discrimination of all kinds.”
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NEIL MORRISON DIRECTOR, STRATEGY, CULTURE AND INNOVATION,  
PENGUIN RANDOM HOUSE UK 

“Perhaps the most stunning clarity that came from 2016 was the sense of disenfranchisement in large groups 
of society – their lack of trust and faith in the establishment. For years we’ve talked about diversity and 
inclusion, we’ve talked about trust, engagement and corporate responsibility. But if last 
year showed us anything, it was that rhetoric without meaningful action achieves nothing.  

“That’s the opportunity I see for the profession in 2017; to look at the messages of 2016 
and to address the root causes. We can start to tackle regional inequality, lack of trust in 
business, poor and unpredictable work practices. We can focus on being truly inclusive, 
challenging barriers to social mobility and inequality. And we can really start to make 
our workplaces safer, more welcoming and ultimately more human.”

PERRY TIMMS FOUNDER AND DIRECTOR, PTHR

“I feel HR excitement comes from adopting an innovative spirit. 
Why? Well, I think we’ve seen so many orthodox methods at work 
falling short, that we need a real ideas burst this year. The energy 

for that could also provide much-needed focus 
and sanctuary in a world of new turmoil and 
uncertainty. What HR can do better is design 
workplaces for human need. Not just process  
or business need. Humanity needs better work 
and the workplace being seen as a safe space  
to be right now.”

WHAT ARE THE MAIN OPPORTUNITIES FOR HR IN 2017? cont’d

TIM POINTER FOUNDER, STARBOARD THINKING

“Serial entrepreneur Peter Thiel famously advised 
AirBnb’s CEO, “Don’t F*** Up The Culture.” So, what 
must you celebrate and protect? Firstly establish 
when your organisation is at its best, understand 
why that is and then work to sustain this intentionally. 
Explore people analytics that identify those key voices, 
both internally and externally, who shape results.

“Work with these influencers so that you build 
resolve, alignment, and shared 
achievement. Organisations have never 
been so transparent – so find your 
inspiration, bring the outside in and 
borrow with pride and purpose. And 
commit to learning with curiosity  
and openness in our compelling  
but uncertain times.”
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WANT TO KNOW MORE?

CoreHR enables organisations to manage their entire 
workforce throughout their journey within the business 
from “hiring to retiring”. This includes recruitment and 

onboarding, workforce management, talent management as well 
as payroll and compensation. 

This truly integrated solution allows organisations such as 
Cineworld and the University of Oxford to enhance all strategic 
and transactional HCM and Payroll processes, all on the one 
platform. Highly intuitive and easy-to-use technology will 
streamline procedures, improve efficiencies and ultimately 
reduce operational costs. And with a rapid deployment delivery 
model, customers won’t have to wait long before enjoying the 
benefits of smarter HR technology. 

Empower your global workforce with a mobile experience that 
enables them to simply manage their working life anytime, 
anywhere; from booking annual leave, viewing their payslips and 
managing expense claims, plus much more – transforming the 
way that you and your people work forever.

CONTACT US:

Tel: +353 (0)21 4947400
Email: sales@corehr.com

www.corehr.com


