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Learning from the past as
we plan for the future
Karen Graves
explains why this
year’s conference
theme couldn’t be
more relevant to the
current, challenging
conditions in the UK
I had thought after the drama of the
B-word that things may quieten. I
had intended to talk in my conference
opener about our ﬁve-year planning
work that we have embarked on.
However, it is clearly the case that my
psychic skills are not what they could
be. We are now facing the C-word. In
the spirit of sharing, I’ve been using the
F-word pretty liberally these past few
weeks as we enter yet another turbulent
time.
In mid-February we celebrated our
Awards shortlisting at the Churchill
War Rooms and it is impossible
not to be affected by the historical
importance of events that happened
there. It was mesmerising to see the
old maps with coloured pins in. They
would have had to wait days or even
weeks, I suspect, to be able to plot the
movements of troops, both allied and
enemy.
The contrast between the pace of
today’s technology compared to then is
hard to envisage, never mind describe.
Technology in all its forms has such a
pervasive impact on all aspects of our
lives today. The debate about whether
that is good or bad rages on, with no
signs of an easy answer – or even
questions we can agree on.
And that is so very relevant to the
theme of our conference later this year
and our current challenges. We will
be examining ‘Tomorrow’s World:
Purposeful Work and Lives’. I’m
struck by how much our current global
challenges are mirroring our own in
public services. And it has had me
thinking more deeply about the issues
we face and the solutions we might
need to think about.
Ambiguity, chaos, challenge,
volatility – these have been our new
norm for years. As has how we tackle
inequity, inclusion, engagement
and leadership. I have written about
all these – and more – before and,
hopefully, I have brought some insight.
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I know the stories shared across our
professional community contribute
hugely to increased awareness.
It is my experience that in
unprecedented times we often yearn for
common and shared values. And it got
me thinking about JFK’s famous words
(right). This beautiful quote is taken
from his great speech about peace. He –
and his brother – were beautiful orators
and I recommend you go and listen.
As we face the challenge of
something we cannot see, we are
forced to think about what binds
us together. Great challenges don’t
discriminate in the very ways we often
do – even when we mean to do the
very opposite. COVID-19 cares nought
for our colour, our gender, our sexual
orientation, our religious belief and any
of our many differences. But it cares
very much about our health – and those
who are vulnerable are in greater peril.
So, our wellbeing is at the fore – in
all its forms and in ways we may not
have previously thought about. If there
was ever a time when JFK’s plea was
more relevant than now, I cannot think
of it. If ever there was a time when we
had to face unprecedented uncertainty
that those in the war rooms of the
1940s did, it is now. Truly, we breathe
the same air and we are all too mortal.
Not for the ﬁrst time, when the
excrement is hitting the fan, the focus
is on our institutions. One of the most
wonderful descriptions of public
services I have ever heard is that we
are social-purpose organisations. I

love that. It mirrors for me the best
of what JFK was referring to. We’re
about working together for a social
purpose. Sadly, we have seen over the
last years too many instances where
we have utterly failed. We have failed
colleagues, vulnerable children and
adults, and we have failed the highest
ideals that public services uphold.

choose to overcome our fears? Do we
choose to communicate responsibly?
Do we choose, in the face of all the
things that could usually beat us, to pull
together, stand ﬁrm and be beacons of
hope? We need to choose wisely. And
we need our sense of humour. I rarely
say funny things, so I amused myself
enormously when writing this article

‘For in the final analysis, our most basic common link,
is that we all inhabit this small planet, we all breathe
the same air, we all cherish our children’s futures, and
we are all mortal.’
John F Kennedy, Speech at The American University, Washington,
DC, June 10, 1963
But in crisis and emergency we see
the sheer nobility of public servants.
We see our politicians grappling with
decisions that will both save and cost
lives. Our extraordinary public health
colleagues have more than stepped
up to the plate, our civil servants are
embarking on yet more heroic efforts
to ensure stability, our local public
servants are also working on all things
contingency to ensure our schools,
our care homes, our public housing
tenants, and so on, are supported.
And, our NHS colleagues are up there
performing so extraordinarily, yet
again, to care for those in need.
There is much to be proud of in
these uncertain times. But we all
have clear-eyed choices to make, too.
Do we choose to stay calm? Do we

to joke with my Facebook friends that
if the next challenge is the diarrhoea
word, then we are truly screwed given
recent runs on toilet-roll stocks!
I would venture to suggest, too, that
in tough times our souls yearn for
compassion, love, peace, kindness,
stability, safety and hope.
Thankfully, from a professional
perspective, these qualities so often
dismissed as ‘soft’ – the subject
of self-help groups and hippie
communes – are more rooted in
demonstrable evidence. Later this
year we are going to spend time
looking at the hard and soft of theory,
human resources and organisational
development practice. This
supplement offers a taster of some of
our explorations.

You can read a beautiful
description of why the role of
compassion in the NHS has such
force from Professor Michael West.
This work has enormous relevance
right across public services and
I’m sure it will resonate with you,
too. Helena Clayton is doing some
very interesting work on love in
our workplaces, though not the sort
of love that usually violates a HR
policy... We’ve also got a fascinating
piece from Victoria Tomlinson on
how we should think about our older
colleagues and ensure we remember
and enable their skills, wisdom and
experience to be harnessed.
Our wonderful supplement sponsors
have written a fascinating article from
one of their Futurologists offering a
great glimpse into a future we can
co-create. We have also, in the spirit
of communicating responsibly and
clearly, shared some COVID-19
updates.
The human spirit is extraordinary,
resilient and powerful when harnessed
to a common purpose. We don’t know
what the next few months and years
will bring, but I choose to feel hope
and enormous gratitude for all of you.
Thank you for
all the work you
are doing, day
in and day out.
Karen Grave is
president of the
PPMA
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Speaking truth to power
Professor Megan Reitz discusses the idea of creating

working environments in which all members can speak
openly and freely

Recently, I was asked by a publicsector leadership team to help them
with developing a ‘speak up’ culture.
Such requests are becoming more and
more frequent as leaders increasingly
worry about being on the front page of
the newspapers for the wrong reasons,
and understand the need for innovation
emerging at all levels of the organisation.
It quickly became apparent to me that the
open secret circulating in the organisation
was that the leadership team were the epitome
of how to create a psychologically unsafe
environment for speaking up. Members
feared the chief executive’s responses when
they said anything deemed to be challenging,
negative or problematic. These responses
were explosive and often public.

All of us have habits when it
comes to what we say, what
we don’t and who we listen to
When asked: ‘What happens when you
speak up round here?’ The answer up
and down the hierarchy was: ‘You are
shamed, embarrassed and sometimes...you
disappear’.
In our research at Ashridge Executive
Education, Hult International Business
School, and with John Higgins, we have
found time and again that we try to ‘ﬁx’
the people who are silent rather than
focusing our energy on working with those
perceived as powerful, helping them to
listen up. Bravery and courage to speak up
are important – but impotent in the face of
‘scary’ people in positions of power who
are very often blind to how intimidating
they can be to others.
All of us have habits when it comes
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to what we say, what we don’t and who
we listen to. These habits have huge
consequences for us as individuals – they
determine whether we get promoted or not,
whether our relationships feel fulﬁlling or
not, whether we feel proud of the impact
we are having or not. Our teams and our
organisations also form habits – a culture
develops – which means some things are
talked about and some things aren’t, some
voices are heard and others are ignored.
These habits affect our communities and
society. Sometimes they cost lives.
At the PPMA conference later this year
I will be explaining the traps we often fall
into that keep us silent – or mean we aren’t
heard well when we do speak up. I will
also discuss the ‘listen up traps’ that get in
the way of us wisely and empathetically
inviting others to speak up.
We are circulating our survey to
attendees* and I will play back to the
audience how they perceive speaking and
listening up – who talks, who doesn’t, who
listens and who gets ignored. And if you,
like so many others, tend to fall into one or
two (or all) of the traps, I will offer some
advice about how to speak up and help
others to and, in doing so, help to develop
a more ethical, creative and fulﬁlling
workplace. Surely something that, when
we consider the theme of this conference
‘Tomorrow’s World: Purposeful Work and
Lives’, is critical.
Megan Reitz is a professor at Hult
Business School
*https://hultbusinessschool.eu.qualtrics.
com/jfe/form/SV_a9uXunK7VUx0Yst%20
(Links%20to%20an%20external%20site.
Use code 5299.

www.ppma.org.uk

Compassion – four components to
delivering more effective services
Karen Grave reflects on the powerful work that has been done promoting compassion in the NHS
Prof Michael West is a world class academic
and inﬂuencer and his work has had a
profoundly important impact in the NHS.
Michael’s work on compassion isn’t just
relevant to the NHS however. In thinking
about the qualities we would like to see
ﬂourish in our future work and lives, I can’t
think any of us would argue that we already
have enough.
While reading this NHS-focused article, bear
in mind that the term ‘NHS’ can simply be
replaced with ‘local public services’. We are
sure it will resonate very strongly:
‘The NHS was founded on the core value of
compassion and a commitment to providing
care for those who need it, regardless of status,
wealth, ethnicity, age, gender. All NHS staff
make the decision to dedicate a major part
of their precious lives to caring for others in
their communities. Their motivation and effort
will be at maximum therefore when they
work in organisations where the core value is
compassion.
‘Compassion has four components. It means
paying attention to the other person – listening
with fascination, coming to an understanding
of what is causing the other person difﬁculty or
pain or distress, having an empathic response,

an environment is created in which bullying
and ﬁnally taking thoughtful or intelligent
becomes dominant.’
action to help them.
According to the NHS national staff survey,
‘We therefore need leaders – as the carriers
approximately one in ﬁve NHS staff report
of culture – to embody compassion. We need
bullying and harassment by managers or
leaders who model compassion through
colleagues each year. The effects of being
their leadership. This means leaders paying
bullied (or perceiving that one is being bullied)
attention to those they lead (listening to
are seriously damaging to health and wellbeing.
them with fascination), arriving at a shared
Yet, in some trusts
understanding of the
reports of being bullied
work situations of
are higher than two in
those they lead, being
Approximately one in five
every ﬁve staff. What
empathic towards them,
NHS
staff
report
bullying
and
is to be done?
and constantly striving
harassment
by
managers
or
to take intelligent and
thoughtful action to
The broad-issue
colleagues each year
help them in their work.
approach
This is such a simple
By studying and
model but so powerful in practice and in its
nurturing organisational culture we ﬁnd
implications.
the solutions to bullying and harassment,
‘Leadership means not just individual
discrimination and work stress, and poor
leaders in organisations but the leadership in
quality care or lack of compassion. Focusing
the whole of the NHS. It includes the bodies
on bullying alone is dealing with one
and ministers that oversee the NHS – NHS
symptom of a deeper cultural malaise and
Improvement, CQC, Department of Health,
is unlikely to succeed. Attempts to eradicate
NHS England. If the way these agencies
bullying by introducing speciﬁc interventions
interact with the system is (or is perceived as)
have limited success.
directive, controlling, punitive, threatening
We need to take a broader perspective
or uncaring, then compassion dries up and
and nurture cultures in which bullying,

discrimination, stress and fear are minimised.
Every interaction by every individual in
every organisation shapes the culture of the
organisation – we are all responsible for
nurturing culture. Leaders inﬂuence culture,
culture shapes behaviour, behaviour affects
staff wellbeing and patient outcomes.
And staff wellbeing and patient outcomes
are inseparable. Where staff are bullied,
patients suffer also.
To create cultures of compassion, we need
more mature approaches to leadership, leaving
behind command and control, excessive
hierarchies and professional silos, which create
conditions for bullying and reduce compassion.
We need a collective approach to leadership
– leadership of all, by all, for all. We face a
choice in deciding whether to promote cultures
of compassion or cultures of bullying in our
workplaces. And each of us, through our every
interaction at work every day, makes a choice
as to which we are creating’
Food for thought for you? If so, you can
read more from Michael at the King’s Fund:
www.kingsfund.org.uk/about-us/whos-who/
michael-west.
Karen Grave is president of the PPMA
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You are only as old as you
It’s a common adage, but with work such a big part of our lives, it’s time to re-think
retirement and how the skills of older people can be used, says Victoria Tomlinson
l You are 60% more likely to be diagnosed with
a physical condition.
So, as we look further into the future,
‘retirement’ can span a period of 50 years and it is
reasonable to expect people to be diagnosed with
a physical condition as they age. But 40% being
more likely to suffer from clinical depression?
What we have seen is that retirement is a form
of bereavement. So much of our identity is tied up
in our work – it is often the ﬁrst question people
ask when they meet you: ‘What do you do?’
When you no longer have a job, people question
who they are – whether they have been a teacher,
refuse worker, carer, chief executive or planning
ofﬁcer.
To those who are working what feels like 24/7,
the idea of stopping and relaxing seems their idea
of heaven. But, as a former teacher commented:
‘A magical new chapter? They said retirement
was joyous – a time of endless coffee breaks,
leisure time to die for, A Place in the Sun and
endless lie-ins. How wrong could they have been.
‘I had been naive in thinking that giving up a
lifetime’s career and the camaraderie, structure,
self-esteem and purpose that came with it was
the right thing to do. Yes, the ﬁrst three months
I had basked in doing odd jobs, ﬁnally going to
the gym and being the envy of friends. But how
on earth was I going to spend the rest of my time,

particularly living alone?’ This person mentions
two really important points – camaraderie and
purpose, which are critical to a happy and long/
healthy life.
Research by Susan Pinker looked at factors
behind a long life. We do this as a group exercise
with people coming up to retirement and there
is usually a lot of debate around eating and
drinking too much and giving up smoking.
But when you say it is ‘social integration’ and
‘close relationships’ that matter more, they nod
their heads thoughtfully. When you have close
relationships and are a part of your community,
you also get a sense of purpose.

Affecting change

What can we do to change things? First, we
need to recognise that people aged 50 plus have
a wealth of experience to pass on to others –
whatever their job, whatever their lives. They have
a master’s degree in Life.
We have been getting an experienced
generation to mentor tech entrepreneurs and it
has been a real ‘wow!’ One mentee, who had
worked in the NHS, said: ‘I was hesitant – I
know very little about tech.’
But then she started listening to an
entrepreneur’s challenges and it was all
about how could he change the culture of his

business, which was home ground for her.
And what do the entrepreneurs think? One
said: ‘It was so nice to talk to people who had no
agenda, but just wanted to help me. I could be
honest and talk things through openly.’
The challenge for those working in the public
sector is – how do we tap into these skills?
Many need to earn money after they ‘retire’
– organisations such as B&Q and Booths have
made a feature of employing older people. This
needs to be more widespread. But we also need to
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Where did the concept of ‘retirement’ come
from and what was it based on? And is it time to
rethink the whole issue of age and what we expect
from our latter years?
This is an important issue for those working
in the public sector. We know we are not using
the skills and experience of people aged 50
plus – either before they leave the workplace or
afterwards, when they are retired.
The point struck home recently when there
were just seven candidates left in the US
presidential election – and six of these were
over-70. Clearly, it is now acceptable for
a septuagenarian to run the world’s largest
superpower despite most organisations expecting
people to ﬁnish working before they are 70.
Something doesn’t match here.
It is no longer unusual to live to 100-years-old
and, as a nation, we are generally pretty ﬁt and
healthy when we retire. When I am working with
this experienced generation, I point out that we
could be ‘retired’ for longer than we worked. That
is a wake-up call to think hard about what we
want out of these later years.
Research from the Institute of Economic Affairs
shows the impact of retirement on physical and
mental health:
l You are 40% more likely to suffer from clinical
depression;
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see how we use the experienced generation’s skills
to mentor and guide others – intergenerational
working is joyous when it works.
Making the most of this generation will be a
real win-win – for the Government, employers,
the retirees and young people. Human resources
and organisational development colleagues have a
critical role in creating that win-win.
Victoria Tomlinson is Chief Executive at
NextUp

The recipe for work success
What’s love got to do with it when it comes to work? Quite a lot, as Helena Clayton explains
In thinking about what we want our future
workforces to look like, we can take heart
from important research that shows more love
in our organisations would be good for people
and performance, but it is problematic. So,
how can HR and organisational development
(OD) contribute to developing more loving
cultures in public service?
In my leadership and OD work, and as a
consultant and coach, I see burnout, anxiety
and depression, stress and mental health issues
increasing as a result of the relentless drive for
efﬁciency and constant organisational change.
I also see a lot of fear and people who are just
about keeping a lid on things.
It seems timely and urgent to seek ways to
counterbalance this. Maybe it’s time to make the
bold claim that what could help here is love?
But what do we mean by that? Can we
separate love from its over-connection with
religion, romance and sex, and ﬁnd a new
ways of seeing and talking about love, so that
it can be a robust and pragmatic source of
support for us as we navigate tough times in
our organisations and beyond?
From a pilot research study into love in
leadership that I conducted with 76 people,
there were several themes worth exploring for
HR and OD practitioners and people managers.

Love does matter in organisations

Love matters. Respondents said ‘humans work
best in a loving environment – love is a core
human need’ and that ‘if love is important in
life, why wouldn’t it also be important in the
workplace’.
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Love helped them to feel safe, and this
meant they could take more risks. Connections
with other people would be much stronger
and more open. They also felt that we needed
love to help us ‘counterbalance the Victorian
work approach of making money, the focus
on processes and systems and the scientiﬁc
underpinning of work that requires us to be
emotionless’.
What could be possible in your organisation
if there was more love?

When asked what was
meant by love, ‘care’ was the
word used most often by
respondents
Love is problematic

Some respondents found love uncomfortable or
very uncomfortable to talk about at work. With
its connotations of either romance or religion,
it might be understandable to some extent. But
that’s not what people were uncomfortable
about. Instead they felt talking about love
‘would make me appear weak because
generally love is perceived as weakness and
weakness doesn’t belong in the workplace’.
It felt ‘ﬂaky and unprofessional’ and
‘too personal and to be acceptable in the
workplace’. People felt that ‘others will be
dismissive’ and ‘the place for love is ﬁrmly at
home and not work’.
What do you see as blocks to love – for
yourself and in our organisational system?
And in our society?

We deﬁne love as…

When asked what was meant by love, ‘care’
was the word used most often by respondents.
‘Listening’ came a close second with the
ability and willingness to put aside your own
stuff to give undivided attention and the gift
of being heard. This isn’t leadership as a
performance art, but as genuine interest in
others.
Then came ‘empathy’ and ‘compassion’,
and the ability to see something through
someone else’s eyes and experiences. Even
‘hyper empathy’, for one respondent. There
was also a theme of setting high standards –
holding ‘yourself accountable ﬁrst’ and also
holding high expectations of others. This
required having the courage to hold them
to the standards set, and having the difﬁcult
conversations when necessary.
This is the part of love that says no,
holds boundaries and is clear, direct and
challenging.
Finally, there was a cluster of words or
phrases that equated to really seeing and
accepting people for who they are, warts and
all, no matter what.
There is much to think about for HR and OD
practitioners in applying this work in public
services. Nothing that matters ever comes
easy, so there’s no time like the present to start
looking at this more, especially when we want
to make futures that are more purposeful for
all of us.
Helena Clayton is a leadership development
consultant and coach
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There’s no time
for fear and panic
Jim McManus offers some words of encouragement and
advice during the developing coronavirus situation

We are facing some momentous changes over
the next few weeks, possibly months. We are
also facing two epidemics in the UK. The ﬁrst is
COVID-19, and the second is fear and panic. And
it is entirely possible that the latter will hamper our
response to slow and delay the impact of the former.
The fact that it is difﬁcult to detect the signal of
the science and trustworthy advice when there
is so much noise from social media and other
media makes the job of leadership in these times
more complicated. The fact that the science has
changed, more than once, and abruptly changed (to
protect us) has also added to that complexity and
the need to explain that science well, clearly and
consistently to maintain trust. I do trust the science,
because I have read as much of it as I can. Were my
only sources the news media, I may have taken a
different view.
We will get through this with the right
combination of skills and tactics. First, listening
to the science, second making clear and calm
decisions in light of these and third, explaining to
everyone what they can do.
That’s where people managers come in. Not only
can you help prepare your workforces but you can
promote the vital prosocial behaviour we need to
get through the coming months. We are going to
need several sets of key psychological and people
skills in the next few months:
● The skills to communicate and engage people
well
● The skills to explain the rationale for actions and
decisions we make well
● The skills to keep people feeling resilient
● The skills to help people retain a strong sense of
purpose, even when they may worry about the
future
● The skills to promote behaviour which promotes
the common good, protects the vulnerable and
emphasises we are all in this together, at a time
when selﬁshness could take over, with disastrous
consequences for the weakest and poorest.
It’s important that public sector people managers
and leaders know the facts, both to combat the virus
and to combat the spread of fear and panic that goes
with it, as part of this strategy.
We are dealing with COVID-19, a coronavirus,
a virus from a family of viruses that causes illness
in humans of varying kinds. You can read more
here. The virus is likely to have jumped species
from an animal to a human (and to be honest unless
you’re involved in sequencing the genetic code to
make a vaccine or stop it happening again it’s pretty
irrelevant which animal species it jumped from). It
was ﬁrst notiﬁed on 31 December in China.
The virus has spread rapidly, largely by droplet
spread. Some 81% of us will get mild illness like
a bad ﬂu,14% of us more severe, 5% may need
hospital care and less than 2% will die. Most people
recover. But you don’t read about that in the media.
It’s new. And while there is some stuff we know,
there is still stuff we don’t. We don’t yet have
a vaccine. We don’t yet have antiviral drugs so
treatment is for the symptoms and problems caused
by the virus. And we can’t stop it altogether.
And some of us can’t work from home.
So what can we do to protect our workforces and
ourselves? Well, we do know from experience of
dealing with viruses like these and others that there
are things which really will slow the spread of it,
and this remains important for everyone, doubly
so for those who have to come to work. There are
things which disrupt the spread of the virus.
These are all about not allowing the virus a route
into your body or from one person to another. I call
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these the ‘six to ﬁx’:
1. First, washing your hands frequently and well for
at least 20 seconds with good technique (see box).
Before you leave for work, when you get to work,
before all breaks, before lunch, after lunch and
when you get home.
2. Not touching your face, eyes, nose or mouth so
you deny the virus a route into your body. A good
rule is ‘keep your hands below your shoulders
unless you’ve just washed them well’ if you ﬁnd the
‘don’t touch’ rule a challenge.
3. Staying a metre apart from people and not having
handshakes etc at meetings.
4. Coughing and sneezing into a tissue, binning
it and washing your hands (or coughing into the
crook of your elbow) so you deny drops from
coughs and sneezes a route onto your hands or
surfaces and then into the eyes, mouth and nose of
others.
5. Decent and frequent cleaning of surfaces people
touch frequently, with detergent – like lift buttons,
light switches, door handles and so on.
6. Self-isolating if you have a new continuous
cough and a fever so if you have the virus, you
don’t spread it. And if you have something else,
well, you won’t spread that either.
Hand sanitiser is a reasonable second best if
you don’t have soap and water. Making people
use it coming into meetings and public buildings
in addition to hand washing is an extra layer of
defence.
Why should we do this if it’s mild? Well, you do
this because although you may have mild disease
others may get it much worse (do you really want
something like ﬂu anyway?). You protect the
vulnerable. Doing so is an act of love and charity.
You may not get it badly, but what if someone you
loved did?
The Government’s actual strategy is, as I aluded
Where do I get more information?
www.nhs.uk.coronavirus
www.gov.uk/coronavirus
You can find videos on good technique here as well as
FAQs and other materials https://www.hertfordshire.gov.
uk/about-the-council/news/news-archive/coronavirusfrequently-asked-questions
Mental Health advice
https://www.mentalhealth.org.uk/publications/lookingafter-your-mental-health-during-coronavirus-outbreak
and https://www.mind.org.uk/information-support/
coronavirus-and-your-wellbeing/
Behavioural science Podcasts
Including self isolation https://beezeebodies.com/
professionals/real-world-behavioural-science-podcast/
Self isolation advice
https://www.nhs.uk/conditions/coronavirus-covid-19/selfisolation-advice/
Guidance on social distancing
https://www.gov.uk/government/publications/covid-19guidance-on-social-distancing-and-for-vulnerable-people
Guidance on staying at home with possible
infection
https://www.gov.uk/government/publications/covid-19stay-at-home-guidance
Guidance on mass gatherings
https://www.gov.uk/guidance/covid-19-guidance-formass-gatherings
The Psychology of Panic Buying
https://www.image.ie/life/psychology-behind-panicbuying-stop-184409

to above, surrounded by noise, myth and poor
reporting. The Government has recognised that we
cannot stop this virus. It has also recognised that
those who are older (over 60 or 70) and folk with
serious underlying health conditions like weakened
immunes systems, diabetes and lung disease will
have more severe disease. They have taken a very
precautionary approach to self isolation and social
distancing, which will have business continuity
implcations.
Our priority has to be to protect the vulnerable
from the worst consequences of disease. It is a
sign of a civilised society how well we take that
seriously. So we need to make sure that the NHS
capacity is kept for those who really need it.
Slowing the spread of the virus means we won’t
over-run NHS capacity, will end up with fewer
infections overall, and we won’t end up with
vulnerable people being unable to get the best care.
And it’s important then that those of us with mild
illness when and if we get COVID-19 look after
ourselves and each other as much as we can.
It’s also important that we choose the right
time to close companies, ofﬁces and businesses
too soon (schools were scheduled to close as this
supplement was going to press). And we don’t
let that up too soon or too quickly. Even if we are
bored and fed up. Why? Well, watch this simple
video – it explains it well https://www.youtube.
com/watch?v=nl6tTwxzCi8.
Never mind about herd immunity for now. And
never mind about some of the self-proclaimed
experts who claim they know best but don’t
produce any evidence for it. We will get through
this. The vast majority of us who get it will recover,
and if we take the steps described here the most
vulnerable who get it will be given the best chance
of recovery.
Nobody has stopped this virus. People have

slowed it down, but nobody has stopped it. It
is dangerous to make comparisons with other
countries because they test people at different rates
and stages and they responded at different stages.
The type of testing, reliability of tracing people
who’ve been in contact with infected people all
varies.
Timing of what we do is everything, and an
awful lot of what you have seen on social media is
misleading and inaccurate. Go into ‘lockdown’ too
soon, and when you all come back out, the virus
will spread again as the video above shows (this
was no ofﬁcicial lockdown as this supplement went
to press).

We will get through this with
the right combination of skills
and tactics
There are lots of experts claiming the
Government is wrong. But actually a lot of those
experts aren’t experts in communicable disease
control. While it might be fair comment that the
national strategy could be a little better explained,
having lots of people shout at Government that they
know better without producing detailed evidence
of that isn’t helping. The Government is going to
publish its modelling, which is sensible. It should
enable open, transparent and respectful discussion
of the science from all scientiﬁc disciplines and
experts of goodwill so we can all have conﬁdence
we have the best strategy for these times. But
shouting ‘I know best’ when none of us do just
drives fear. Equally, you need to prompt the
scientists in your organisation to explain the science
in the clearest terms possible.
So what are the key things for people managers to
do? Well, I think you have ﬁve priorities:
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Let’s spread something
a lot more positive

Karen Grave urges us all to display compassion, courage,
hope and love at this time of massive uncertainty

1. Slow the spread of the virus as much as possible
so you can keep essential services running – Get
folk doing the six to ﬁx and make sure you have
the equipment you need for services like personal
protective equipment for care services.
2. Help with business continuity so you can plan
for sickness absence. Government suggests up
to 80% of people may get it with 21% sickness
absence over a 16-week period. That modelling
will change as we know more. Speak to your
director of public health or planning group locally.
What are you doing about sickness reporting,
beneﬁts and also help for employees who may
be in ﬁnancial hardship? As it stands, you don’t
need to shut your business down or stop all
meetings. Many people are over-reacting. But
if we do go into a period of that, how would
you keep business going? And how will you
ensure meetings and events you do run are risk
assessed so the risk of the virus spreading in
them is reduced as much as possible? Are some
workforces like the ﬁre department so important
you need to go the extra mile to keep them
running? Time to speak to occupational health or
your director of public health.
3. Reassurance and resilience of employees and
others – there is no need to panic buy. There is
plenty of food and resources for everyone if we
just remember that we owe each other a care to
get through this calmly and rationally. And stamp
out our prejudice and hate.
4. Promoting the mental health of everyone while
we run through this crisis – especially frontline
workers and those dealing with peoples’ anger and
fear. A good resource on mental health in these
times; and a podcast on self-isolation coming out
shortly in the Behavioural Science and COVID19
podcast mini-series are both linked in the box
(left).
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5. Promote the care and love of the most
vulnerable – are we ensuring food banks have
enough to distribute so nobody goes hungry, are
volunteers able to check on the most vulnerable
and isolated? Can you befriend people by phone?
Actively challenge selﬁsh and panic behaviour
and panic buying. Can you create a pro-social
campaign to help others and channel energy and
anxiety into that?
Lastly, you could understand the dynamics of
how people behave in crises. They tend to behave
in ways which make sense to them because they
are responding to fear, and they often respond by
exerting control over the things they can control.
So panic buying, and those annoying folk nicking
hand sanitiser from wheverever they can ﬁnd it,
fall into that category. Understand the psychology
behind these, and especially create social norms
and other barriers to people behaving in ways that
are harmful.
And create space where people can grieve the
seismic changes to our lives that we will need to
cope with for the coming season, and ﬁnd ways
of adjustment.
Together, public sector employers can slow
the epidemic of COVID-19 and protect our most
vulnerable. And they can stop the epidemic of fear
and panic which is making it worse for everyone,
and which, if unchecked, will linger with ill effect
long after we have better treatment and prevention
strategies for this coronavirus.
We will get through this.
Jim McManus is Vice President of the UK
Association of Directors of Public Health.
He is a chartered psychologist, Director of
Public Health for Hertfordshire CC and has
experience of managing large outbreaks and
the 2009 swine ﬂu pandemic

I’m scared too but I refuse to give in to fear
and panic.
I have a responsibility not to. Like every
single one of us – even though it feels that not
everyone has got that message yet. I want to
indulge in the deep sadness I have for what
is to come, but I have a responsibility to stay
strong for my mother who is 83 and has
COPD – and is currently three hours away
from me at her home. I have a responsibility
to the rest of my family, my friends, my
colleagues, my neighbours and everyone else
in my network as well.
I have a responsibility to support colleagues
in local government, central government,
public health, the NHS, Blue Light and every
single part of our public service network who
are contributing to our national response to
COVID-19. Some of us won’t be directly
involved in that, but we are directly involved
in ensuring that society continues. And that is
more important than perhaps we yet know.
I have a responsibility to manage my
opinions (usually strong, but I try my best
to ensure they are informed) in the light of
national guidance. I have a responsibility
not to indulge in reckless headlines that want
to see every change in policy as a weakness
or evidence of a strategy that was feckless
and risky to start with (I’ve done all of this in
the past by the way but there is a time and a
place).
I have a responsibility to challenge the
rubbish and downright lies and hysteria. It
takes time that by the way – I spent a good
part of Wednesday afternoon blocking twitter
users who had lost their minds and their
mouths.
I have a responsibility to those I don’t
know. And maybe this is the most important
responsibility I have.
Fear is contagious. Scientiﬁc evidence has
shown that.
So, I have a responsibility not to give in to
that. I have to make sure that I don’t panic
buy, that I don’t buy too much toilet roll,
pasta, beans and hand sanitisers. If our next
national crisis is an outbreak of the galloping
trots (diarrhoea) then we’ll be totally screwed.
And that doesn’t bear thinking about.
The elderly, the vulnerable, the children
who only eat when they are at school, the
homeless, need us. All of us need to ﬁnd a
way to help each other.
Yes, I worry that Boris and team are taking
a risk. But I absolutely understand that I am
not in the room making decisions, I don’t
have years and years of medical training or
experience. I don’t have years of emergency
planning experience either. But in spite of the
many challenges public services have, I know
that there are people who do.
I also know that there are very rarely
easy answers. I have some knowledge of
behavioural science and I am profoundly
excited that this is in the decision-making mix.
I’ve read the opinions that the Government
wants us to be sick so they can ‘kill us off’!?!
I’ve read that this is all a Tory plot to cover
up the impact of their policies, and so on and
so forth. It sickens and disgusts me more than
you can imagine.
Maybe I will be proved wrong and if I am I
will be the ﬁrst to hold my hands up. But it is
way too early for that. Imagine the terror of a
man and the people around him who have to

make every decision knowing that their every
consideration is going to be questioned to
death. And death is the key isn’t it?
Imagine having to make decisions that
you know are going to result in the deaths
of citizens. Imagine being in the shoes of
public servants, particularly public health and
healthcare professionals who will have to
choose who lives and who dies if we allow
fear to take a grip and force a run on already
over- stretched public services. Imagine
knowing that you have to take decisions based
on the information you have now knowing
there will be other information in the system
that might help but you are not yet aware of.
Imagine knowing that every little more
that we learn about COVID-19 will change
the decisions we make. Not doing that really
would be irresponsible. Our only certainty
now is that things are going to change every
hour. And over time it will be every day, every
week and God willing, every month.

Fear is contagious. Scientific
evidence has shown that
This is not a plea for us to stop challenging,
to stop thinking, to stop laughing, working,
crying. We live in a lively, messy, noisy
democracy. And that has to be protected, but
not at all costs.
We are living in unprecedented times. But
the Four Horsemen of the Apocalypse aren’t
here yet (although I honestly have wondered
some days).
These last few days I have shared my fears
with friends. What if Mum catches COVID19, what if your family members do? What if
my friends die? What if work dries up?
As I write this on a Saturday morning, the
sun is out, although the clouds are on their
way again. What a metaphor for the world
right now. But the birds are singing and
making their nests, the daffodils are out, my
dogs Ellie and Jenny are still hassling me for
walks and treats. In fact, just right now Ellie is
giving me the evil eye to go for a walk.
I have a lot really. More than a lot of other
people can ever dream of having. I am
enormously blessed – I don’t have to worry
about not feeling safe from knife crime or
other forms of violence, I don’t have to worry
about whether I will have to sleep on the
streets. I don’t have the sickening feeling at
the pit of my stomach about whether I can
feed my kids.
But there are people that do. Even though I
don’t know them. And I need to contribute to
ensuring that the people who are helping the
most vulnerable aren’t put under even more
pressure.
So, I am going to do what I can to help – and
it will only be a small contribution compared
to others. I’m ﬁne with that. I’m going to buy
extra food to give to foodbanks, I’m going to
still shop and support local businesses, I’m
going to volunteer where I can. And I’m going
to be as kind on twitter as I can.
Please do the same.
Just as fear is contagious, so too is
compassion, courage, hope and love. Let’s
spread much more of that than fear.
With love, Karen
Karen Grave is president of the PPMA
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Tomorrow’s world

Katherine Templar Lewis explains how technology-enabled personalisation of the
workplace is helping to create environments that foster talent and drive innovation

The future of work is being shaped by powerful forces. On the one
hand, we have technology – digitalisation and the increasing uptake
of artiﬁcial intelligence (AI). On the other, culture – the changing
expectations of employers themselves who demand a new level of
personalisation and the consumerisation of the workplace.
There has been panic and resistance by many to all of this. We
don’t like change. But as we all inevitably become digital citizens,
what was initially perceived by companies as a challenging need
for digital transformation is now being seen as a fruitful digital
evolution. The key to ensuring this evolution is successful is to put
people at its centre. For you may be able to digitalise everything, but
if your employees aren’t onboard, you can end up creating, not just a
serious skills gap, but company-wide dissatisfaction.
A necessary culture shift must go hand-in-hand with digitalisation.
Employers can drive this. Those that do are seeing the emergence
of an exciting new wellbeing paradigm. One in which technology
unlocks employee potential and gives them an elevated sense of
purpose. A sense of purpose that leads directly back to return on
investment.

A cultural shift

Technology has profoundly changed the cultural idea of work in
the West. The ﬁrst industrial revolution saw a division of labour to
increase productivity and efﬁciency. It favoured a workforce focused
on speciﬁc actions rather than craftsmanship. It de-individualised.
As we now enter what is known as the fourth industrial revolution
another change is occurring. Once again, we are redeﬁning work
to create valuable human-machine collaborations but, this time,
the shift is from task completion to problem solving, creativity and
managing human relationships. It promotes the individual.
Labelled the Cognitive Revolution, technology can encourage us
to be more, rather than less, human. The World Economic Forum
has announced that some of the most important skills for the future

of work includes collaborative, creative, social and emotional
skills. Data analytics and AI offer employers new insights, and the
ability to identify these, creating dynamic teams. It allows them
to understand, nurture and develop each individual across their
employee journey. It is this that boosts productivity. Jobs of the
future will be more machine-powered and data-driven than in the
past, but they will champion the human.

Purpose and productivity

Shifts in work, the workforce, and the workplace are deeply
interrelated. This model of mission-led teams has had a knock-on
effect when it comes to how we feel about work. We are born
to work in groups, hard-wired to excel at ﬁnding and working
towards common goals. It’s how we’ve survived as a species. What
evolution has also written into our psychology is the sense of reward
we experience when we feel our part to play in a team is unique and
valuable. In an environment of collaboration, where analytics can
help identify and develop individual skillsets, technology is driving a
sense of purpose in the workplace.
A personalised employee experience, driven by AI, leads to
employees being more engaged and successful in their work – they
have purpose. Accenture’s recent Future of the Workplace insight
report showed that, nowadays, employees aren’t just showing up for
the paycheck, particularly millennials. They want to feel a part of
something bigger, contribute towards a meaningful purpose, make
a difference in the world. They want to strive for a common goal
together.
This sense of purpose offers a more holistic view of wellness,
moving beyond health to incorporate the social and cultural life of
the employee. It underpins engagement and meaningful activity. It
can be integrated strategically into the fabric of a company. In the
new world, wellness has become an enabler to drive a company’s
overall performance.

In the future, people won’t just want to work for companies. They
will want to work for companies that have a clear purpose. They
already do. Mercer’s recent Global Talent Trends Report found that
75% of thriving employees say their company has a strong sense of
purpose that resonates with their personal values.
We are at a crossroads in terms of redeﬁning what it means to
work. Purpose is a guiding principle to bringing a company together
in an era of technology that champions the individual. It must be
considered as a key stakeholder business need and as an integral part
of an organisation’s culture.
Tomorrow’s world will be full of people augmented and enhanced
by technology. Innovation will be driven by the individuals, brought
together in teams, driven by a shared sense of purpose. This is how
a company of the future will not just survive
but thrive.
Katherine Templar Lewis is an interdisciplinarian whose work sits at the
intersection of science, technology and
culture

How AI is
transforming
businesses
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If there are processes in your
organisation that need simplifying,
improving, or rethinking altogether,
why not get in touch to find out how
bots could transform your workplace.
To find out more, call 0115 945 7150
or visit mhr.co.uk to build better
relationships at your organisation.
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