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Learning and Development 

Nexford – the most important university you’ve never heard of? 

Source: HR Magazine 

In a nutshell: At least two perfectly intelligent and well-balanced young people of my acquaintance have 

dropped out of university recently. Why bother travelling halfway across the country and paying exorbitant 

tuition fees to sit in your room listening to lectures on Zoom? Nexford University, founded by Fadl al Tarzi and 

based in Washington D.C., has gone one step further and is completely online. They have just launched a 

global mentorship programme – the Global Grid – which aims to develop talent and promote the personal, 

professional, and social success of learners all over the world. Nexford has carefully chosen well-known 

“thought leaders,” in their fields to provide guidance and share business skills via a structured, online 

mentorship programme. The initiative is initially focused on a select number of Nexford markets starting with 

North America, Africa, the Middle East, and Southeast Asia; it aims to focus on soft skills, such as critical 

thinking, communication, and collaboration. 

 

You can read the whole of this article at 

https://hrmagazine.com.hk/hr-community-archives/nexford-university-launches-global-grid-initiative/  

 

When reskilling is the cheaper option 

Source: Personnel Today 

In a nutshell: The prospect of saving £49,000 per employee goes well beyond stopping the supply of free tea, 

milk, and biscuits; selling the odd spare kidney on the black market might just about do it. However, the 

Financial Services Skills Commission has just released a report – Reskilling: a business case for financial services 

organizations – which claims that reskilling staff, rather than hiring new ones, could save up to £49,100 an 

employee. The report argues that reskilling an employee in financial services costs on average £31,800, 

whereas employers stand to lose £80,900 if they decide to make an employee redundant and rehire someone 

with skills that are more aligned to the organization’s needs. The report sets out a “roadmap,” for building a 

business case for reskilling employees including: 

 

• Engagement with leadership to identify which areas are critical to address 

• Defining future workforce needs based on the changes that automation and remote working can 

deliver 

• Establishing baseline workforce digital skills from existing capabilities 

• Identifying skills gaps and training pathways 

• Articulating the business case for reskilling by comparing it with the cost of doing nothing 

https://www.nexford.org/
https://hrmagazine.com.hk/hr-community-archives/nexford-university-launches-global-grid-initiative/
https://wp.financialservicesskills.org/wp-content/uploads/2022/01/Reskilling-A-business-case-FINAL-Jan-2022.pdf
https://wp.financialservicesskills.org/wp-content/uploads/2022/01/Reskilling-A-business-case-FINAL-Jan-2022.pdf
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• Setting up an integrated “reskilling programme office.” 

 

You can read the whole of this article at 

https://www.personneltoday.com/hr/reskilling-could-save-up-to-49k-per-employee/  

 

 

Why women still aren’t breaking through the glass ceiling 

Source: shrm.org 

In a nutshell: Despite the fact that breaking through a glass ceiling promises to bring at best a headaches and 

at worst considerable disfigurement many women still seem intent on doing it, and in this article Matt 

Gonzales, contemplates some of the reasons why women aren’t appointed to as many senior positions as 

men. Barriers include: 

 

• Women being seen as care providers 

• Myths that women lead with feeling and not logic 

• Less support from managers 

• Not being made aware of internal job openings 

• Not being included in leadership networks 

 

Solutions include fostering an environment in which women are encouraged to take on leadership roles. This 

might include offering mentorship, professional-networking opportunities, and professional-development 

opportunities to all employees.  

 

You can read the whole of this article at 

https://www.shrm.org/resourcesandtools/hr-topics/behavioral-competencies/global-and-cultural-

effectiveness/pages/women-and-barriers-to-leadership.aspx  

 

 

People Management 

A field guide to jerks at work 

Source: The Guardian 

In a nutshell: Anyone with reservations about original sin, or the imperfectability of human nature, should be 

forced to spend a week in a typical office to disabuse them of their romantic notions. Tessa West, a professor 

of psychology at New York University, is an expert in the psychology of the workplace and has just written a 

book Jerks at work: toxic co-workers and what to do about them about it. The usual tactics for dealing with 

such people can include venting to friends, disengaging from the social scene at work, gossiping and 

retaliating, none of which help and can even do more harm than good. Everyone is capable of being a jerk at 

work as the roots of this behaviour stem from fundamental human traits such as laziness, envy and the 

transfer of feelings from home life to the office. A feeling of being overwhelmed can lead to people becoming 

free riders or neglectful bosses, whilst other people become anxious and start to micro-manage things. Daily 

low-level stress can affect people’s immune systems making people more vulnerable to colds and long-term 

stress has been liked to obesity, cancer, high blood pressure and heart disease. Ways of dealing with these 

issues include: not using Speaker View on Zoom to prevent one person dominating; setting mutually-agreed 

expectations to avoid micro-managing; speaking first in meetings before “bulldozers,” start to dominate; and 

creating physical and psychological buffers between oneself and the office bully. West defines seven type of 

“work jerk.” 

 

Kiss up/kick downers: People who reserve good manners for bosses and people above them 

Credit stealers 

https://www.personneltoday.com/hr/reskilling-could-save-up-to-49k-per-employee/
https://www.shrm.org/resourcesandtools/hr-topics/behavioral-competencies/global-and-cultural-effectiveness/pages/women-and-barriers-to-leadership.aspx
https://www.shrm.org/resourcesandtools/hr-topics/behavioral-competencies/global-and-cultural-effectiveness/pages/women-and-barriers-to-leadership.aspx
https://www.waterstones.com/book/jerks-at-work/tessa-west/9781529146035


5 
 

Compiled by John Gale JET Library – Mid-Cheshire NHS Foundation Trust. Commissioned by Health Education England 

Bulldozers: Those who take over the process of group decision-making and render bosses powerless to stop 

them through fear and intimidation 

Free riders: People who are experts at doing nothing, and getting rewarded for it* 

Micromanagers 

Neglectful bosses: They tend to follow a three-step process: periods of neglect, followed by a build-up of 

worry, leading to a “surge of control over you to alleviate their anxiety.” 

Gaslighters: People who lie with the intent of deceiving on a grand scale. They often isolate victims to get what 

they want 

 

You can read the whole of this article at 

https://www.theguardian.com/money/2022/jan/30/jerks-at-work-are-lazy-bullying-manipulative-devious-

does-this-sound-like-you  

 

*Guilty as charged your honour 

 

 

Fun and photocopiers. Do they really mix?  

Source: Journal of Vocational Behaviour 

In a nutshell: To paraphrase German playwright Hanns [sic] Johst “when I hear the word fun … I release the 

safety on my Browning [gun].” Despite the workplace funster being lampooned as Colin Hunt on The Fast Show 

and David Brent in The Office many researchers are becoming interested in “playful work design,” among them 

a team led by Yuri S. Scharp, from Erasmus University Rotterdam. They investigated the link between playful 

work design – incorporating fun and competition – and employees’ daily work engagement. 162 Dutch 

workers took part in the study which found that they were more engaged on the days they designed their 

work to be more playful; this was because playful work satisfied their needs for autonomy, relatedness and 

competence. Designing fun and designing competition differed in how they related to work engagement. 

Playful work design was related to same-day, but not next-day, need satisfaction and work engagement.  

 

You can read the abstract of this article at 

https://doi.org/10.1016/j.jvb.2022.103693  

 

 

Anger, frustration, and resentment – what are you supposed to do about them? 

Source: Harvard Business Review 

In a nutshell: Despite the pernicious influence of over-emoting Americans – and this author, for one, yearns to 

see “The One with the House Fire,” added to the Friends oeuvre – most British offices run a mild emotional 

spectrum from a gentle smile and a celebratory HobNob to quietly ground teeth and the odd raised eyebrow. 

That doesn’t mean anger, frustration, and resentment aren’t bubbling away underneath the surface though 

and in this article top executive coach Nihar Chhaya gives leaders a few tips for dealing with them.  

 

1) Balance your emotions first before reacting to your team’s. Don’t dismiss them, deflect them or 

become defensive. Depersonalize your response and try and see complaints as data, not danger.  

2) Lean into your team’s anger, with an intent to learn. Ask for more information, demonstrating that 

you care enough to acknowledge it. Offer your team members a safe space to vent to you without 

shame or fear of retribution. 

3) Re-design team goals together. Initiate methods to channel your team’s frustration towards more 

constructive outcomes. When people have set goals that involve striving to attain success in a task, 

instead of ones that seek to avoid failure, anger can lead to greater persistence and engagement. Are 

your goals ones that stretch your team in such a way that success is attainable, or so unreasonable 

that they work out of fear, rather than inspiration 

4) Build deeper trust by owning your part. Consider whether you have any blind spots in your leadership 

approach that may be contributing to their anger.  

https://www.theguardian.com/money/2022/jan/30/jerks-at-work-are-lazy-bullying-manipulative-devious-does-this-sound-like-you
https://www.theguardian.com/money/2022/jan/30/jerks-at-work-are-lazy-bullying-manipulative-devious-does-this-sound-like-you
https://doi.org/10.1016/j.jvb.2022.103693


6 
 

Compiled by John Gale JET Library – Mid-Cheshire NHS Foundation Trust. Commissioned by Health Education England 

 

You can read the whole of this article at 

https://hbr.org/2022/02/managing-anger-frustration-and-resentment-on-your-team  

 

How to persuade people back to the office 

Source: Harvard Business Review 

In a nutshell: Alongside Imagine and All You Need is Love, “People, who need people, are the luckiest people 

of all,” first warbled by Barbara Streisand, is one of the more vomit-inducing lyrics in the pop pantheon. Many 

managers are cut from this cloth though and are keen to shovel people back into offices as soon as possible so 

they can cooperate, collaborate and coordinate to their hearts’ content; or maybe they just like having an 

audience. In this article James R. Bailey and Scheherazade Rehman offer a few tips on how to persuade people 

that, as Philip Larkin reluctantly concluded, “all solitude is selfish.” They base their article on the Resitance-to-

Support spectrum 

 

 
The first thing for a manager to do is to identify which employees fall into each of the categories. Some 

research has found that those early in their career want to carry on working from home, those in the middle 

want to head back to the office and those in the later stages of their career are a mixed bag. Next, managers 

should talk to active and passive resistors to identify the nature of their objections. Then, those in the neutral 

category should be exposed to those in the passive- and active-supporter camps. Fourth, the benefits of the 

change should be emphasised to mobilize passive supporters. And lastly active supporters should be given a 

platform so they can help you reinforce the benefits of, and legitimize, change. 

 

You can read the whole of this article at 

https://hbr.org/2022/02/how-to-overcome-return-to-office-resistance  

 

 

Has remote working increased the risk of fraud? 

Source: Personnel Today 

In a nutshell: Many of us feel we’re already defrauding our employers enough through our sloth, 

incompetence, inefficiency, and inattention without actively trying to take money off them into the bargain. 

Some people are rather less prone to qualms of conscience though, and business-advisory firm BDO have been 

asking 500 mid-sized organizations about fraud. They found that nine in 10 of them said that the risk of fraud 

had increased as a direct result of home working. A third of cases of fraud in 2021 came from external sources, 

but 38% involved collusion between people on the outside and people on the inside, and 29% involved frauds 

committed against companies by their own employees. 84% of the firms surveyed experienced fraud last year, 

https://hbr.org/2022/02/managing-anger-frustration-and-resentment-on-your-team
https://www.poetryfoundation.org/poems/48420/vers-de-societe
https://hbr.org/2022/02/how-to-overcome-return-to-office-resistance
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with more than a third saying that fraudulent activity had increased. 89% said that the shift to home-working 

had had a direct effect in increasing fraud. However, two-thirds of the firms affected by fraud said that their 

workers had mainly worked from the office, or from “work premises,” over the last year. 26% of the 

organizations said that the level of fraud awareness among their workers had decreased since the Pandemic 

and 63% had not implemented any fraud-awareness training over the past year. 

 

You can read the whole of this article at 

https://www.personneltoday.com/hr/home-working-has-increased-fraud-risk-finds-survey/     

 

 

What makes a team tick? 

Source: Personnel Psychology 

In a nutshell: For every Rogers and Hammerstein, Lennon and McCartney and Morrissey and Marr there is the 

baleful influence of Yoko on John Lennon, and a super-group, riven by clashing egos and considerably less than 

the sum of their parts. But what makes teams more, or less, creative and innovative? Kris Byron, from J. Mack 

Robinson College of Business in Atlanta, led a team of researchers attempting to find out in a review of 134 

field studies, representing 11,353 teams, and 35 studies representing 2,485 student teams. The researchers 

found that the length of time people had been on a team had a bell-shaped relationship with creativity and 

innovation, being positive as people settled into the team and declining when they either grew to accept the 

status quo, ran out of ideas, or both. Autonomy-supportive leadership, task interdependence, and goal 

interdependence were all positively related to creativity and innovation, but demographic diversity and team 

size had neither a positive, nor negative, effect. 

 

You can read the abstract of this article at 

https://doi.org/10.1111/peps.12501 

 

Promotion, prevention, and innovation 

Source: Creativity and Innovation Management 

In a nutshell: Despite all the available evidence some people persist in trying to make the world a better place 

whilst the sensible majority are simply happy to get to the end of the day without setting fire to anything. The 

former approach – at work at least – is known as promotion focus, whilst the latter is called prevention focus. 

In this study a team of researchers, led by Liangyong Chen, from Huaqio University in China, studied 268 

employees whose innovative behaviour was assessed by their line managers. The researchers found that for 

employees with a promotion focus organizational identification was associated with more innovation but for 

those with a prevention focus it was linked to less innovation. Employees who were high in both organizational 

identification and learning-goal orientation were more likely to be promotion-focused, whereas those who 

were high on organizational identification but low on learning orientation were more likely to be prevention-

focused. 

 

You can read the abstract of this article at 

https://doi.org/10.1111/caim.12482    

 

 

The office. Going from bad to metaverse? 

Source: Personnel Today 

In a nutshell: For those of us struggling to remember our online banking passwords, clear a paper jam and 

connect to a wi-fi signal only detectable by the Hubble telescope the idea of the metaverse – an alternative, 

digital reality – might provoke at best a fit of hysterical giggles, and at worst detached retinas provoked by 

excessive eye-rolling. Lots of influential people get excited by this kind of thing though and in this article Jo 

Faragher examines how businesses are looking into the metaverse. “Its proponents argue it will transform how 

we train employees, foster closer collaboration regardless of location, and reduce carbon footprint because we 

can be with each other virtually rather than flying across the world.” BMW has partnered with artificial 

https://www.personneltoday.com/hr/home-working-has-increased-fraud-risk-finds-survey/
https://doi.org/10.1111/peps.12501
https://doi.org/10.1111/caim.12482
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intelligence and gaming company Nvidia (only one short step away from invidious of course) to build a digital 

twin of one of its factories – a virtual representation of the physical assets, systems, and processes of that site. 

And Accenture has built an entire “virtual floor,” dedicated to mixed-reality working, based on Microsoft’s 

Mesh tool, due to be released later this year. “In it workers can replace themselves with personalised avatars, 

create virtual rooms and superimpose themselves onto presentations while interacting with colleagues from 

anywhere in the world…An emerging range of hardware and software will create these three-dimensional 

worlds, such as virtual-reality headsets … and interactive tools such as digital whiteboards and “igloo,” rooms 

… essentially a wraparound screen where viewers can feel immersed in a presentation.” While the hope is 

avatars like Daniel Craig and Jodie Comer discussing the new sales plan by a virtual pool in Florida, the more 

jaundiced among us might fear it will all end up with holograms of Ena Sharples and Eddie Yates arguing about 

the washing up in the digital equivalent of that toilet in Trainspotting.  

 

You can read the whole of this article at 

https://www.personneltoday.com/hr/could-the-metaverse-take-hybrid-work-to-the-next-level/           

 

 

Global talent management and resilience 

Source: Human Resource Management 

In a nutshell: For those with latitude for platitude “a diamond is just coal under pressure,” is right up there 

with “when life gives you lemons, make lemonade,” and “it’s not how many times you fall over, it’s how many 

times you get up;” perhaps best responded to with “it’s not the stapler that hit your ear, it is you who 

interrupted the arc of the stapler.” Despite the fact that many of us display all the resilience of a soft-boiled 

egg under pressure many academics spend a lot of time researching it; the latest off the blocks being a team 

led by Jeoung Yul Lee, from Chongqing Technology and Business University in China. They studied the link 

between global talent management and resilience in a sample of 166 Korean multinationals and their 1,227 

foreign subsidiaries. They found that global talent management had a positive, and significant, effect on the 

resilience of the subsidiaries; if they could draw on talent from all over the world they were more likely to 

prove resilient during the Pandemic. 

 

You can read the whole of this article at  

https://doi.org/10.1002/hrm.22100 

 

 

Creativity, teams, and implementation 

Source: Creativity and innovation management 

In a nutshell: If I’d tried to put into practice every bright idea I’d had at work I’d either be a well-respected 

leader in my field or bankrupt, exhausted and living out of the bins at Catford train station. Much less stressful 

just to keep one’s head down. In this study a team of researchers, led by Hyunjee Hannah Kim, from Seoul 

National University, studied 68 teams from US organizations. The study found that “teams can easily mobilize 

internal team cooperation during implementation when they proactively generate creative ideas.” Teams that 

generated their ideas in response had advantages in acquiring external resources, but experienced difficulty in 

developing the internal team cooperation needed for implementation. Teams with a more proactive and 

responsive creativity showed positive and negative effects on innovation implementation via internal team-

cooperation and external-resource acquisition.  

 

You can read the abstract of this article at 

 https://doi.org/10.1111/caim.12483               

 

 

Employers still struggle with the disengaged 

Source: Employee Benefits 

https://www.youtube.com/watch?v=7RoMaS1pzOE
https://www.personneltoday.com/hr/could-the-metaverse-take-hybrid-work-to-the-next-level/
https://doi.org/10.1002/hrm.22100
https://doi.org/10.1111/caim.12483
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In a nutshell: One could argue that employers’ attempts to engage their workforce are simply another facet of 

progressives’ persistent desire to bang their highly-educated foreheads against the unyielding brick wall of 

human frailty. God loves a trier though, although the latest research from benefits consultant Gallagher does 

not make happy reading for them. They surveyed HR chiefs and internal comms staff at 1,300 employers all 

over the world and found that 37% of them saw a lack of staff focus on their mission as one of the chief 

obstacles they had to face, compared to only 32% who said a lack of staff numbers. 27% pointed to a dearth of 

analytics and poor communication skills among people managers. More than half (53%) were prioritizing 

engagement of employees, with one in five completing an in-depth review of their employee-engagement 

strategy. 56% were aiming to introduce more flexible and hybrid patterns of working with 39% aiming for 

organizational and leadership culture change.  

 

You can read the whole of this article at 

https://www.employeebenefits.co.uk/37-of-employers-struggling-with-disengaged-staff/  

 

 

Stop managing us, we’re enjoying ourselves 

Source: Personnel Review 

In a nutshell: Many of us quite enjoy doing our actual job – the stuff that might conceivably bring benefits to 

other people – but rather bridle at meta-work; the strategizing, form-filling and 10-point Arial drudgery 

designed to placate those people in senior management with nothing better to do than poke their oar in, all 

over the otherwise placid waters of the quotidian workplace. In this study Rhokeun Park, from Hankuk 

University of Foreign Studies, in Seoul, compared employees in 25 worker co-operatives with those in 27 

corporations. He found that people with strong intrinsic work values had stronger intrinsic motivation and 

spent less time trying to find another job. These people were more strongly motivated in the worker co-ops 

than in the corporations because they had more autonomy in the co-ops. All of which leads to the happy 

conclusion that senior managers should spend more time with their feet up drinking coffee, watering their 

plants and polishing their name plates leaving the workers to get on with the job in hand unmolested. 

 

You can read the abstract of this article at 

https://doi.org/10.1108/PR-05-2021-0362    

 

 

Top tips for hybrid working 

Source: sodexoengage.com 

In a nutshell: It’s slightly counter-intuitive to give Boris Johnson credit for being honest but one suspects that, 

like him, most people are secretly both pro-having and pro-eating when it comes to metaphorical cake. Hybrid 

working is one of those happy solutions that really does seem to give people the best of both worlds and this 

blog post outlines some of the pros and cons. Hybrid working can facilitate collaboration by allowing people to 

work from home when they need undistracted time but go into the office when they want to collaborate face-

to-face. It also allows for the recruitment of a wider talent pool as people can work in a hybrid fashion from 

much further away. And it can increase productivity as employees are able to balance their workloads more 

effectively. Challenges include the fact that there might actually be more distractions (aka children) at home, 

and that it’s not suitable for client-facing roles. Hybrid working can actually harm work-life balance if 

employees find it hard to switch off and end up working through breaks. Effectively managing a hybrid team 

involves: 

 

• Setting clear expectations. Each team should talk about how, and when, they’re going to 

communicate and who needs to attend face-to-face meetings. Which communication channels should 

be used and when? And how can organizations best balance flexibility with a degree of structure? 

 

• Facilitating more open discussions. People can find it harder to speak up on a Zoom meeting 

 

https://www.employeebenefits.co.uk/37-of-employers-struggling-with-disengaged-staff/
https://doi.org/10.1108/PR-05-2021-0362
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• Make it clear when managers will be in the office. Feedback lets workers know how they’re valued 

and how they can improve. Doing this face-to-face ensures they have their manager’s focused 

attention, a chance to be heard and an opportunity to ask questions 

 

• Build in time for social interaction. This might include impromptu “coffee break,” calls with remote 

workers, regular online or in-person group activities, randomized coffee trials etc 

 

• Don’t lose sight of fairness and inclusion. Have regular one-to-one meetings with remote workers and 

make sure they have an equal chance to contribute in team meetings 

 

• Prioritize wellbeing 

 

You can read the whole of this article at 

https://www.sodexoengage.com/blog/hybrid-working-how-to-manage-the-biggest-workplace-challenge-of-

2022    

 

 

Turning nurses into leaders 

Source: Journal of Nursing Management 

In a nutshell: In plenty of cultures elders are revered for their wisdom and consulted regularly for their opinion 

rather than being dismissed as doddery old fools only fit for bingo and basket weaving. In the NHS – at least as 

manifested on television – the former role is occupied by Charlie, the Methuselah-like nurse on Casualty who 

has outlasted any number of Health Secretaries. But what really makes nurses fit for leadership positions? In 

this systematic review Carlota Guibert-Lacasa and Mónica Vázquez-Calatayud, from Clinica Universidad de 

Navarra, reviewed the evidence on “effective interventions to facilitate nurses’ clinical leadership in the 

hospital setting.” They found that the interventions were complex, requiring that cognitive, interpersonal and 

intrinsic competencies as well as psychological empowerment, emotional intelligence and critical reflexivity 

skills be addressed.” 

 

You can read the abstract of this article at 

https://doi.org/10.1111/jonm.13570 

 

 

 

Recruitment 

Young still paying the price of lockdown 

Source: Personnel Today 

In a nutshell: For every middle-aged, middle-class journalist boring on about their yoga regime, making 

sourdough and learning Basque during lockdown there was a young person, missing out on their social life and 

losing their job. The admirable Resolution Foundation have just released a report – Leaving Lockdown – on 

how youngsters are coping with the jobs market. The report found that one in three young people had 

returned into an insecure or atypical role. One in three 18-24-year-olds had experienced at least three months 

of worklessness, as did a fifth of 25-34-year-olds. However, by October 2021 76% of young people who were in 

work before the Pandemic, but jobless during it, had re-entered the job market. In the three months to 

November 2021 the unemployment rate for 18-24-year-olds fell to 9.8% from 10.5% before the Pandemic but 

many of those returning to the job market came back to temporary contracts, zero-hours arrangements, 

agency work, or variable hours. 

 

You can read the whole of this article at  

https://www.personneltoday.com/hr/young-people-returning-to-insecure-jobs-says-study/  

 

https://www.sodexoengage.com/blog/hybrid-working-how-to-manage-the-biggest-workplace-challenge-of-2022
https://www.sodexoengage.com/blog/hybrid-working-how-to-manage-the-biggest-workplace-challenge-of-2022
https://doi.org/10.1111/jonm.13570
https://www.personneltoday.com/hr/young-people-returning-to-insecure-jobs-says-study/
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Organizations still struggle to find key workers 

Source: Personnel Today 

In a nutshell: When one contemplates recent managerial appointments – and the lack of success thereof – at 

Manchester United, Everton and Watford football clubs, it would, as Oscar Wilde said about the death of Little 

Nell in The Old Curiosity Shop, “take a heart of stone not to laugh.” But it’s not just football clubs who are 

struggling to fill vacancies with the right people. Business consultancy BDO recently surveyed 500 medium-

sized businesses and found that 40% were worried about finding employees with the skills they need. 35% 

reported a lack of staff able to work the hours their business needed, a figure which rose to 40% for companies 

involved in wholesale and/or retail. 32% were worried about a shortage of workers from overseas and 31% 

said there was a shortage of apprentices. 23% said they were going to introduce new perks to entice 

candidates and retain existing staff and 21% said they would be more flexible with working practices. 16% 

were paying staff more to keep up with rising inflation and 17% were doing so attract and retain talent. 

 

You can read the whole of this article at 

https://www.personneltoday.com/hr/two-in-five-report-lack-of-candidates-needed-for-growth/  

 

 

Do recruiters need Ghost(ing)busters? 

Source: Personnel Today 

In a nutshell: Most of us have probably had the dispiriting experience of sending out a finely-honed job 

application only to hear nothing back whatsoever. Buy a sofa once and you end up being sent adverts for 

furniture for the rest of your life; apply for a job selling them and you experience the electronic equivalent of 

being stuck down the back of the couch amid the biscuit crumbs and five-pence pieces. In this article Martin 

Stubbs, the Resourcing Manager at civil-engineering firm Colas, argues that advances in IT mean that there is 

no longer any excuse for “ghosting,” job candidates. However, recent research from recruitment-software 

company Tribepad shows that 65% of UK job applicants have been “ghosted.” Martin Stubbs argues that it 

isn’t hard to “set up an automated email system that allows organizations to communicate to a candidate that 

they have been unsuccessful.” More personal feedback is better, particularly when candidates have either put 

a lot of work in and/or reached the later stages of the process. Tribepad found that 86% of the people who had 

been ghosted during the recruitment process were left feeling down, and 40% said that this went on for 

weeks, and even months. “Positive rejection,” – taking the time to explain why a candidate is unsuitable for 

the role while acknowledging their strengths - can leave a much better taste in candidates’ mouths. 

 

You can read the whole of this article at 

https://www.personneltoday.com/hr/end-ghosting-in-recruitment-technology-means-theres-no-excuse/     

 

Can you mute the call of the slippers? 

Source: Personnel Review 

In a nutshell: Such are the demographics of the NHS workforce it won’t be too long before HR managers are 

chaining nurses’ Zimmer frames to the photocopier in a bid to stop them taking early retirement. In this study 

Guodong Cui, from Renmin University of China, led a team of researchers looking into some of the factors that 

lead older workers to contemplate early retirement. They found that “strain-based family-to-work conflict,” 

increased older workers’ emotional exhaustion, which, in turn, made them more likely to think about early 

retirement. The relationship between emotional exhaustion and wanting to retire early was weaker when 

older workers experienced more flexibility from HR. 

 

You can read the abstract of this article at 

https://doi.org/10.1108/PR-03-2021-0199      

 

 

https://www.personneltoday.com/hr/two-in-five-report-lack-of-candidates-needed-for-growth/
https://www.personneltoday.com/hr/end-ghosting-in-recruitment-technology-means-theres-no-excuse/
https://doi.org/10.1108/PR-03-2021-0199
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Vacancies, pay, and inflation all on the rise 

Source: Personnel Today 

In a nutshell: Although we’re not quite filling our shopping baskets with twenty-thousand pound notes on the 

way to the supermarket and returning with half-a-dozen eggs and four potatoes inflation is on the rise, along 

with pay and vacancies confirming the rough rule of thumb that you can only have two out of three when it 

comes to economic growth, full employment and low inflation. The latest UK Labour Market Data from the 

Office for National Statistics shows that from October to December 2021, employees saw average total pay – 

including bonuses – grow 4.3% and pay excluding bonuses grow 3.7%. Early estimates for January 2022 

indicate that median monthly pay increased by 6.3%, compared with January 2021. However, these rises have 

all but been cancelled out by inflation with real-terms pay including bonuses falling by 0.1% and real terms pay 

excluding bonuses falling by 0.8%. At the same time the number of vacancies reached a record high of 1.29 

million. The largest increase in vacancies was seen in accommodation and food services which had 178,300 

vacancies in January 2022. Jonathan Boys, labour-market economist at the CIPD advised organizations to keep 

jobs as flexible as possible, invest in staff development, and create internal progression opportunities in order 

to remain competitive. 

 

You can read the whole of this article at 

https://www.personneltoday.com/hr/ons-pay-creeps-up-as-vacancies-hit-another-record/     

 

 

More than one in 10 jobs advertised as remote 

Source: Personnel Today 

In a nutshell: Remote working used to involve manning a lighthouse in the Orkneys, whereas now it is more 

likely to comprise sitting on the sofa in one’s pyjamas keeping half an eye on Homes under the Hammer; both 

versions having the desirable effect of minimising contact with the rest of the human race. Accountancy firm 

Hazlewoods have been analysing 1.4m job advertisements posted over the last two years and found that 11% 

of them were advertised as “remote-only,” in January 2022. 74% of these remote-only roles paid more than 

the average UK salary of £31,000, suggesting a shift away from home workers carrying out lower-paid roles in 

customer-service or administration. The top sector for remote working is technology, with 31% of employees 

working from home; whereas employees in healthcare and transportation were least likely to work from 

home.  

 

You can read the whole of this article at 

https://www.personneltoday.com/hr/more-than-one-in-10-jobs-advertised-as-remote/    

 

 

In praise of apprenticeships 

Source: Personnel Today 

In a nutshell: Not all young people are supergluing themselves to motorways (something, in any case, rather 

more the preserve of middle-aged, middle-class Guardian readers), vandalizing statues, or having fun with 

their Ladybird/Open University make your own gender kit. Most are doing normal things like getting drunk and 

flirting and many are doing amazing jobs as apprentices. However, since the introduction of the 

Apprenticeship Levy small- and medium-sized organizations have seen over a 50% drop in the number of 

apprenticeship starts, whilst larger organizations have seen an 11% drop. In this article Kate Burnett, from the 

Data & Marketing Association (DMA), reports on a project in which the DMA interviewed senior professionals 

to learn more about their use of apprenticeships, what was working well, and what challenges they faced. The 

interviewees said that apprenticeships made talent-acquisition more diverse, with the benefit of fresh 

perspectives from young talent, coming through from a variety of different backgrounds. Apprentices can be 

moulded into a well-rounded employee, growing in tandem with the business and having an eagerness, and a 

desire, to upskill. Challenges include the Government’s disastrous Apprenticeship Levey policy, and the fact 

that apprentices are supposed to spend a minimum of 20% of their time studying – something which can 

create problems for certain businesses. Ways to tackle this include: 

https://www.ons.gov.uk/releases/uklabourmarketfebruary2022
https://www.personneltoday.com/hr/ons-pay-creeps-up-as-vacancies-hit-another-record/
https://www.personneltoday.com/hr/more-than-one-in-10-jobs-advertised-as-remote/
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• Improving senior stakeholder buy-in 

• Improving understanding of the Apprenticeship Levy 

• Making apprenticeships part of the organization’s overall talent strategy 

• Give apprentices constant encouragement from across the building and make them feel valued 

• Creating regular catch-ups with other departments 

 

Ways of improving apprenticeship programmes include: 

 

• Being proactive 

• Advanced planning. Plan objectives and decide how an apprentice’s training and time can help 

achieve them 

• Face-to-face contact. Bear in mind how hard it can be for someone new to the workplace to join, 

learn and build skills remotely 

You can read the whole of this article at 

https://www.personneltoday.com/hr/how-to-improve-uptake-of-apprenticeship-schemes/  

 

Wellbeing 

Why stutterers need a fairer deal 

Source: shrm.org 

In a nutshell: Whilst employers often accommodate (quite rightly, of course) people with physical disabilities 

those who stutter can be overlooked in the workplace. However recognizing the difficulties that people who 

stutter experience, accommodating them through these obstacles and acknowledging their strengths as 

employees can enhance their morale, and contribute to a stronger organization. A 2018 study found that 

people who stutter made, on average, $7,000 less a year than those without speech impediments, and 

another survey, carried out in 2019, found that those who stuttered experienced higher rates of discrimination 

and lower job satisfaction than those who did not. The move to Zoom has made things worse for those who 

stutter so it’s a good idea to use the chat feature more with these employees. “Deactivating video entirely can 

make the meeting more accommodating and allow these individuals to choose a medium that works best for 

them.” Employers can also encourage the use of raising a virtual hand to give those who stutter more time and 

space to express themselves. People should also remember that those who stutter find it rude when people 

finish their sentences for them.  

 

You can read the whole of this article at 

https://www.shrm.org/resourcesandtools/hr-topics/behavioral-competencies/global-and-cultural-

effectiveness/pages/stuttering-discrimination-and-the-workplace.aspx    

 

 

Can gossip make you glum? 

Source: International Journal of Human Resource Management 

In a nutshell: “There is only one thing worse than being talked about,” said Oscar Wilde, “and that is not being 

talked about,” news to those of us who, like Stevie Smith’s Frog Prince, are “habituated to a quiet life.” In this 

study Bao Cheng, from the Southwestern University of Finance and Economics, led a team of researchers 

investigating the links between negative workplace gossip and employees’ subjective wellbeing. 243 workers 

from five firms took part in the study which found that negative workplace gossip had a significant effect on 

subjective wellbeing, and that psychological distress mediated this relationship. The researchers also found 

that emotional intelligence could moderate the relationship between negative workplace gossip and 

psychological distress. 

 

You can read the abstract of this article at 

https://doi.org/10.1080/09585192.2022.2029931 

https://www.personneltoday.com/hr/how-to-improve-uptake-of-apprenticeship-schemes/
https://www.shrm.org/resourcesandtools/hr-topics/behavioral-competencies/global-and-cultural-effectiveness/pages/stuttering-discrimination-and-the-workplace.aspx
https://www.shrm.org/resourcesandtools/hr-topics/behavioral-competencies/global-and-cultural-effectiveness/pages/stuttering-discrimination-and-the-workplace.aspx
https://poetryarchive.org/poem/frog-prince/
https://doi.org/10.1080/09585192.2022.2029931
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How Covid affected nurses 

Source: Journal of Nursing Management 

In a nutshell: Turkey, Brazil, Spain, and Italy might sound like a “Group of Death,” form the World Cup, but, at 

least as far as this study led by Ebru Baysal from Manisa Celal Bayar University in Turkey was concerned, it was 

the countries whose nurses were asked about how fear of Covid had affected their professional quality of life. 

1,071 nurses from four countries took part in the study which found that nurses’ fear of Covid was above 

average and that their professional quality of life had been affected negatively during the Pandemic. 28.6% of 

the nurses had thought of leaving the profession during the Pandemic and 91% though that their professional 

quality of life had changed. The fear of Covid was worse in Brazilian nurses, women, those with a chronic 

illness, and those working in outpatients. Professional quality of life was lower in nurses who were under 40, 

had been working for fewer than 15 years, were working in Brazil and had worries about themselves and their 

relatives due to Covid-19. 

 

You can read the abstract of this article at  

https://doi.org/10.1111/jonm.13550        

 

 

 

The union bonus 

Source: Employee Benefits 

In a nutshell: Between their sidelines in internecine warfare and making the Labour Party unelectable it’s easy 

to forget that trade unions are rather good at their day job of looking after their members’ interests. The 

Trades Union Congress (TUC) has been crunching the numbers and found that unionized employees are paid, 

on average, 5% more than other workers. This equates to union members earning £60,000 more than non-

union members over the course of their working lives or – based on average pay - £1,285 more a year.  

 

You can read the whole of this article at 

https://www.employeebenefits.co.uk/staff-unions-earn-5-more-than-others/  

 

 

Wales trials basic-income scheme 

Source: Personnel Today 

In a nutshell: Universal Basic Income (UBI) has attracted an increasing amount of debate. Some see it as a 

long-overdue upgrade to the benefits system allowing people to live decently without intrusive questions from 

officialdom, whilst others see it as carte blanche for layabouts to stay in bed all day at taxpayers’ expense; a 

more nuanced view might be that there will be as many different responses to it, satisfactory or otherwise, as 

there are people involved. Whatever the ins and outs the Welsh government has decided to take the plunge 

with young people leaving care being offered the chance to take part in a pilot scheme, receiving £1,600 a 

months for two years. The money will be given to all 18-year-olds leaving care, and those taking part will be 

able to work in paid jobs on top of their UBI. The pilot will be open to care leavers who turn 18 from April 2022 

and will run for a minimum of three years, with participants receiving payments each month for two years, 

from the month after their 18th birthday. All local authorities in Wales can take part and the Welsh 

Government estimates around 500 young people could benefit from the scheme.  

 

You can read the whole of this article at 

https://www.personneltoday.com/hr/care-leavers-in-wales-to-take-part-in-basic-income-pilot/     

 

 

News just in: work-life support makes for happier workers 

Source: Personnel Review 

https://doi.org/10.1111/jonm.13550
https://www.employeebenefits.co.uk/staff-unions-earn-5-more-than-others/
https://www.personneltoday.com/hr/care-leavers-in-wales-to-take-part-in-basic-income-pilot/
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In a nutshell: For every employer like Amazon, P&O, and Sports Direct rapaciously squeezing people like 

lemons then discarding them, there is a John Lewis, Timpson’s or Ginster’s Pasties making serious attempts to 

treat their workers well. In this study Ishita Roy, from Bangabandhu Sheikh Mujibur Rahman Science and 

Technology University in Bangladesh, led a team of researchers analysing the effects of work-life support 

practices on the wellbeing of 332 bank workers. They found that work-life-support practices improved 

employees’ subjective wellbeing and increased their work engagement and job satisfaction. 

 

You can read the abstract of this article at 

https://doi.org/10.1108/PR-01-2021-0050     

 

 

Most employers ramp up mental-health support after Covid 

Source: Employee Benefits 

In a nutshell: Group Risk Development might sound like one of the shadier branches of MI5 but are in fact (not 

that this makes their raison d’être much clearer) “the industry body for the group risk protection sector.” 

Whoever they are – and my money’s still on the Killing Eve option – they’ve been asking 501 HR “decision-

makers,” about how they plan to help their staff in the year ahead. 59% said they felt an increased 

responsibility for supporting the mental wellbeing of their staff in the wake of the Pandemic. 57% felt the 

same responsibility for physical wellbeing, 56% for social wellbeing (where’s my babysitter!), and 50% wanted 

to prioritize financial wellbeing. 40% had increased their communication about wellbeing support available to 

workers, and 34% encouraged engagement with, and use of, such support. 27% had made it easier to access 

support and benefits, either online or via apps; a quarter supported family members as well as employees and 

22% invested in new-employee benefits to provide extra support.  

 

You can read the whole of this article at 

https://www.employeebenefits.co.uk/exclusive-59-employers-want-support-staff-mental-wellbeing/      

 

 

Sexism in sectors 

Source: Personnel Review 

In a nutshell: In this study a team of researchers, led by Amber L. Stephenson, from Clarkson University in New 

York State, compared levels, and types, of sexism in four US sectors: higher education; faith-based non-profits; 

healthcare; and law. They found that sexism existed in all four sectors. Participants in higher education 

experienced fewer problems with male culture, exclusion, self-limited aspirations, lack of sponsorship, and lack 

of acknowledgement. Those working in faith-based organizations experienced the highest level of “two-person 

career structure,” ( an all-consuming job that needs the support of one’s spouse to make it work), but the 

lowest levels of “queen-bee syndrome,” workplace harassment, and salary inequality. And participants in the 

law experienced more sexism when it came to exclusion and workplace harassment. Healthcare tended 

towards the middle when it came to sexism. 

 

You can read the abstract of this article at 

https://doi.org/10.1108/PR-02-2021-0091       

 

 

How employers can prevent burnout 

Source: sodexoengage.com 

In a nutshell: “All the rivers run into the sea; yet the sea is not full; unto the place from whence the rivers 

come, thither they return again. All things are full of labour; man cannot utter it: the eye is not satisfied with 

seeing, nor the ear filled with hearing. The thing that hath been, it is that which shall be; and that which is 

done is that which shall be done: and there is nothing new under the sun.” All of which might lead a modern 

occupational psychologist to diagnose the author of the book of Ecclesiastes as suffering from burnout. Gallup 

have recently been asking people all about it – albeit in rather less-poetic language than the authors of the 

https://doi.org/10.1108/PR-01-2021-0050
https://www.employeebenefits.co.uk/exclusive-59-employers-want-support-staff-mental-wellbeing/
https://doi.org/10.1108/PR-02-2021-0091
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King James Bible. They found that 23% of employees reported feeling burnt out “very often,” or “always,” with 

another 44% reporting feeling burnt out “sometimes.” Employees suffering from burnout are 63% more likely 

to take a sick day, and 2.6x more likely to be actively looking for another job. Symptoms of burnout can 

include: 

• Being easily angered or upset 

• Lack of concentration 

• Being overly critical or cynical 

• Tiredness 

 

Tips for dealing with it include: 

 

• Trying to understand why people are feeling this way. Is it work or home? 

• Encourage people to get out of the office for breaks 

• Encourage people to ask for help if they need it 

• Have a good Employee Assistance Programme in place 

• Create a positive workplace culture that encourages health habits and provides access to resources 

• Give employees clarity about their roles 

 

You can read the whole of this article at 

https://www.sodexoengage.com/blog/employee-benefits/how-to-deal-with-employee-burnout-in-your-

business  

 

 

Could the four-day week be just around the corner? 

Source: Employee Benefits 

In a nutshell: For people with small children and a house to run weekends simply involve working in another 

sphere of activity; in bleaker moments this can feel like being Mr Bean or Frank Spencer, eternally coming last 

in a strange mash-up of Super Nanny, Masterchef and – when it comes to DIY – the Krypton Factor. It’s a moot 

point whether an extra day would give much-needed time to sit around with slippers and the paper, or 

culminate in eight hours in A&E having come out worse against a drill bit. Lots of people are getting keener on 

the idea of a four-day week though. According to a new poll by Employee Benefits nearly a third of employers 

are open to the idea of a four-day week, while more than a quarter have already made the transition to a 

more flexible hourly model. More than a quarter said their organization was already operating a flexible 

working week, and a further 30% said they were considering moving to a reduced working week policy. 

Mechanical-component supplier Accu, car insurer iGO4 and data-migration provider Wandisco have all moved 

to a four-day model. 

 

You can read the whole of this article at 

https://www.employeebenefits.co.uk/poll-30-of-employers-considering-moving-to-a-four-day-week/  

 

 

Coping with Covid in Korea 

Source: Journal of Nursing Management 

In a nutshell: Thirty years from now a benighted generation of schoolchildren will be sent out to the country’s 

old-folk’s homes to listen to us boring on about the Pandemic – at least there was the odd explosion and 

dogfight to liven World War Two up a bit. It’s never too early to start though and in this study Hyunjie Lee, 

from Yonsei University College of Nursing, led a team of researchers interviewing 10 nurses who had 

volunteered to help during the coronavirus outbreak. Six themes were elicited from the interviews which 

were: 

 

• Decision to participate in the Covid-19 response 

• Facing hardship 

https://www.sodexoengage.com/blog/employee-benefits/how-to-deal-with-employee-burnout-in-your-business
https://www.sodexoengage.com/blog/employee-benefits/how-to-deal-with-employee-burnout-in-your-business
https://www.employeebenefits.co.uk/poll-30-of-employers-considering-moving-to-a-four-day-week/
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• Distress due to the nature of Covid-19 

• Overcoming hardship 

• Growing through the Covid-19 response 

• The need for reciprocity 

 

The researchers concluded that “the increased demands for nursing care during the Pandemic highlight the 

need for strong organizational support and effective workforce strategies.” 

 

You can read the abstract of this article at 

https://doi.org/10.1111/jonm.13571 

When it’s not easy putting work in a box 

Source: The International Journal of Human Resource Management  

In a nutshell: Some people are able to keep work and home in different boxes, not worrying about work when 

they’re at home, and vice versa. Other people find it harder though and in this study Xi Wen Chan, from 

Griffith University in Australia, led a team of researchers investigating “work-home segmentation,” in a sample 

of 504 social workers. They found that work-home segmentation worked for some social workers, but actually 

made things worse for others. “Most struggled to detach themselves psychologically and emotionally from 

work at home. The inability to implement work-home segmentation thus became an additional stressor, and 

they also engaged in after-hours work-related rumination.” The researchers concluded that organizations and 

managers should adopt a “nuanced approach when advocating work-home segmentation as a coping strategy 

for frontline workers to deal with work-family conflict.” 

 

You can read the abstract of this article at 

https://doi.org/10.1080/09585192.2022.2045620 

 

 

How to keep people going when people keep going 

Source: shrm.org 

In a nutshell: For intelligent, resourceful. and not objectively unattractive animals rats get a bad press; if 

nothing else leaving a sinking ship shows a certain amount of common sense, rather more, one might argue, 

than the idiots staying on board messing about with the deck chairs. But how can leaders keep their teams 

going when their colleagues jump ship? In this article executive coaches Rebecca Zucker and Dina Smith give a 

few clues: 

 

1. Create terra firma. If it’s true tell your team you’ve no intention of leaving. If you don’t know what the 

organization’s plans are come up with a plan to find out the answer and a specific date by when you’ll 

get back to them 

2. Ask people if they can cope. Check what work people have got on their plates. This will give you a 

sense of both how you might rebalance some of the work among team members, and what the 

team’s collective capacity is at any given time. If your team is close to (or over) capacity and 

something needs to give, invite them to help problem-solve and re-prioritize 

3. Enable autonomy. Once you and your team have decided on collective goals allow them to decide 

when and where they complete their work 

4. Give your team permission to push back. Let you team members know it’s OK to say “no,” and 

question deadlines. Invite them to challenge your assumptions and tell you how much work 

something that “seems simple,” will actually take to accomplish* 

5. Shield your team. Protect them from unrealistic or low-priority requests. Engage in ruthless 

prioritization, including quick triage of unnecessary or low-value work 

6. Create connection. Aim to foster a “we’re in it together,” ethos where team members pitch in to help 

each other 

 

You can read the whole of this article at 

https://doi.org/10.1111/jonm.13571
https://doi.org/10.1080/09585192.2022.2045620
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https://www.shrm.org/resourcesandtools/hr-topics/employee-relations/pages/viewpoint-how-to-motivate-

your-team-when-people-keep-quitting.aspx  

 

*Tidying the front room in our house 

https://www.shrm.org/resourcesandtools/hr-topics/employee-relations/pages/viewpoint-how-to-motivate-your-team-when-people-keep-quitting.aspx
https://www.shrm.org/resourcesandtools/hr-topics/employee-relations/pages/viewpoint-how-to-motivate-your-team-when-people-keep-quitting.aspx

