
 

 

HR Performance Report – Q1 2023-2024 

Executive Summary 

This report covers the first quarter of the 2023-2024 financial year and outlines the 
performance of the organisation in line with the key performance indicators from the HR 
function. 

To ensure we are supporting our colleagues and have the capabilities to achieve our 
People Strategy, we utilise the reporting on key performance indicators (alongside other 
metrics) to measure our effectiveness. 

The main highlights from the report are: 

• Establishment: There have been no significant changes to permanent staff, whilst
those on FTC have been slightly reduced and agency staff have slightly increased.

• Recruitment: Between the period of Apr – Jun 23 (Q1), there were an average of
5 vacancies advertised on the HR system per month, compared to 7 vacancies in
the previous quarter. In total, there were 17 recruitment campaigns in Q1,
compared to 20 campaigns in Q4. There has been a steady decline in the number
of campaigns. However, this is largely due to roles being filled and fewer vacancies
overall. There has also been a positive increase on job offers made.

• The average days to hire has been reduced to 30 days compared to 62 days in Q4
which is in line with our target KPI of 42 days.

• We continue to advertise roles on various online platforms such as Indeed,
LinkedIn, totaljobs, gov.uk and selective roles on guardian and specific roles on
targeted platforms such as people management for HR roles, jobs.ac.uk for
Education roles. Previous challenges in recruitment have resulted in the inability to
attract candidates to Project Manager roles. This has been a recruitment challenge
across the sector. In Q1, the HR team dedicated time to act as recruitment agents
and source candidates directly through LinkedIn. This approach has proven to be
successful and has resulted in filling the vacant roles we have previously had
challenges with filling.

• We continue to manage campaigns as and when staff requests have been
approved, working with Recruiting Managers to ensure recruitment schedules,
adverts and job descriptions are complete and ready for the launch of the
campaigns. Presently, we have not had to commit to prioritising specific vacant
roles as our recruitment numbers are relatively low. Should we need to move in
this direction (prioritisation), we would have to assess the risk in each area

People and Resources Committee 
7 September 2023 

 
PRC 7 September 2023 
HR Performance Report Q1 2023-24 

 
 

Page 1 of 19



focusing on urgency of need, PSA standards, impact on team/ department, impact 
on wellbeing as well as overall impact on projects and/ or reliance on stakeholders. 

• The Registrations department continues to have an agreement with a temporary
recruitment agency on how we source candidates; a ‘trial before you buy’ type of
approach. Agency workers are provided with a two-week trial period before being
assessed for an FTC/ perm role. Should they be successful, they will continue to
temp with us for a further four weeks whilst the HR team conduct the onboarding
process. The arrangement we have negotiated with the agency is that we would
not incur introduction fees. This saves us 12% agency costs per new starter.

• Sickness: A positive trend that we have noticed is the decline in the total number
of sicknesses each quarter (Q2: 402, Q3:386, Q4:383, Q1:245). Though some of
this is attributed to long-term sickness, this has been reduced in this quarter
compared to previous quarters.

• Wellbeing and Reward initiatives: There is a significant increase in relation to
most of the categories of wellbeing and reward, and a reduction in occupational
health referrals. Employees have been engaging with the wellbeing centre in
particular with articles relating to topics on how to cope with grief and loss and how
to keep fit and healthy.

• Turnover: There is the same number of voluntary leavers this quarter and in the
previous quarter (11 in Q4 and Q1). The average stability in Q1 was 77% and the
overall voluntary turnover rate in Q1 was 16%. This means that the HCPC tends to
provide a positive employee experience that motivates and engages the staff, also
retaining a stable workforce. It is worth noting that whilst the NMC may have a
lower turnover rate (13%) than the HCPC, unfortunately, 9.5% of their new starters
leave the NMC within six months after starting.

• Employee Relations: There were 11 employee relations cases that occurred in
Q1

• Recruitment Candidate Diversity: The number of applications increased 72% in
this quarter. Based on each recruitment stage, approximately 9% of applicants
were shortlisted against the number of applications in Q1 and 2% of the applicants
were appointed.
- Age: There looks to be no significant changes in that there continues to be a

higher number of applications/shortlisted applicants amongst the 21–30 and
31–40 age ranges, though this varies at the appointed stage as those in the 41-
50 range are just as likely to be appointed as the former two age ranges.

- Gender: The general pattern for each quarter has been that the majority of
applicants are female. Based on the gender breakdown of applications, 10% of
females and 7% of male applicants are shortlisted (compared to Q4 whereby
females were equally likely to be shortlisted as males).  In relation to the
appointed stage, we’ve noticed equality in this quarter – 2% of females and
males are appointed from the total applications.

- Disability: Majority of applicants tend not to have a disability and we continue to
be low in numbers across applications, shortlisted and appointed stages for
those that do. This continues to be the pattern for the majority, if not all of the
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quarters. Our main area of improvement here is to look at ways of attracting a 
greater number of disabled candidates by advertising on particular recruitment 
platforms and developing more inclusive and engaging recruitment adverts.  

- Ethnicity: The general pattern across quarters has been that there are a higher
number of applications from ethnic minorities overall. Based on the number of
applications from ethnic minority groups, nearly 40% are likely to be shortlisted,
with a third of them appointed. When compared to applicants from a white
background, they are just as likely to be shortlisted and tend to be more
successful at the appointment stage (at 45% compared to 22% of ethnic
minorities).

• Recruitment Candidate Pay Band Breakdown:
- Gender: There is a significant increase in the female and male applicants for

Band D roles. Females appear more likely to apply for Band B roles compared
to males in this quarter, whilst there has also been an increase in females
applying and being successful for Band A roles. Females are more likely than
men to be shortlisted across all pay bands. At the appointment stage, they are
more likely to be appointed than males, though this is dependent on the pay
band.

- Ethnicity: There continues to be a general mix of applicants for each pay band
role – D roles Asian, Black and White applicants mainly dominate. There was a
greater number of black applicants this quarter, followed by White and Asian
applicants.

• Employee Turnover Diversity:
- Age: The majority of the employees are within the 21-30 or 31– 40 range.
- Disability: The majority either state that they do not have a disability or prefer

not to say. There is no evidence to suggest that turnover is linked to disability.
- Gender: Q1 appears to have more male leavers compared to Q4.
- Ethnicity: Leavers within this quarter represent a range of ethnic groups and

therefore we are unable to link turnover to one specific ethnic group.

This diversity data could be expected as most of our employees fall within these 
age ranges/disability categories and ethnic groups.  

• Learning/Organisational Development Activity: The Learning and Development
activity in Q1 focused on the Compliance eLearning courses with a 92%
completion rate. In this quarter we have delivered one HR Essentials workshops
aimed at new managers/existing managers to help them lead, motivate their
teams, and enhance their people management skills. In addition, we have
commissioned two external training providers to deliver the Management
Development Programme for managers and the Senior Leadership programme for
Heads of Service. Both programmes are scheduled to commence in October 2023.

• Corporate induction and onboarding feedback: We continue to receive positive
feedback on the corporate induction which we deliver. However, from Q3, these
events will be delivered onsite which will bring many benefits e.g. visibility of senior
management, face to face interaction, introduction to our offices and facilities and
building relationships.
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Key HR areas for action from Q1 

The main areas for action are: recruitment, exit interviews and building on our employer 
brand. 

Previous 
consideration 

HR KPI’s are an ongoing set of data presented to ELT and to the 
People and resources Committee, previous report can be found 
here.  

Decision The Committee is asked to note and discuss the report; no decision 
is required. 

Next steps HR will continue to review and analyse the data in light of the HR 
departmental workplan. HR will continue to work with managers and 
Heads of departments to resolve any underlying issues within their 
team and deliver against the People Strategy as agreed. 

Strategic priority Strategic priority 5; Build a resilient, healthy, capable and 
sustainable organisation 

Financial and 
resource 

implications 

Activities involved in preparing and taking action in relation to 
improving KPIs is being led by the HR team within existing resource 
and budget and forms part of HR’s workplan 

EDI impact EDI data is provided in the report and will continue to be further 
developed in future reports. 

Author Fatma Ali 
Fatma.ali@hcpc-uk.org 

ELT Sponsor Alastair Bridges, Executive Director of Resources and Business 
Performance  
Alastair.bridges@hcpc-uk.org 
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Highlights

Establishment: The current establishment is within the 
maximum budgeted headcount.

Recruitment: Recruitment campaigns have remained stable 
when comparing to Q4. There has been an increase in staff 
requests for future campaigns, therefore we will likely see an 
increase in recruitment in Q2. 

Average number of days to hire has reduced from 62 (22/23 
Q4) to 30 (23/24 Q1). Recruitment process training has been 
provided to specific departments in order to improve the 
recruitment timelines, including FTP. This has had a direct 
impact on the reduction on average days to hire.

Sickness: There has been a reduction of total days of sickness 
in Q1 when drawing a comparison from Q4. This may be due 
to the reduction in seasonal sickness. There is also a 58% 
reduction from 22/23 Q1. 

Turnover: Voluntary turnover has decreased by 1% compared 
to the previous quarter.

Learning and development: 92% compliance completion rate

Areas of Strength

Recruitment: We propose to kick start the recruitment upgrade 
project at the end of Q2 which will provide an opportunity for 
the HCPC to strengthen the recruitment process in some of the 
following ways:
- Establishing a pool of candidates for high turnover roles
- Enhancing the candidate experience
- Streamlining the application process
- Promoting internal employee stories
- Collaborating with google jobs and other search engines
- Reducing the reliance on agency workers

Areas for Development

Recruitment: 
- Maintain the time to hire for the expected target of 30 – 40 days.
- Strive towards stringently following the agreed recruitment schedule
- Recruitment engagement with Birkbeck University and the Russell

Group
- Local community attraction and engagement (local FE colleges)
Exit Interviews: Focus on increasing participation. A new form, template
letters and emails have been drafted.
Employer Brand: Promote pulse survey highlights on social platforms to
build on employer brand.

Areas for Action
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Establishment
Total Headcount and FTE*

Vacant roles  : 31*
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Recruitment Activity

Job Advertised : 5*

In Progress Vacancies : 12*

*Based on average number of campaigns/offers across period(Q1)
**KPI <42 days 

Average days to hire in Q1 2023-24: 
30 days**

Financial year Total Job 
Offers Internal External

2023/2024 22 27% 73%
2022/2023 91 49% 51%
2021/2022 93 30% 67%
2020/2021 79 30% 70%
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Sheet1

		ID		Start time		Completion time		Email		Name		Please state name of employee if completing on behalf of someone else.		Please state your Job Title and Department.		What factors contributed to your decision to leave HCPC?		Who are you going to work for?		Which of the following best describes the type of organisation or sector you are going to work in.		What position are you taking up?		Where did you hear about the vacancy?		Which of the following best describes your move to the new position?		What is the remuneration package offered by your new employer?		What are the benefits offered by your new employer?		Could HCPC have done anything to encourage you to stay?		Training/Development of employees		Career Development		HCPC Benefits		Salary		Location		Work/Life balance		Variety of work		Line Manager's leadership style		HCPC's culture		Relationship with colleagues		Relationship with managers		Job satisfaction		Promotion prospects		Job security		Performance Management		How could we have improved your experience at HCPC? What would you like to see changed?		Would you consider returning to HCPC in the future?		Do you have any additional comments you would like to make?		Would you recommend HCPC as an employer? Please state the reasons why or why not.		Please state if there are any specific employees that you would like us to share the contents of this exit questionnaire with.		I do not give permission for the content of this exit questionnaire to be viewed by my manager, Head of department/ELT member. The exit questionnaire is to be viewed only by HR.

		22		3/5/21 16:36:14		3/5/21 16:53:59		yilmazm@hcpc-uk.org		Mehmet Yilmaz				HR Generalist - Human Resources 		Type of work;		Currently do not have employment lined up		N/A		N/A		N/A		N/A		0		0		I dont think so. I do not enjoy the day to day activities of the job and have struggled with the systems, so I think an unreasonable amount of change would need to happen in order for me to be happy in the role. 		Unsatisfactory		Satisfactory		Good		Good		Good		Good		Good		Satisfactory		Unsatisfactory		Unsatisfactory		Unsatisfactory		Unsatisfactory		Unsatisfactory		Good		Good		Hard to say because I think working remotely has made things difficult as well, but I've never felt as close to my team or colleagues as I would of liked. I came from a small, family like recruitment agency I think its been a shock to the system joining the HCPC, which is a large organisation, and you definitely need to fiend for yourself far more. I think I needed much more day to day interaction, mentoring and support particularly in the areas I am new with e.g. HR requests and Partners, but I appreciate the resources may not be there to give me as much support as I might of needed. I had opportunities shadow and watch processes, but struggled for information to stick. Again this might be the struggle of remote working, or maybe lack of competence from my side, I dont want to pin the blame on the team in any way. 		No		No but just to say thank you for the opportunity and I am sorry that I've been unable to fulfil my 6 month contract. I'm disappointed with how things have turned out and it has not been an easy decision to make, particularly as I currently do not have other employment lined up. 		Yes I would as I think my personal experience would not be the same for everyone and I think for the right person the HCPC could be a great place to work. 

		23		3/30/21 9:28:22		3/30/21 10:09:04		lodera@hcpc-uk.org		Alex Loder				Project Manager, Project Management		Working conditions;Dissatisfaction with effectiveness of senior management;		Unknown, it's 3 months away		Unknown, it's 3 months away		Unknown, it's 3 months away		Unknown, it's 3 months away		Unknown, it's 3 months away				Unknown, it's 3 months away		Been even vaguely competent in its leadership and senior approach to change management. Constant change is its own kind of stasis, and while there's a lot we're doing wrong thanks to a decade of slow EMT bloat and process stagnation followed by a couple of years of looting by exec contractors, the way to fix it is to prioritise and deliver only as much as the organisation can successfully embed at once. The company is not great at estimating effort and assessing how much can be absorbed. The "do everything all at once" approach is not sustainable long-term.		Good		Good		Satisfactory		Unsatisfactory		Good		Satisfactory		Good		Good		Excellent		Excellent		Excellent		Satisfactory		Good		Excellent		Satisfactory		The silos, for the most part. My issues at HCPC are big, structural ones; there's already work in progress to refactor change management here but for more details, hire a consultant.		Maybe		Work/life balance in table above has, until last year, been excellent. It's not really HCPC's fault that there was a pandemic		Sure, but heavily contingent on job role; entry level, great. Management level, I guess the question is why come here - it's stressful, confused, and the money's not that great.

		24		4/20/21 17:53:35		4/20/21 18:13:15		diaza@hcpc-uk.org		Alicia Diaz				Case Manager - Investigations - Case Team 6 - Backlog		Dissatisfaction with line management;Working conditions;Felt I had been discriminated further once my manager had knowledge of being pregnant and the hostile environment that existed ;		N/A		One of the above 		N/A		N/A		Better line management I hope, better realistic KPIs, better team moral and better processes and training in place for employees as well as support for disabled and pregnant employees				N/A		Management could have been less hostile, more supportive, upbuilding, better training for the backlog team, better realistic manageable workload, more honest and not discriminating against certain employees or punishing employees for voicing concerns. 		Unsatisfactory		Unsatisfactory		Unsatisfactory		Unsatisfactory		Good		Poor		Satisfactory		Poor		Poor		Unsatisfactory		Poor		Poor		Unsatisfactory		Poor		Unsatisfactory		Better process in investigations and realistic KPIs as everyone is routing to win and meet targets, but only if employees are given realistic targets and tools to support them. Experienced line managers. Management that is not hostile. No discrimination and hostility to create a constructive dismissal where employees have no choice but to leave for their well being. More transparency and honesty from management . More support for teams. A crack down on intentional dishonest and unfair dismissals. 23 years of employment and never have I seen such poor management and bad treatment of employees. 		In a different department and different management then maybe. 		I had no choice but to resign due to the hostile environment created by line manager and the discrimination I felt as a pregnant employee and the hostility felt before towards the whole team for not meeting unrealistic KPIs, which management then went to adjust for new starters. The dishonest comments made my manager coming up to my probation review have been overlooked by HCPC as an organisation and the fact I was forced to partake in the probation process while being seriously unwell due to pregnancy complications and risks, this was unreasonable all the way. 		No - bad line management, workload was treble in team I worked for and unrealistic, defeats any goal for a work-life balance. No support for pregnant employees. Dishonest motives from management. Lack of transparency. No job satisfaction and no team moral. 

		25		5/5/21 15:12:41		5/5/21 15:20:22		jaiyeoj@hcpc-uk.org		Lanre Olusoga				Case Manager, Case Team8		Salary;Enhanced job opportunity;Benefits;		Bar Standards Board		Regulator		Case Manager		Recruiter		Role in a larger organisation with more potential for upward career progression		37000				Better pay
Stability, making more people permanent 
Abandon the awful changes PWC are implementing 		Good		Unsatisfactory		Satisfactory		Poor		Unsatisfactory		Unsatisfactory		Excellent		Excellent		Excellent		Excellent		Excellent		Excellent		Poor		Poor		Unsatisfactory		Better pay and more staff		Maybe		N/A		Yes because I enjoy the work and love my team				Do not share

		26		5/20/21 16:23:40		5/20/21 16:32:55		badiuzm@hcpc-uk.org		Myra Badiuz Zaman				HR Generalist - HR		End of contract;		JustEat Takeaway		Online Food Delivery 		People Admin		LinkedIn		Role in a larger organisation with more potential for upward career progression		0		Similar to HCPC		Contract Extension or permanent opportunity would have helped.		Good		Good		Excellent		Satisfactory		Good		Good		Good		Excellent		Good		Excellent		Excellent		Good		Satisfactory		Unsatisfactory		Good		Would have liked to experience more ER, EDI side of HR		Maybe				Yes - I learnt alot from this experience and interacted with many people. 

		27		5/21/21 9:53:48		5/21/21 16:01:25		walkerm@hcpc-uk.org		Monique Walker				Registration Adviser- Registration Department		Travelling (Abroad);Type of work;		I am moving back to New Zealand so will be unemployed for the foreseeable future 		Unemployed for the foreseeable future 		Unemployed for the foreseeable future 		Unemployed for the foreseeable future 		Moving back to New Zealand 				N/A Moving back to New Zealand 		I would of applied for sponsorship had I not spent the last 4 and half months on phones almost consistently with only 4 weeks on another task. This task is very draining and needs to be more evenly distributed among Registration Advisers to avoid burnout and staff turnover. I also applied for 5 positions in Fitness to Practice and interviewed for all of them but didnt get any of the positions, if i had moved into Fitness to Practice or another department that was more of an interest to me, i also would of applied for sponsorship. 		Satisfactory		Satisfactory		Unsatisfactory		Unsatisfactory		Good		Good		Poor		Excellent		Good		Excellent		Good		Poor		Good		Excellent		Good		As per above if i had not been put on phones for 4 and half months with barely any breaks, this would of greatly improved my experience. Also as per above, if i got any of the roles i interviewed for for Fitness to Practice this also would of improved my experience at HCPC. 		Yes		More fairness in the Registration department with phone allocation, the current system is not fair and it causes burn out and for people to seek out other employment. 		I would recommend HCPC as employer as most of my experiences there have been good, but the last 4 and half months as i have stated i have mostly not enjoyed my employ due to burnout from phones and being almost continually on them. 

		28		6/4/21 15:15:47		6/4/21 20:38:04		howlets@hcpc-uk.org		Stephanie Howlett				Financial Accountant - Finance 		Dissatisfaction with line management;Working conditions;		N/A		Private sector		Finance Manager 		previous employer 		Promotion (increased responsibility level)						clarity and stability in the team, better support and resources		Satisfactory		Unsatisfactory		Satisfactory		Satisfactory		Satisfactory		Unsatisfactory		Satisfactory		Good		Unsatisfactory		Satisfactory		Poor		Poor		Unsatisfactory		Unsatisfactory		Unsatisfactory		improved communication and consistency,senior staff in the team raising any concerns in a professional manner rather than undermining them to other colleagues and damaging their confidence 		No		- reiterated on numerous occasions that "if you are qualified, you are capable, and if your not qualified, your not", after being at HCPC only a few weeks 
- Interim Head of Finance undermining my line managers ability with comments including "not being qualified" "uninterested" "Burying her head in the sand"
- lack of clarity regarding role, numerous conversations on this did not give any certainty and only caused further issues
- ultimately following a conversation mid May with the Interim Head of Finance Hiranthi, in which I was repeatedly told that nobody in the department had any confidence in me, that colleagues in other departments who I hadn't yet spoken with or worked with directly - also had no confidence in me, questioning what was the point in me, and being undermined to members of the team who I was line managing - again expressing negative views. I was left feeling demoralised, embarrassed, my confidence was knocked and it left me questioning myself and abilities. In addition to that it made me constantly anxious and worrying about having to deal with any of my colleagues believing that they thought so little of me, but even more so dealing directly with the Interim Head of Finance- Hiranthi in anticipation of another conversation of the same tone. 
- On a positive note, my Line Manager Suellen has been very supportive especially in the last couple of weeks following the conversation with Hiranthi in which she was present. 		low staff moral 				Do not share

		29		6/10/21 17:51:00		6/10/21 18:01:06		timmsk@hcpc-uk.org		Katherine Timms				Head of Policy and Standards, Policy and Standards		Enhanced job opportunity;Organisational culture and leadership;		Royal College of Pathologists		Membership body		Director of Professionalism		Guardian jobs		Promotion (increased responsibility level)		80000		Similar to HCPC		No		Satisfactory		Good		Good		Good		Satisfactory		Unsatisfactory		Excellent		Good		Poor		Good		Good		Good		Satisfactory		Satisfactory		Unsatisfactory		When I joined the organisation, the culture was supportive and positive, and people felt valued. Over the past couple of years, this has been degraded to the point that I genuinely don't know anyone who enjoys working here. There is a toxic environment of ill-informed decision making that doesn't take account of impact. There is a lack of strong leadership, and although the new corporate strategy sounds great, and is talked about plenty, the cultural aspirations are not being lived and breathed by the senior management team and Council. Risk and resource issues are flagged and ignored, people are taken for granted, and there is a lack of authenticity in the manner in which SMT engage the organisation. 

SMT need to be mindful and grateful for the scale and quality of outputs delivered by some departments who are working with a tenth of the staff of other regulators. Expectations need to be reduced, and SMT need to listen, not just to those who speak loudly, but the quiet voices too.		No		The SMT need to start really listening to what people are saying and taking action else nothing will change		No - the organisation has become progressively less respectful and supportive in the nearly five years I've been here. Our Council and SMT say the right things, but their actions don't match. People aren't truly valued, and any recognition is largely lip service		SMT

		30		7/8/21 8:54:41		7/8/21 9:00:11		mullena@hcpc-uk.org		Alex Mullen				Presenting Officer/Case Manager, Case Team 8, Fitness to Practise		Enhanced job opportunity;Salary;		QEB Hollis Whiteman		Self-employed		Pupil Barrister		Pupillage Gateway		Promotion (increased responsibility level)		40000		I will be self employed		No		Satisfactory		Good		Good		Good		Good		Good		Good		Good		Satisfactory		Excellent		Good		Good		Good		Excellent		Satisfactory		The PwC work came at the wrong time and was a huge waste of money. It was a shame to see senior colleagues not willing to accept the difficulties that the PerformPlus scheme had brought into the organisation.		happily as a privately instructed barrister		No		Yes. Pay is reasonable and the work is good. Management are often lacking, especially the more senior managers, but cohesive Teams make up for this.

		31		7/28/21 11:47:22		7/28/21 12:51:46		puntja@hcpc-uk.org		James Punt				Case Manager - Fitness to Practise		Dissatisfaction with line management;Lack of advancement;Lack of challenge;Salary;Enhanced job opportunity;Type of work;Working conditions;Morale/passion/interest;		Ministry of Defence		Public sector - government		Senior Investigator		Online		Returning to previous salary and role		45000		Civil Service benefits		No		Poor		Poor		Poor		Unsatisfactory		Good		Poor		Poor		Poor		Poor		Satisfactory		Unsatisfactory		Poor		Poor		Good		Poor		- Better management (less micromanagement, take concerns higher when necessary, show responsibility/accountability)
- Knowledge (most people don't know the relevant legislation or ways of working)
- Too many mixed messages (everyone has different opinions, and advice in training is different to management)
- Better training (make more chronological, and teach what/why before teaching how)
- Lessen inefficient/wasteful admin tasks (e.g. stat recording and document management)
- Lessen workload (it's unachievable, always work extra hours (unpaid), get given extra work even when we say we have no capacity, constantly set up for failure, do not have time for own development)
- Change ways of working which obviously are not working (don't do things just because "that's standard here", stop re-inventing the wheel (PWC), don't be so afraid to make small/quick changes)
- Introduce a case handover process
- Be open/transparent (reduce 'sugar-coating' problems/failures)
- Respect boundaries (some people prefer not to share how they personally feel each day, or share their skills-matrix scores with everyone else)
- More accurate job description (state it's a non-operational role, you don't make decisions yourself, you don't see the end result, and mention that there's a huge backlog currently)
- Give new starters a work laptop on their first day (if expected to use personal laptop, make this clear in job description)
- Review current data protection/security (e.g. specifically passwords, redactions and use of index keys)
- Increase organisational presence/communications with external parties (e.g. employers and police)		No		Most people working here are lovely and want to do better, both for themselves and the organisation. However, I'm genuinely concerned for many colleagues' mental health. Lots of colleagues have told me in confidence that they have the same or similar concerns to what I've mentioned above. Lots of colleagues use the phrases "defeated", "given up" and "this is not what I signed up for". I'm also concerned about younger colleagues, who haven't worked elsewhere and assume this is a normal work environment.		No. 

		32		7/30/21 12:38:41		7/30/21 13:18:14		aumeran@hcpc-uk.org		Nafeesah Aumeerally				Senior decision maker in the FTP department 		Working conditions;Lack of resource and poor work life balance;		Nursing and Midwifery Council 		Regulator		Screening decision maker 		Via the NMC website 		Role in a larger organisation with more potential for upward career progression		47000		great pension scheme (7%), closer to home, nicer offices in a better location 		I think the resource in the SDM team is a huge contributory factor which has led to unmanageable work loads, which consequentially has impacted on my health and in maintaining a good work/life balance which has been particularly difficult during the pandemic/lockdown whilst working remotely with two young children.

There is a large emphasis on this role within the department and this is evident from the recent PSA report that the the quality of the decision-making within the team is of a high standard and this should not be compromised. However, if the team is not adequately resourced and there is pressure to churn out decisions quickly, there is a risk that this could impact on the quality of the decisions made. 

So, making more effort to increase the resource in the team which is currently not sufficient would have encouraged me to stay.		Unsatisfactory		Satisfactory		Satisfactory		Satisfactory		Unsatisfactory		Unsatisfactory		Satisfactory		Excellent		Satisfactory		Good		Good		Good		Satisfactory		Satisfactory		Satisfactory		I felt that the Perform plus program really made working at the HCPC extremely challenging. There was an expectation to participate in several training and other type of meetings and complete a number of different pieces of work, like best practice standards whilst having to maintain 'business as usual'. My team had a backlog of decisions which we were trying to work through, we are all incredibly hardworking and conscientious and were putting in additional hours to get the work moving. However, when PwC introduced the new program further unnecessary pressure was added to the team and unrealistic targets. As a company which is not familiar with the type of work our team do and the time taken to complete decisions, their approach in my view was considered harsh and unnecessary. 		No		No 		No, because I have been at the HCPC for over a decade now and seen a lot of changes, some for the best and some not. However, in my opinion, the recent changes which have been implemented since PwC began working with the HCPC have been to the detriment of the HCPC, causing unnecessary stress, demotivation and low moral to employees in the FTP department. 

The HCPC is becoming more of a corporate organisation which is very different to how it was when I had first joined, there is lack of development and career progression for employees, adequate support is not being provided to colleagues who need this in the Threshold team, teams are not being adequately resourced, unrealistic targets are being set and there is a greater emphasis on numbers/stats rather than the quality of investigations. 

		33		8/6/21 16:03:01		8/6/21 16:03:19		carvels@hcpc-uk.org		Sara Carvell				Registration Advisor, Registration Department		Dissatisfaction with line management;Working conditions;		General Optical Council		Regulator		Registration Officer		Their website		Similar level job on higher pay						Fundamentally changing the way that the department is run and a higher salary, as the same role at other organisations pay much higher. Senior management also keep stating that they care about our mental health and value us as employees, but there is little that demonstrates this. Staff are also put on the call handling task for months at a time continuously, which is seriously detrimental to our mental health. Having staff do a week on the call handling task and then a week on another task on a rotational basis would have been much better for my health and sanity. Senior management listening to concerns which are raised by staff would have shown compassion and would have encouraged me to stay.		Unsatisfactory		Poor		Satisfactory		Poor		Good		Satisfactory		Poor		Poor		Poor		Good		Satisfactory		Poor		Poor		Satisfactory		Unsatisfactory		The way that the Registration Department is run and how the work is organised needs to change completely. Management care far too much about targets and this reduces the quality of the work. The workload is so high (there are currently 10,000 emails in the Registration inbox alone) because applicants/registrants have to contact us multiple times - if we had just processed their email/application and dealt with the issue, they wouldn't have to contact us repeatedly. We are regularly being verbally abused and threatened on the phone which should not be happening in the first place. This also has an impact on our wellbeing and stress because all we can do on the phones is apologise all the time. 

On top of this, the call handling targets are extremely unrealistic (an average of 3 minutes per phone call and at least 60 calls per day) when almost all of the calls are us having to explain why we have not processed an application and why we cannot provide any time frames. We are having to spend a long time per call de-escalating the situation. I have had to defend myself in 1-2-1 meetings because I have not hit my target due to multiple stressful calls and needing to take mental health breaks, which has made me feel like I am being attacked from both management and external stakeholders. I feel that I am unable to do my job efficiently and actually help the applicants/registrants, which I genuinely want to do. After all, our job is to assist them as best as we can and thereby fulfil our function of protecting the public. Again, if we had focused on processing the applications and emailed correspondences instead of micro-managing and running the department like a call centre, we could have avoided the situation that the department is in now. All of this needs to change so that HCPC can actually carry out its functions of processing applications and maintaining registrations as a professional regulator.

Senior management have said that they are focusing on mental health and wellbeing, however they need to look into what is causing mental health issues in the workplace (i.e. prioritising targets and statistics over mental health) and address those.		No		Please look into addressing the extremely high staff turnover. There are reasons why it is so high (some of which are highlighted in my other answers) and it is clearly costing the organisation an extreme amount of money. 		No, because there is not enough transparency or compassion for staff at lower levels. Internal communication is inconsistent and mixed messages. Because of the way that the organisation is run (see previous answers), I do not feel that HCPC does an effective job at regulation due to the extreme emphasis on targets, which backfires as the end result is a decrease in quality. I have had to work through my lunch and breaks in order to hit target while trying my best to maintain high quality, however this and the other issues mentioned previously have been at the expense of my mental health (I have developed anxiety and had suicidal episodes due to work stress). I am sad to say this but I really would not wish this on anyone, especially at a salary under £25,000.		HR		Do not share

		34		8/17/21 16:07:17		8/17/21 16:17:06		pollmau@hcpc-uk.org		Uta Pollmann				Registration Manager, Registration 		Enhanced job opportunity;Career Change;Lack of advancement;Salary;Type of work;Can’t see any improvement of the current work situation – pace and volume of work is very high and unable to see any improvement in the next 12 months. ;		BP		Private sector		Communication executive – Change Management and Systems Delivery		Referral from a recruiter		Role in a larger organisation with more potential for upward career progression				Similar salary – plus 15% bonus; Bonus retention bank		No		Satisfactory		Satisfactory		Satisfactory		Unsatisfactory		Satisfactory		Unsatisfactory		Good		Unsatisfactory		Unsatisfactory		Good		Good		Unsatisfactory		Satisfactory		Satisfactory		Satisfactory		Work/life balance and culture and job satisfaction – unsatisfactory since the last 2.5 year due to high volume of leavers and organisation not replacing people. There was also a lot of changes in Senior Management and the unrest and instability has a ripple effect down to the departments ; before that the HCPC work life balance was good. 
Pace of change in the last 2.5 years was the main driver for me to start looking for new opportunities outside the HCPC. Change could have been dealt with more efficiently and with better communication. There was a massive lack of understanding from SMT level of what was done on operation level, and little effort made to actually understand that as SMT were too busy trying to gain stability at their level. This meant that bad decisions were being made especially around the registration systems project and around operational decisions on how to manage new workload on top of the ever-growing existing workload. Relationship between Council and SMT seemed very strained in the last two years (especially during the project) which was disappointing. Decision weren’t being driven for operational reason but for ‘pleasing Council’ instead. The relationship the Project Board had with Council was difficult as there wasn’t full support for the project to go ahead. Wrong drivers drove the decision-making progress – especially around financial impact and the go-live date. Due to this it resulted in spending so much extra money on new contractors to come in and work at contractor rates on the Finance system side of the project, post the project being delivered. This is proof of the lack of decision-making considerations. It was disappointing to see this happen despite my line manager and I mentioning concerns we had with the Finance department representation on the project and that side of the system needed attention prior to go live. For more information on the project, James Wilson has carried out a complete audit of the project and there is a lot of information and lessons learnt from there that needs to be taken on board.		Yes, once the overall situation around recruitment, budgets and senior management stabilises and improves. 		At present noFinance team was dispended and there was a lot of reliance on the reg team to do the work which caused a lot of stress directly to me. He acted as an unofficial manager and mentor to finance officers (in particular Jagana, Siret, Anita and John Du). Having to make decision with them, solving issue which should have been taken care of by finance managers instead. There was a huge lack of understanding of the new system in Finance, and some of the decision made prior to the project going live were shocking and caused a lot of extra work for the finance team. Some of these decisions have been reversed since go live, which proved that they were wrong decision in the first place. No one was being taken accountable for these mistakes. I have specific comments on the following: “I had dealings with Hiranthi Fernando and Jo Moore, both of whom were recruits that did not embody the HCPC’s culture. I had moments where Hiranthi was behaving so badly in supplier meetings, and I had to be mediator. These situations caused me a lot of stress and anxiety dealing with her. Jo Moore came and pulled all the purse strings tight, without considering how teams were struggling with not being able to recruit, promote and/or reward their team members for their hard work.’ I am glad that these individuals do not work for the HCPC anymore, but it shows how the wrong decision made at recruitment can impact the organisation and leave huge dents. 

Department Budgets not being signed off and recruitment freezes were very demotivating for the Registration team (a lot of employees on FTCs; including myselff). He was on the Registration manager salary but had to continue on what seemed like an endless aftermath of the project which involved a high pace/stress environment every day, fire fighting and problem solving with no end in sight. SMT were not listening, there was a lot of instability and I felt that my line manager needed but couldn’t stick up for the team and the department and fight our  corner to get the appropriate resource. It was shocking to be told that I had to carry out system checks at 1am at night and not get paid for it. I was told I have to take toil, and this was instructions by Jo Moore who refused to recognise that this was work that was way outside our usual business hours. Other HoD’s who came into the organisation go the resources they require but reg doesn’t which I feel is because we do not shout out the loudest to get what we need for the department. 

Communication to the wider organisation has been poor and, in some instances, shocking at a time of change. Some serious thought needs to be put into the way the wider organisation is feeling, before communications are sent out. Employees need to put at heart of these communication. The most recent example was the pay award communication where the communication needed to be more sensitive and thoughtful. Saying we are ‘not obliged to give you a pay rise’ is not a good start of an important message like this - it was so insensitive. 

There is a need for a clearer direction and leadership presence. Important announcements were expected between March to July around budgets, recruitment signoff’s but these were not executed, instead we got too much ‘soft touch’ communication about SMT and how they are settling into the organisation rather than addressing the important aspects or recruitment issues, budgets, workload which are affecting the day to day of teams and departments. Open and honest feedback across the organisation needs to be collated and listened to. The consensus seems to be that there are actions (such as Perform Plus in FTP) and ideas being imposed without consulting the people that are actually doing the day-to-day work. It is so important that these suggestions are listed to, so we don’t continue losing the experience and dedication of many employees in the long run. 

“Th because there is hard road ahead. In the future potentially things might stabilise. 		At present no because there is hard road ahead. In the future potentially things might stabilise. 		Richard Houghton, Naomi Nicholson, John Barwick

		35		8/18/21 8:56:43		8/18/21 9:23:07		has@hcpc-uk.org		Sam Ha				Senior Project Manager, Projects Team		Type of work;Job not the job sold at interview. ;		When I resigned, I didn’t have another role to go to. I'd had enough and decided to resign. Something has come up within the last couple of days.		Regulator		Project and PMO Manager		Agency		Promotion (increased responsibility level)		55000		Similar package to HCPC, standard		No		Satisfactory		Satisfactory		Satisfactory		Satisfactory		Satisfactory		Satisfactory		Unsatisfactory		Satisfactory		Satisfactory		Good		Good		Poor		Poor		Excellent		Poor		Interview, content of role, and management. 

Interview – had interview and it was fine. Told about the role, told there was a data element but came in, and wasn’t what it was like at interview. If was honest at interview wouldn’t have taken this role. Was offered another role. This is not a PM role, everything being asked to do is pulling data, putting graphs and charts for council. Has been difficult, want PM processes established within FTP, but can’t get done. People are lovely but so much work, can’t get round to it. Can’t deliver all the things would like to. Thought working with FTP would be interesting, but it’s all about targets. Quit last Tuesday, had enough. 
FTP Project – told they wanted to bring someone into PM the projects, did try to do. It was being managed externally but no PM processes had been put into place. The amount of data having to find and collate - this is a PA and Data job, not a PM job. Realistically, the element making me leave is that it’s so data focussed – should be said at interview. FTP people wanted to work but couldn’t get the information to put it into place. FTP really busy all the time, send emails late at night. One of the things questioned, was implementing these new projects, how will they do that on top of the work they have already? Was told ‘it will just have to get done’.

Too data driven. Not criticising the organisation, should have been more honest at interview. Had conversation with PC, we disagree as he feels it is a PM role, that FTP are the client, we should do what they want. That’s not PM. Not something I want to do.

Onboarding process – training, that was fine, really good. Issue had started working from home. Even before, had to email to find out what time to start, will someone contact me? Marzana contacted about getting laptop – no one else had said anything. Had to email PC myself, not a great sign. Then had meeting with PC on first day, every other meeting was then cancelled. I know he’s really busy, CMS being launched, but it was every single meeting. A couple were moved but they were generally cancelled. Had meeting with Kayleigh on second day. For first 2 weeks, no other contact. Messaged KB for social chat. Harder when you don’t know the culture. Was left to it. Said to a friend, no one asked what I was doing, no one telling me what to do. Up until pretty recently, meetings with PC cancelled/rescheduled. Know he’s busy, but for someone new, it’s really demoralising and disheartening. Did what I thought I should be doing, but there was no guidance. As a new person during lockdown coming in, recommendation to HCPC that there are things in place – new starters get to speak with people and engage with us. Left to own devices. Really difficult, don’t feel a valued member. Starts in your head, no one bothered to talk to me. That’s not great introduction to the organisation.

It's chaotic, no one has planned anything for first couple of weeks. Makes you think, what have I done. Was offered another role, made conscious decision to work here as wanted to work with FTP, thought it was a good move, good organisation. Has worked in healthcare for 17 years. Come in and nothings been thought about, nothing arranged. Quite disappointing. Not part of team. 

Think more about people who are working remotely, planning, having meetings arranged. Being more frank in the interview. Don’t think actively misled me but did mislead about the job. Be really clear in advert and interview, that the role is data heavy. Been a PM for 17 years, this is not a PM job. Be clear about content of the role.		No		No		No, I wouldn’t. Don’t feel I was valued member of staff, as stated above. People here a long time, but only by my experience.		Anyone

		36		8/18/21 14:16:56		8/18/21 14:58:42		royda@hcpc-uk.org		David Roy				Financial Planning and Analysis Consultant		Enhanced job opportunity;End of contract;		NHS Resolution		Public sector - healthcare		Head of Finance Business Partnering		Contacted by Hays recruitment agency		Promotion (increased responsibility level)		68891		20.68% employer contribution to pension		Made my contract permanent. I agreed to work for HCPC on the basis that I would definitely be offered a permanent position, and turned down a job offer to be Head of Finance role at a charity on the strength of this promise. This commitment has not been honoured.		Unsatisfactory		Unsatisfactory		Excellent		Excellent		Excellent		Excellent		Good		Unsatisfactory		Unsatisfactory		Satisfactory		Satisfactory		Poor		Poor		Poor		Unsatisfactory		When I started I didn't even get my equipment until the following week. I wasn't given access to key files immediately. I didn't really know who was line managing me. There was never any handover of work and very little in the way of induction or introduction. I was given the opportunity to attend one induction session with Registration - which lasted about 15 minutes. For the last regulator I worked for, there was a 2 day induction. i was horrified to find that emergency 3-month budgets had been set (and the basis for some of these was questionable). The budget for one of the core departments, FtP, was used as the balancing figure and arbitrarily cut by more than £1m. There was a cashflow crisis within the first few weeks, where £1.5m had to transferred between bank accounts in an emergency (the Chair approving the transfer) to meet payroll. No management reports had been done for months and I had nothing to go on, nor had budget holders been routinely consulted on their financial performance. There were fundamental concerns about some of the figures in the 2020-21 accounts and the audit had to be pushed back several weeks. Tian and Anita had left shortly before I joined the team, Then Hiranthi, Jo and Suellen left in June, and Todd and Howard left in July. There was no stability to the team and essential training that I sought to be able to do my work was constantly delayed. For weeks, I could barely get a meeting with Margaret to discuss work she had done that I needed for my work. No monthly reports were run for April or May. The report for June was run near the end of July, but only for revenue expenditure budgets. Capital expenditure budgets still had prior year data. Within a week or two, the income had bee added to the report but it was incorrect (by nearly £1.5m). When rectified, the income still looks suspect but is almost correct. However, this is no basis to report to ELT and Council on financial performance.
HCPC urgently needs to improve its management accounting, with budget holders taking a more active approach to their budgets and meeting regularly with a Business Partner or equivalent. The monthly reports need drastic rework as they are totally unfit for purpose at the moment. Valuation and estimation of income needs to be much more reliable. The finance team needs structure and development, with clear lines of responsibility.		Yes		I would consider returning as I have a wealth of relevant experience from working for another health regulator (GDC) and could make far-reaching improvements if given the tools and given a permanent role. This was an opportunity wasted, and everything about my tenure with the organisation has been dispiriting. For example, I was never paid correctly, and would have been underpaid by around £1,800 on my August payslip had HR not forewarned me of what my pay would be. I was then told that HMRC had instructed payroll to use a different tax code, and that I would need to contact them. I wasted half a morning getting through to HMRC and finding that they had given no such instruction. This falsehood had come from someone missing out a digit on my tax code and inserting an erroneous letter. It then took a further half day to get pay rectified in time for the payroll cutoff, leaving me immensely frustrated. I was angry that I had been lied to about HMRC and wasted time trying to sort out the problem. Unfortunately, this has been representative of too much of my experience with HMRC, which is disappointing. It's painful for me to say this, as I dearly wanted to commit to the organisation, as I even informed the CEO.		At the moment - no. It clearly has the potential to be a good place to work, but it needs urgent root and branch change to be an effective regulator and provide a stimulating working environment - at least to Finance staff.

		37		8/20/21 9:50:05		8/20/21 10:28:05		narayay@hcpc-uk.org		Yash Narayanaprasad				IT Infrastructure Engineer		Enhanced job opportunity;OrganisationRestructuring;		The Workshop		Private sector		Cloud Engineer		Linkedin		Promotion (increased responsibility level)				Same as HCPC		Since 2019 it has been very changing environment as there were many restructuring in SMT and IT level. I wish I found more assurance with all changes in Immediate environment. 		Good		Satisfactory		Good		Satisfactory		Good		Satisfactory		Good		Satisfactory		Satisfactory		Excellent		Excellent		Good		Satisfactory		Satisfactory		Good		I am sure communication can be better at Organisation level and department levels in terms of project. Since 2019 it has been very changing environment as there were many restructuring in SMT and IT level. 		Yes				Yes, good work environment & colleagues. 				Do not share

		38		8/26/21 16:28:41		8/26/21 16:32:43		kamaraf@hcpc-uk.org		Fatima Kamara				Registration advisor		Enhanced job opportunity;		NMC		Regulator		Events officer		NMC website		Promotion (increased responsibility level)		32000				no.		Satisfactory		Satisfactory		Satisfactory		Satisfactory		Satisfactory		Satisfactory		Satisfactory		Satisfactory		Good		Good		Satisfactory		Satisfactory		Unsatisfactory		Unsatisfactory		Satisfactory		Management should listen to the workers on forefront of ways to improve service. Members of staff in higher positions could be more empathetic. 		Maybe				Overall, I had a good time here and would definitely recommend.				Do not share

		39		8/27/21 9:31:27		8/27/21 11:57:07		wilsona@hcpc-uk.org		Adeola Wilson				Communications Business Partner - Communications 		Enhanced job opportunity;Lack of advancement;Salary;The addition of the consultancy Luther Pendragon has also contributed to my leaving and having 2 restructures/consultations twice in 2 years. I applied for the role press manager twice, interviewed twice and each time didn't get the role despite being the main media person in the team for a long time holding down the media side of things. I thought it was unfair that Luther Pendragon were on the interview panel  for one of my interviews. It was a contributing factor to why I was denied the role. ;		Nursing and Midwifery Council 		Regulator		Senior Press Officer 		Word of mouth and NMC website 		Promotion (increased responsibility level)		40000		pension scheme, 30 days annual leave, out of hours extra pay benefits		I would have appreciated if I was given the opportunity to develop and progress - the addition of Luther Pendragon and the restructures/consultations denied me that opportunity. 		Good		Unsatisfactory		Satisfactory		Unsatisfactory		Satisfactory		Satisfactory		Satisfactory		Satisfactory		Unsatisfactory		Good		Good		Unsatisfactory		Poor		Unsatisfactory		Poor		I don't think the appraisals process was very helpful to me at all unfortunately. For a long time I didn't have a manager to help me with this and when I did it wasn't as robust as it could have been. I saw several colleagues including myself who went very long periods of times without any clear objectives etc or anything. 

When I joined in June 2019, after just a couple of weeks my line manager at the time was dismissed or left abruptly without any notice (he was called into meeting and never came back). Then the head of comms became my manager, she had a lot on her plate and eventually she too then left abruptly, without warning / unexpectedly  during the peak of the pandemic. After this for months I was left without a manager, I had to carry out tasks above my position repeatedly and I feel HCPC failed to recognise this and give me the opportunity progress into a more senior role. Though I applied for the opportunity more than once but was denied each time. I was disappointed that Luther pendragon was on the interview panel for one of my interviews - this would have impacted the decision not to hire me or anyone in any of the roles that were once available in the team. Now because of hybrid working there is no clear line of progression for comms officers (now business partners) there are no senior officer or manager roles to progress to. And Luther have taken quite a bit of responsibility away from from the in house team. 

Despite this, I will say that my present line manager has been incredibly supportive to me. He encouraged me as best as he could but a lot of things were above his hands - he still pushed where he could and I wholeheartedly appreciate him for that. 

I would like to see more networks and mentorship programmes in the HCPC, right now the culture is very fragmented and its hard to make connections or feel a sense of belonging. For example as a Black colleague, it is hard to see progression if there are no people of colour in senior leadership. There are no EDI related networks (such as a Black colleagues network etc)  that would foster a sense of togetherness and belonging - these networks allow people to feel seen and understood, rather than over looked, misunderstood or ignored. 

The hybrid way of working with Luther Pendragon was explained to us in the beginning as a situation where they would offer support (this was the truth at times) but that they may also provide training or development opportunities etc... but this hasn't happened at all. 

There were times were I as an individual was undermined, talked down to and mistreated by this agency. I spoke up about this each time - but is unacceptable, no agency should be treating its client badly more than once and get away with it. I feel I was picked on because of my race, and there was an assumption at first that I needed help and didn't know what I was doing. That was incredibly painful to deal with initially because for a long time Luther colleagues were dealing with me the majority of the time and not many others in the team. 

The team is in a position where skills are being generalised and more responsibility seems to be given to the agency team rather than the in house team. They are also singing more and more things off which to me is odd and further undermines the calibre and skills of those in the in house team that are more than capable. It devalues what the in house team can do, there are some very talented people in the team who work incredibly hard but I fear this is becoming more and more unseen. A lot of the work Luther do is great also, but it can over shadow the in house team and its very unfair. There is no reason why these skill couldn't be built and nurtured with in the team rather than outsourcing to an agency. 		I'm not sure 		I reached a place where I felt undervalued as a colleague at HCPC  I realised that if stayed in this situation for much longer I would be unhappy and unable to see my value as a comms professional. I think HCPC should really take more time to value its comms colleagues. 		I have hope that things will improve, but I would recommend it to someone who needs to opportunity to gain vast experience (because I was able to do that and I'm so pleased I had that) but if its to progress, it will be hard to progress and develop in this company especially if you are Black.  		Tony Glazier, Naomi Nicholson 

		40		9/9/21 9:16:56		9/9/21 12:57:09		ankomab@hcpc-uk.org		Ben Ankomah				Registration Advisor and Registration		Enhanced job opportunity;Salary;Career Change;Commuting;		Tilney Smith and Williamson		Financial Service		Recruitment Coordinator		Recruitment Agency 		Promotion (increased responsibility level)						Increased job responsibilities and the opportunity for further training on new tasks		Poor		Satisfactory		Satisfactory		Satisfactory		Satisfactory		Poor		Poor		Excellent		Satisfactory		Excellent		Excellent		Satisfactory		Poor		Excellent		Good		Frequent task changes when working in the registration department so that it doesn't become repetitive or tedious 		No				Yes as the colleagues are great and the management/team leaders are helpful and eager for you to progress whilst at HCPC. However, due to the actual operation of the department the opportunities to progress and learn new skills in registration are limited which is unfortunate				Do not share

		41		9/9/21 14:47:32		9/9/21 14:57:15		khatuna@hcpc-uk.org		Ambia Khatun				Learning & Development Advisor - HR		Relocating;		Failte Ireland		Public sector - other		Online Learning Program Manager		Recruitment Consultancy - Ireland		Promotion (increased responsibility level)		50000		Final salary pension, spouse and dependants pension, 27 - 35 days AL (increases with service)		No, Tehmina and Fatma did see what they could do to let me work from Ireland but it was a short-term solution.		Excellent		Excellent		Excellent		Satisfactory		Excellent		Excellent		Good		Excellent		Excellent		Excellent		Excellent		Excellent		Satisfactory		Excellent		Excellent		Not a lot - enjoyed working here. Everybody is friendly and supportive. Would recommend it to everybody. Certain periods the workload is a lot. There has been a slight dip in activity but a lot of training and projects are coming up which could add to the workload. Make stakeholders aware of what's involved before committing.		If circumstances meant returning to London, then yes but it would have to be the right type of role.		Salary - prior to the agreed salary increase for my role, it was too low based on what the market was offering. Even now the salary is behind the market rate but it was satisfactory because HCPC have been flexible with working from home so the benefits outweighed the cons.
Promotion - L&D is a team of two. There's never going to be much in terms of promotion prospectes in a team so small as it's not a big enough organisation. They could do with another junior level person but for promotions you would have to look outside of HCPC.		Yes - culture-wise it is a nice place to work, friendly and everybody wants to help. A lot of people enjoy their jobs and value being able to help protect the public.
Good benefits - AL and pension contributions have been good.
Would just like to thank everybody in the team, everyone has been great.

		42		11/29/21 15:48:49		11/29/21 15:54:00		khatuna@hcpc-uk.org		Ambia Khatun				Case Manager (JN) - Fitness to Practise		Enhanced job opportunity;Salary;Benefits;		Royal College of Veterinary Surgeons		Regulator		Case Manager		Agency - approached by Hays		Similar level job on higher pay		39000		Private healthcare		I don’t think so – needed change. I don’t think I would have stayed even if they offered me the same salary.		Unsatisfactory		Unsatisfactory		Satisfactory		Satisfactory		Good		Good		Satisfactory		Good		Satisfactory		Good		Good		Unsatisfactory		Unsatisfactory		Good		Satisfactory		Training is really bad particularly for new starters. Everyone is so busy that people don’t have time to train but it’s been quite bad in general. I don’t recall having an induction plan but everyone is so busy that there’s not enough time dedicated to training staff. Recently, Case Management system changed to Nexus and there’s been no training on Nexus. It was dumped on us without minimal training, so there’s not enough training for staff in general. Not sure how things are like in other departments, but there aren’t very many opportunities above what I’m doing now.

One of the big things for us is that not enough people are recruited to do the jobs. They need to up the number of CM’s but in general they need to hire more CM’s. Way too many cases in our name, caseloads are high. Not enough of us to do the job. If recruitment was better, it would help. Consistently on about 60 cases for a while. About 12 people on our team, so down to go back to 10. People leave and we never seem to have enough CM’s, negative impact on the sort of work we can do. My line manager went on maternity leave and she wasn’t replaced. It left one manager doing 2 people’s jobs. Team was covering for Victoria when ideally they should have recruited someone in place, so there was only so much that one manager could have done. 		Maybe		No, not really. Everyone is really good, but there isn’t enough of us. That’s the main takeaway.		50/50 on this one.

		43		12/15/21 15:29:06		12/15/21 15:33:32		has@hcpc-uk.org		Sam Ha				Receptionist		Salary;Lack of advancement;		Acuity		Building management and front of house services		Client experience manager		They contacted CT, saw her CV on TotalJobs		Promotion (increased responsibility level)		31000		Can’t remember what the benefits are.		Yes, HCPC could have some how offered a higher salary somehow. Really liked this job, would have stayed if possible.		Good		Satisfactory		Excellent		Unsatisfactory		Excellent		Good		Good		Excellent		Good		Excellent		Good		Good		Unsatisfactory		Good		Good		Variety of work: before lockdown, it was busier and more variety of work. But since lockdown, less so because everyone is working from home. Heard that in a few years, will be moving offices. Because of the salary, that wouldn’t work for CT. So makes sense to get a job in the city with a salary that suits that.
Literally just the salary the receptionists get, if it was £26-£28k. Roles have changed since lockdown. Cost of living will rise but the wages won’t.		Yes		It’s been a good place to work, had good support from her managers. Would consider coming back in the future		Yes – really good friendly place to work, support their staff very well. 		Yes - line manager and head of department

		44		12/15/21 15:33:37		12/15/21 15:37:54		has@hcpc-uk.org		Sam Ha				Facilities Officer, Office Services		Enhanced job opportunity;Salary;End of contract;Lack of advancement;		Twitter UK		Private sector		Senior Facilities Coordinator		Linkedin (referred by a friend that works in the company)		Promotion (increased responsibility level)		40000		£100 for transportation, £60 for gym, private medical and dental insurance. Lunch and breakfast on site		I think it would have been ideal if she had a perm contract, wouldn’t have been looking otherwise.		Good		Satisfactory		Unsatisfactory		Unsatisfactory		Satisfactory		Good		Satisfactory		Good		Satisfactory		Satisfactory		Satisfactory		Satisfactory		Unsatisfactory		Unsatisfactory		Satisfactory		Started 1 October 2020, extended to May 2021 (last minute call) didn’t know if staying. Started HCPC on 4 May for 6 months, then renewed again. The whole situation wasn’t ideal in terms of notice served for time ahead. Was told last minute. Did all this month, but not got a full year. If we want to deal with better, nice to get a lump sum (1 year contract, rather 3-6 months here and there). Was told it was the director back then, who didn’t want to approve any new headcount. She then left, and then gave another 6 months. Now leaving, they will hire someone full time. Easier for them to go ahead with 3 months contracts at time.		No				Yes, would recommend for someone starting their career. But not someone looking to develop within an organisation. 		N/a		Do not share

		45		12/15/21 15:37:57		12/15/21 15:42:01		has@hcpc-uk.org		Sam Ha				Case Manager - SCT		During PWC phase, very stressful. Wasn’t actively seeking, but decided to start. It was too much. Wants work life balance, PWC phase, was working between 8-10pm. Didn’t have time to be a mum (has 2 children). Horrible time.  Felt like HCPC didn’t care about wellbeing of their staff. Knew about how stressed people were feeling. PWC work was very intense, not prepared. Tried to reduce targets but not enough. Took up so much time. In office, 3.5 hours worth of compulsory meetings a month. Now, 3.5 hours of meetings per week. Taking up lots of time. No time to do work. Micromanagement. Mental health and happiness comes first. Has now settled down. ;		Royal College of Veterinary Surgeons		Regulator		 Case Manager		Hayes – approached via Linkedin		Similar level job on higher pay		39000		Working hours 33.75 per week, after 18 months can become a TL to manage the new case managers. Training on how to do that, career development path. Less annual leave. Option to buy and sell annual leave. Similar pension		I don’t think so. Just bit too far gone. PWC experience, did effect work ethic. Signed up to the mentor programme, which was a good thing, would have helped.		Unsatisfactory		Good		Good		Satisfactory		Excellent		Excellent		Excellent		Good		Good		Excellent		Excellent		Satisfactory		Unsatisfactory		Excellent		Satisfactory		Training – was poor when she started but now it’s better. Came as temp, but when moved to HCPC contract, still did not get an induction.
Career development – has come in a temp, to ftc, to perm to SCT. Has already had that experience elsewhere so no personal development.
HCPC culture – was awful, but now it’s friendlier, open, free to speak. Lots more relationship. One positive that came from PWC work.
SCT – quite stressed out compared to other Case Teams – high staff turnover, case fluctuation. But work is being done to address that. The way they recruit in SCT should be reviewed. The most recent recruits were unrealistic recruits – different experience, were always going to leave. Not here for very long. Knew they wouldn’t stay. Best to recruit internally, give them an opportunity to progress. 
PWC led to managers becoming more micromanaging focussed. Not her style. Hard to quantify the work, to put into stats. 
The training of new starters – which has changed. Taking on temps, would be helpful to give them an induction. Have proper training on how to do the job from start to finish. Understand the process and what to be expected.
PWC experience – remember hearing about it, but didn’t know what was going to happen. No specific details. Assumed PWC would be going to managers only, didn’t realise it would be all FTP. Should have been clearly explained, how it would effect their day to day work. All taken by surprised. Changed case management system whilst PWC came in – bad decision. Had offered to be a nexus champion, moved teams. And then the PWC work was happening and it was too much to juggle. Case Management system change should have happened before PWC. Too many big changes at one time.
		Not in this role but would if other role came up of interest.		PWC did give her opportunity to discuss at her interview. Put herself forward as various champions, helped in interviews. Mentoring scheme – great opportunity. Coaching qualification – amazing opportunity. Excel level 2 course – wasn’t common knowledge…would be nice for this to be more heavily advertised. Not aware of all the HCPC offers by way of courses and training. Trying to put herself forward for things. Those who are more shy, might miss these opportunities. 		Yes, HCPC have done a lot to make changes. Slow burning but recently, actively doing work to make things better. Not always like that. Grass is not necessarily greener. It’s not an awful place, pretty flexible. Now calmed down. As long as you have full team, cases not crazy, it’s do able. 		N/a		Do not share

		46		12/16/21 8:44:18		12/16/21 9:13:47		khatuna@hcpc-uk.org		Ambia Khatun				Case Manager; Fitness to Practise (Rebecca Ayanfalu)		Dissatisfaction with line management;Health;Working conditions;		N/A		N.A		N/A		N/A		N/A				N/A		When I started Nexus was introduced and because of the pandemic it meant it was virtual, CM handbook wasn’t fit for purpose as it was based on the old system. Training was an hour which we got from each dept and they just tell you what they do. I have never felt more stupid in my life. Reached out to my line manager that there was no adequate training, it was only bearable because Danielle Nairn and Sheneela Shabbir had such a bad experience that when any new people started they were telling new people what to do. We were thrown to the dogs. Coming from Adjudications, it was such a shock to me. I heard about Case Management, and the high turnover and lack of training and didn’t occur to me that I would struggle in an organisation I’ve been with for years. It is a terrible way to leave, I’m grieving the loss of my job in such a ridiculous manner, I’m not leaving for career progression. I resigned, sent the email, forwarded it on and he responded sorry to hear you resigned, I will inform HR. At no point did he call me to say how did you go from not coping to quitting. No message, nothing. Within a day, it was processed. A week after, he tied it in with a catch up. He thought we should talk about it and we had a meeting about the call we had and then I resigned after. His recollection of it was that I sounded like I didn’t want cases because I didn’t like work. I forwarded it to HR and RB didn’t acknowledge it. That’s why I resigned. I didn’t leave because I was applying for jobs, I wasn’t well. I didn’t wake up on Tuesday planning to resign. It can’t be a good way to manage people. I know managers have stuff going on, but I’ve been managed before.		Poor		Unsatisfactory		Satisfactory		Poor		Good		Poor		Poor		Poor		Poor		Good		Poor		Poor		Poor		Satisfactory		Poor		Work/life balance in FTP is poor. Can’t say anything about Registration. But CM’s are working weekends to get their caseloads down. We’re told we don’t have to, but you do because the workload is a lot. Melanie Harel was stellar – the Hearings Team Managers were awesome. Ops Manager, Claire Baker, she bats for her team. When I was in that team I was in a cocoon. It was hard work and challenging, travel required and really that’s where I should have broken down. You could go from someone being sick and needed in Cardiff that same day. From Glasgow to Cardiff, back to London. There isn’t a good culture at HCPC. The best thing about HCPC is the people/colleagues and the people who are there, but that’s not what you can stay for. After a while, you’ve had enough. People are treated so badly. People say I’m quite forward because I’ve said working at HCPC is like being in an abusive relationship. Somebody put on Glassdoor that working for HCPC is like living with an abuser and that wasn’t me so other people are thinking the same. There are other things that are systemic and entrenched that I don’t know how it would be changed. We have a high turnover, my team mates collaborate and help each
other. HCPC has started a mentoring programme to help assist but that’s poor and you can apply 10 times for a job and still not be successful here. We should be identifying talents, send them to shadow another team. Let people move around. We don’t have a lot of that, they’re starting that now. Performance management should be to be seen, heard, supported but there’s no action. People say communication is important but comprehension is, but if they don’t understand you then it’s not enough to communicate to them. You feel frustrated and not being heard, but the person is telling you they could do better.		No		Thank you for listening and making the time. I appreciate that you’re busy and time had to be carved out. You captured everything, sometime it is too late for one person, but I could’ve fought and gone down the legal route and could have had a decent case, but I didn’t want it to get ugly for me. As a woman and ethnic minority, I know what it is to be heard and seen. I’ve spoken about one manager, but it shows you how one person can make a difference. This is really serious, I’m not saying this to gain sympathy. Someone not having the appropriate training or heart to hear somebody, let’s not take that lightly. We’ve spoken to registrants longer than needed and gone beyond because we know that person is vulnerable. That’s what is so painful. I had the luxury of quitting because I am in a place I can be taken care of, but that might not be the case for everyone else or if I had
children, etc. If HCPC had more compassion we would be a great regulator.		No way, I wouldn’t. I would recommend certain managers, but I couldn’t in good faith
recommend HCPC. I’ve not spoken to you (NN) before, but have heard about you. So that
must be a good thing.

		47		12/21/21 17:05:10		12/21/21 17:23:13		tawiahl@hcpc-uk.org		Louisa Tawiah				Registration Adviser - Registration 		Health;End of contract;Salary;Working conditions;		Studying part-time at CNM		Private sector		N/A		My agency - Gordan Yates		N/A						•	Offer a part-time 
•	Offer a variety of work (only did app-splitting, INT APPS, assessment prep,)
•	Should have been allowed variety of work (especially WFH)
•	Better salary
		Satisfactory		Poor		Excellent		Poor		Excellent		Poor		Unsatisfactory		Satisfactory		Satisfactory		Good		Good		Poor		Poor		Poor		Poor		•	As an organisation it is ok, but very low retention observed from the beginning, and this fact needs to be improved. 
•       A lot of effort on training and the staff only stays for 3-4 weeks
•	Communication is not great for many co-workers in terms of their working needs
•       More structure, everyone working on the same guidelines
		If part was offered and it would have to WFH				•	Overall the staff members are all interesting
•	Complaints overheard from day one of the employees are not very satisfied (had to wear my headphones to block out that type of talk)
•	Working from home optionally would be better esp. in winter
•	New employee should be asked before on-boarding whether or not they want to work from office full time 
				Do not share

		48		1/19/22 13:34:16		1/19/22 13:39:34		has@hcpc-uk.org		Sam Ha		Sheila Nalweyiso		(Senior) Case Manager, Fitness to Practise		Career Change;Family/Personal reasons;Lack of advancement;		Taking time out to think about what she wants to do next. Not sure what the next step is. 		N/a		N/a		N/a		N/a		0		N/a		If FTC had been extended, potentially could have stayed on. Nothing about the CM role that was appealing as done it for so long. Only way to stay was t.o do something different. Need something different.		Good		Satisfactory		Excellent		Excellent		Good		Good		Good		Excellent		Satisfactory		Excellent		Excellent		Good		Satisfactory		Excellent		Good		Work/life balance – prior to wfh was difficult to get a good work/life balance. Would always work long hours, workload was so significant. Felt had to work long hours to get it done. Getting home late, not having time for self. Try to decompress over weekends, thinking about work. There is so much to do but so little time. Thinks that it is better now, wfh has allowed the flexibility to start early if that’s what you need to do, managers flexible. Flexibility makes it easier. More understanding due to the pandemic. Before it was quite rigid. 

HCPC Culture – would like to see, in FTP, more collaboration. Sometimes because of the different functions, forget they are a dept with common goal. Can feel like us vs them which makes it stressful, harder to share feedback across teams as might take it as an attack. Culture of blame, if mistake happens it’s more about who is at fault. If one whole team, in this together, might be a kinder way to deal with it. Unwillingness to help, because you only care about the team rather than the department as a whole.

Promotion Prospects – when you’re a CM and want to move up in FTP, next step is CTM but there is a very big gap. Have gone for CTM role but not appointable. Potentially bring back the SCM role, as now has the people management experience to get the CTM role. Something in between CM and CTM, give people option to progress. No space to manoeuvre.

Would have been more enjoyable if there was more resources to do the work. Have enjoyed and learnt so much but it has been stressful. The workload is not sustainable. Can’t fault colleagues and managers, have learnt so much. Have enjoyed the people. The work is interesting but too much. Can’t be your best self as spread so thin. Consistently not having enough staff.		Yes		Great people and line manager. Would be the professional she is without having joined the HCPC. Grateful to managers, OMs, Heads etc for support and kindness. The team she’s leaving are new, but a good group people. Work to retain them. Strong team in 12 months time. 		For why she would recommend – people, benefits (great pension, annual leave, FW policy etc) CM role great role for professional development, interesting work. 
Not – because of the amount of work it’s not sustainable, for some it would be stressful. High pressure. 
		Victoria Gardner

		49		2/14/22 19:02:21		2/14/22 19:10:59		dasgupn@hcpc-uk.org		Nandini Dasgupta				Data Migration Analyst, IT		Family/Personal reasons;		Not yet fixed.		Private sector		None yet		N/A		Moving back to my native country						I am moving back to my home country.		Good		Satisfactory		Good		Unsatisfactory		Excellent		Excellent		Good		Excellent		Excellent		Excellent		Excellent		Excellent		Satisfactory		Excellent		Excellent		Salary is not at per with the other comparable regulators		Yes				I would recommend HCPC as an employer as it seemed to me to be an employee friendly company
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Learning/Organisational Development Activity 
Training workshops in Q1

Apprenticeship

Aspiring Leaders Programme/Team Leader Level 3 
Apprenticeship ( 16 months) –leadership 
upskilling initiative

• 1 staff is on a Break in learning
• 1 staff had withdrawal due to new job role.
• 1 staff is progressing well.

Assistant Accountant Level 3 (18 months) • Apprentice progressing well

Business Administration Level 3  (15 months) • Apprentice progressing well

Coaching Level 5 Apprenticeship Programme • 1 staff  is on a Break in learning
• 1 staff returned from their break in learning in May.

Apprenticeship programme Progress update

Compliance eLearning training 
completion rate 92%  for

reporting period 
1 April 2023 – 31 March 2024
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HCPC Welcome and orientation:
100% of new starters felt the 

corporation induction event is a 
useful means of learning about 

HCPC and meeting senior 
managers

Individual contribution to HCPC:
100% of new starters understand 
how their role adds value to the 

HCPC

Line manager support: 
100% of new starters felt 
that they are supported 
by their line managers

Recruitment process:
93% of new starters 
felt the recruitment 

and selection process 
is efficient 

Culture: values and 
behavioural standards:

100% of new starters are 
fully aware of the HCPC 

values and the behaviours 
expected of them

Future outlook: 
100% of new starters 

are excited to be 
working for the HCPC

Corporate induction and onboarding feedback
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