
THE ONLY INDEPENDENT STRATEGIC HR PUBLICATION

theHRDIRECTOR	 JULY 2025 | ISSUE 249

HRD

M A T T H E W  D A L L
P E O P L E  &  C U L T U R E  D I R E C T O R  U K  &  I R E L A N D

H I L T O N  F O O D S

“ T H E  C O R E  O F  T H E  B U S I N E S S  - 
I T S  C U L T U R E  A N D  I T S  D N A  -  C A N ’ T 
J U S T  B E  I N J E C T E D  F R O M  O U T S I D E , 

I T  H A S  T O  B E  B U I L T  O V E R  T I M E ”

10
0%

 NO PAID FOR EDIT
O

RI
A

L

10
0

%
 N

O PAID FOR EDITO
R

IA
L

e s t d 
2004

I N  P R I N T, 
I N  P E R S O N  
&  O N L I N E

HRD

C O R E

IN THIS ISSUE:
HRDEBATE
HOW TO BUILD A TRULY  
SUSTAINABLE WORKFORCE

RESKILLING & UPSKILLING

ENGAGEMENT

MENTAL HEALTH & PSYCHOLOGICAL SAFETY

DEMOGRAPHIC SHIFTS



THEHRDIRECTOR.COM	 JULY 2025 | theHRDIRECTOR | 3

	 EDITOR’S WELCOME
05	 Editor’s perspective of all the subjects  

covered in this issue

	 LEGAL UPDATES
06	 A round up of verdicts from the courts,  

plus new and adapted legislation explained

	 RESKILLING  
& UPSKILLING

09	 Snakes and Ladders
	 Focusing on time-limited specialist skills and 

individual careers creates a culture, where people 
clamber for the single ladder to the top

10	 When tomorrow comes
	 Businesses have rigid KPIs to meet in an era 

where a plethora of macro-trends are shifting 
how organisations survive

12	 Augmentation
	 The AI mantra and mission should be clear 

to everyone, because if there is haziness and 
ambiguity, people will disengage

14	 Digital pulse
	 The structure of NHS digital teams has evolved. 

The word ‘transformation’ is not used lightly in 
the health service

	 COVER INTERVIEW
16	 Matthew Dall, People & Culture Director  

UK & Ireland - Hilton Foods

	 ENGAGEMENT

25	 Rules of engagement
	 The real concern isn't AI replacing jobs, it's 

being replaced by someone who knows how to 
use AI proficiently

26	 Legacy is history
	 Legacy systems, designed for control and 

predictability, are failing fast

28	 Engagement 2.0
	 There’s a common refrain whispered more  

often than recorded, “we want HR to be 
strategic, not just supportive”. It’s a fair ask

30	 The credibles
	 We can find ourselves operating with ‘artificial 

intimacy’, trying to build relationships

	 HRDEBATE
32	 How to build a truly sustainable 

workforce
	 Sustainability is key, but while the focus is on  

the likes of environmental impact, the ‘human’ 
element is often overlooked

	 MENTAL HEALTH & 
PSYCHOLOGICAL SAFET Y

41	 Cracks
	 Mental illness isn't a flaw, people can recover  

and it can happen to any of us - and it’s okay to 
not know what to say

42	 Topophilia
	 While you don't have to have all the answers as 

leaders, you do have to start the conversation 

44	 Trust
	 Psychological safety isn’t soft, it’s a strategic 

business and yet many organisations struggle to 
move beyond surface-level awareness

46	 Break the silence
	 Vulnerability is a strategy, not a risk, we’ve been 

sold a version of leadership that equates strength 
with certainty and control 

	 DEMOGRAPHIC SHIFTS

49	 Unity in diversity
	 Diversity - across generations, backgrounds and 

lived experiences - is not a challenge to navigate, 
but a core strength

50	 Unbossing
	 Untether leadership from status and control and 

instead tie it to purpose, influence and the ability 
to elevate others

52	 Eye-to-eye
	 Many businesses are struggling to bridge the 

generation gap and identify the blockers that are 
stopping teams from working effectively together

	 TO THE POINT
53	 I don’t like Mondays
	 The pro-hybrid camp is suffering serious 

overreach of the benefits of home working, 
conveniently ignoring how many workplaces 
have hollowed out at the altar of flexibility

	 MOVERS & SHAKERS
54	 Who is going where at the top of the  

HR profession?

C O N T E N T S

S U B S C R I B E  -  P R I N T  &  D I G I T A L

UK ANNUAL SUBSCRIPTION £175.00
UK 2 YEAR SUBSCRIPTION £260.00 SAVE £90.00
OVERSEAS ANNUAL SUBSCRIPTION £250.00
OVERSEAS 2 YEAR SUBSCRIPTION £400.00 SAVE £100.00

WWW.THEHRDIRECTOR.COM/SUBSCRIBE

II

I

III

IV

The publishers accept no responsibility in respect  
of advertisements appearing in the magazine, and the 

opinions expressed in editorial material or otherwise do  
not necessarily represent the views of the publishers.  

The publishers accept no responsibility for actions taken  
on the basis of any information contained within this 

magazine. The publishers cannot accept liability for any  
loss arising from the late appearance or non-publication  

of any advertisement for any reason whatsoever.

ISSN 1754 0224
THEHRDIRECTOR IS PUBLISHED BY PURE STRATEGIC MEDIA LTD

REGISTERED IN ENGLAND & WALES NO. 7878098

PRINTED ON ENVIRONMENTALLY FRIENDLY PAPER. CHORUS 
SILK IS AN FSC MIXED SOURCE MATERIAL, IS TOTALLY 

RECYCLABLE AND BIODEGRADABLE, ECF FIBRE.

10
0%

 NO PAID FOR EDIT
O

RI
A

L

10
0

%
 N

O PAID FOR EDITO
R

IA
L

e s t d 
2004

I N  P R I N T, 
I N  P E R S O N  
&  O N L I N E

HRD

FOUNDER & CEO

Peter Banks

EDITORIAL
Jason Spiller

ADVERTISING
Louise Williams

advertise@thehrdirector.com
01454 292 063

ADMINISTRATION
info@thehrdirector.com

DIGITAL MEDIA
Hady Elsayed

Beenu Weerawardane

DESIGN
8FOOT3 Creative Design

www.8foot3.co.uk

PHOTOGRAPHY
Stuart Thomas Photography

www.stuthomas.com

For more information please visit 
www.thehrdirector.com

EDITORIAL  
PANELLISTS

Maxine Bonwick 
Global JV Organisation & HR Transformation

HORSE Powertrain Limited
Gemma Dale 

HR Consultant
Harvey Francis

Executive Vice President
Skanska UK Plc
Makbool Javaid  

Partner 
Simons Muirhead & Burton

Brian Newman
Vice President Human Resources

Live Nation Entertainment
Hannah Reid 

People Director EMEIA 
Apple

Hayley Tatum 
Previously Chief People & Corporate Affairs Officer 

Asda



THEHRDIRECTOR.COM	 JULY 2025 | theHRDIRECTOR | 41

M E N T A L  H E A L T H  &  P S Y C H O L O G I C A L  S A F E T Y 

There’s a strong link between mental 
health and how well people function  
at work. But would you know how  
a struggling employee might present in 
the workplace? Some signs are subtle: 
Irritability with colleagues, 
disengagement in meetings, avoiding 
social or team activities, failing to respond 
to messages, missing deadlines despite 
enthusiasm, loss of passion for the 
company’s mission and frequent 
complaints of physical issues - because 
sometimes it's easier to say “back pain” 
rather than “depression”. The more 
obvious indicators include; openly stating 
they’re struggling, regular sick leave for 
stress, anxiety or depression and being 
frequently tearful or overwhelmed. HR 
leaders are in a powerful position to help 
create mentally healthy workplaces. This 
can include access to Employee Assistance 
Programmes (EAPs) and mental health 
first aid training and equipping line 
managers with the right tools. In any mix 
of support made available, it is important 
that each component is supported by 
evidence of effectiveness. Performance 
conversations can be delicate, particularly 
when mental health is a factor. So here 
are some tips to navigate them: Be ready 
to listen, as you might be the first person 
they confide in and stay non-judgemental 
- mental illness isn't a flaw, people can 
recover and it can happen to any of us - 
and it’s okay to not know what to say. 
Don’t worry about having the perfect 

response, your role is to guide an 
individual towards considering support. 
Importantly too, understand the stigma, 
many employees will want discreet  
access to help.

If an employee does need help, quick 
access to effective care makes a huge 
difference. Indeed, analyses of outcomes 
from over 27,000 NHS patients treated 
for mood or anxiety disorders - reducing 
wait times from six to three months led 
to a £500 economic saving per patient 
(Catarino et al, 2023, Nature Mental 
Health). One way to improve speed is to 
enable self-referral, so that employees can 
access help privately and with fewer steps. 
So, what treatments can work? Evidence-
based psychological treatment, like 
Cognitive Behavioural Therapy (CBT) 
and counselling, are highly effective for 
conditions like depression, anxiety and 
bereavement. They also improve 
workplace functioning. Analysed data 

from 11,000 employed patients with 
Generalised Anxiety Disorder treated via 
one-to-one online CBT using the Work 
and Social Adjustment Scale (WSAS) - 
found that 52 percent with moderate to 
severe work impairment improved to 
mild impairment after treatment, 
demonstrating significant return-to-
function benefits. But For treatments to 
work, people must be able to access them 
and so common barriers such as travel, 
lack of privacy at home or work and 
inflexible appointment times, need to be 
considered in effective provision. One 
group with a growing need is menopausal 
employees. Around 70 percent of 
menopausal people experience mental 
health symptoms that impact confidence, 
concentration and energy levels. Despite 
growing awareness, stigma still limits 
open conversations and here, typed 
therapy has proven particularly effective 
for this group. When employees access 
timely, effective care, the whole 
organisation benefits, through increased 
productivity, creativity, job satisfaction 
and reduced absenteeism. But the impact 
is more than operational, it shapes 
culture, improves team dynamics and 
shows employees that their wellbeing  
is valued.

C R A C K S

A R T I C L E  B Y  N I C  S M E E T H ,  C L I N I C A L  D I R E C T O R  -  I E S O  D I G I T A L  H E A L T H

PRESENTED WITH EMPLOYEES L ABELLED AS ‘UNDERPERFORMING’ OR ‘DIFFICULT ’,  IT CAN BE HARD 

TO DIFFERENTIATE BETWEEN TRUE UNDERPERFORMANCE AND UNDERLYING ISSUES.  HOWEVER, 

SPENDING TIME DOING THIS CAN HELP DICTATE THE COURSE OF ACTION TO TAKE. BUT WOULD YOU 

RECOGNISE THE SIGNS OF MENTAL HEALTH ISSUES IN YOUR EMPLOYEES… OR EVEN YOURSELF? 

O P I N I O N

"STAY NON-JUDGEMENTAL 

- MENTAL ILLNESS ISN'T A 

FLAW, PEOPLE CAN RECOVER 

AND IT CAN HAPPEN TO ANY 

OF US - AND IT ’S OKAY TO 

NOT KNOW WHAT TO SAY"
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