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The world of HR is challenging at best, but 
with new legislative changes on the horizon 
and regular case law, practitioners are hav-
ing to think clearly and innovatively to ad-
dress many typical issues. Within this edition 
we look at some current matters alongside 
intentionally thought provoking themes that 
should help create debate. As 
always our website carries 
much more and we look 
forward to talking with you 
over the coming months at 
conferences and other 
events.

Richard Purchase
Chief Executive

Pathway to a fairer future - the 
Equality Bill explained
In June the Equalities Minister, Harriet Har-
man, set out the Government’s ‘landmark’ 
move to end discrimination with the launch of 
the Equality Bill white paper.  Referred to by 
the Cabinet Offi ce as “positive action” rather 
than “positive discrimination”, the Bill sets 
out to make it easier for women to demand 
equal pay and reduces discriminatory practic-
es in the workplace.  At Insight we have been 
studying the proposed Bill carefully to fi nd out 
what this “positive action” actually means to 
employers.

So what has been announced?
This single Bill will replace the 116 different 
pieces of equality legislation currently in force 
across England, Wales and Scotland.  Yet the 
Bill represents more than simply legislative 
housekeeping.  It aims to tackle the pay gap 
between men and women and broaden the 
scope of current discrimination legislation. 

How will “positive action” work?
Employers will get the right to address under-
representation within the organisation.  Un-
der the Bill, employers will be able to favour 

female and ethnic minority candidates over 
white male candidates when they are equally 
qualifi ed for the job.  This has led to cries of 
“positive discrimination” from segments of 
business and society.

OK, let’s get to the bottom of this. Does this 
mean the CVs of white men will be chucked 
on to the reject pile by the Bill?  Given two 
equal candidates, an employer may select on 
the basis of gender or ethnicity to rectify some 
existing imbalance.  A male teacher might be 
good news for boys in an all-woman primary 
school, a black police offi cer an asset 
in an Afro-Caribbean neighbour-
hood.  Contrary to much mislead-
ing reporting the selection 
decision under the Bill 
will be entirely p e r -
missive, rather than 
compulsory.  

The pay gap
Over 30 years 
after equal pay 
legislation was 
i n t r o d u c e d , 
there are grow-

ing concerns that the gender gap in relation to 
pay between men and women is continuing to 
show inequality.  Offi cial fi gures show that for 
every pound a man earns, a woman still earns 
just 87 pence.  Many contracts include claus-
es that prevent colleagues discussing what 
they earn - these will be outlawed by the new 
Bill.  The Bill will also encourage employers to 
disclose information about workers’ salaries.  
Public sector organisations and private sector 
fi rms with contracts in the public sector will be 
forced to publish equal pay audits. 

Insight encourages any organisation that 
has not conducted an equal pay review 
recently, or feels that they would ben-
efi t from an independent third party re-
view, to liaise with us to consider what 
may be necessary as part of an overall 
review of remuneration strategy.

For further information or 
advice about the Equality 
Bill or more specifi cally 
on Equal Pay, please 
contact Insight on 01403 
892910.
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Labour Market Outlook
A sharp rise in expected redundancies will hit 
the UK jobs market hard, a recent survey has re-
vealed. The CIPD Labour Market Outlook (LMO) 
survey shows that almost two in fi ve (38%) 
companies intend to make some employees 
redundant this quarter - a sharp increase on 
the autumn 2007 LMO survey fi gure of 17%. 
This is the highest fi gure for redundancy inten-
tions since the LMO survey began in 2004.

Redundancy intentions are highest in the 
East Midlands (47%), the West Midlands 
(45%) and the South-West of England (45%). 
The least affected areas are Scotland (33%), 
Wales (35%) and Northern Ireland (36%). Re-
dundancy intentions in England are lowest in 
Yorkshire and Humberside (34%).

Within the 38% of employers surveyed 
who expect to make some staff redun-

dant, a quarter indicated that at least ten 
staff will lose their jobs. Thirty-seven per 
cent expect to make fewer than ten roles 
redundant, with the remainder uncertain 
of the numbers likely to be involved.

Redundancy intentions have increased in all 
sectors since the autumn 2007 survey and are 
strongest in the public services, where almost 
half (48%) of employers surveyed expect to 
make at least some staff redundant this quar-
ter. The main difference is circumstances be-
tween the sectors; private sector employers 
are facing a mix of tougher trading conditions 
and higher costs, and employers in the public 
sector are being required to make further ef-
fi ciency savings and cope with tighter budg-
ets.

Therefore, it is inevitable that some compa-
nies will announce redundancy plans in 2008, 
however all companies need to ensure that 
looking to reduce their head count is the last 
option. 

If an employee puts in a claim to a tri-
bunal, they will expect to see a sound detailed 
business rationale as to the process that led 
to this decision. All too often companies don’t 
consider all their other options, and since the 
consultation process exists to consider any 
alternatives to avoid redundancies then com-
panies should do just that.

Insight are often presented with questions 
from clients about what these options are, if 
redundancies are needed to ensure that the 
business remains a going concern, we often 
fi nd, through the work we do with compa-
nies, that many companies have already gone 
through a checklist of options without even 
realising.

The consultation must take place with the 
elected representatives/individuals and must 
include consultation about ways of avoiding 
the dismissals, reducing the number of em-
ployees to be dismissed and mitigating the 
consequences of the dismissal (Trade Un-
ion and Labour Relations (Consolidation) Act 
1992, section 188(2)). Failure to do so could 
result in a complaint being presented to an 
employment tribunal.

Think creatively, ask yourself what 
amount of money needs to be saved, 
and what different options could 
meet this need.

Insight Checklist – Measures to con-
sider

•  Reducing staff hours
•  Reducing/stopping over-

time
•  Changes to shift pat-

terns
•  Reducing pay
•  Ending agency staff contracts/cas-

ual staff/contractors

•  Reviewing staff who are absent on long term 
sickness absence and seeking GP advice/
support to get employees back to work and 
cut down any sickness payments

•  Reviewing staff who are not performing and 
putting in performance improvement plans

•  Reducing budgets across all areas
•  Recruitment/promotion freeze
•  Workforce planning to determine natural 

wasteage
•  Consideration to redeploy staff within the 

company
•  Early retirement
•  Voluntary redundancy

Short term measures

•  Lay off

•  Working extra days without pay 

•  Reduction in pay for a temporary pe-
riod

•  Job share for a temporary period

Of course, as with any change 
management process this is 

just the starting point, Insight 
can guide you through the 

minefi eld, help assess and 
minimise risks and ensure 

a positive employee rela-
tions outcome.

21% increase 
in companies 
intending to 

make redundancies 
since Autumn 2007
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Fifty-nine percent of English Housing As-
sociations who pay Board Members believe 
that their decision to do so has resulted in 
improved Board performance.  This is one of 
the key fi ndings of our fi fth annual survey on 
Board Members’ pay.  Despite a continued 
steady growth in the number of organisations 
which have introduced payments during the 
last 12 months, and in those still contem-
plating paying Board Members, there is still 
scepticism amongst those RSLs and ALMOs 
who do not pay as to whether it will produce 
benefi ts.  Whilst paying organisations claim to 
have reaped benefi ts, those who do not pay 
are much less convinced about the potential 
for improvements in Board performance. 

The greatest improvement in Board perform-
ance noted by the survey was the attraction 
of new Board Members with enhanced skill 
sets, closely followed by improved perform-
ance management and the greater ability of 
their Boards to drive and change strategic vi-
sion.  However, only a fi fth of non paying RSLs 
and 35% of ALMOs who responded believe 
that making payments would improve the per-
formance of the Board.

Our annual survey also looked at the reasons 
why organisations do not make payments, 
which organisations are more likely to make 
payments and produced detailed research on 

the level of payments being made to Board 
Members throughout England.  This year’s 
survey, produced from a sample of 199 or-
ganisations, shows that the national average 
of payment for a Group Chair is £10,592, a 
Non Group Chair £7,805, a Group Vice Chair 
£5,804, the Chair of a Subsidiary Board 
£6,660, the Chair of a Specifi c Committee 
£5,042, Individual Group Board Members 
£3,585 and Individual Subsidiary Board Mem-
bers £2,728.  As these are average fi gures 
it is accepted that the larger groups do pay 
more as allowed for under the guidance from 
the Housing Corporation. A Group Chair in 
London is paid 17% more than the national 
average and Non Group Chairs are paid sig-
nifi cantly more than their counterparts in the 
rest of the country.

Research for the survey was carried out within 
the last 4 months and questionnaires were 
sent to 950 RSLs and ALMOs with approxi-
mately 21% responding, an increase of 1% on 
last year’s survey.  Of the 199 respondents, 
124 were a non-group structure, 64 were with 
a group and 11 did not specify.  Responses 
were received from a range of housing associ-
ations with an overall representation from both 
small and large organisations. Forty-seven 
percent of responses were from organisations 
with less than 2500 units in management and 
37% were from organisations with over 2500 

units in management.

You can obtain a copy of the 
survey report by contact-
ing Insight directly on 01403 
892910 or alternatively down-
load a copy from our website 
www.insight-hr.co.uk  

Social Housing Board Payments lead to 
Improved Business Performance

Download your copy now 
www.insight-hr.co.uk
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Corporate Social Responsibility (CSR) is arguably the 
buzz-term of the decade in the business environ-
ment.  But what is it all about, why is it important 
and, more to the point, what does it mean for HR?

CSR covers every aspect of corporate govern-
ance and, in particular, the ethical aspect of how 
companies conduct their business.  In an age 
where global communications have opened 
up the world to scrutiny, people have become 
increasingly more aware of the environmental, 
social and economical impact of their actions.  
This is also true at the level of governments 
and large corporations and indications of this 
increased awareness can be seen in the set-
ting up of initiatives designed to improve and 
protect the environment and to increase social 
responsibility, such as:

•  The Kyoto Agreement, with signed up coun-
tries agreeing to reduce their carbon emis-
sions to 1990 levels by 2012. 

•  The Companies Act 2006, which has a 
strong commitment to social responsibility 
and which acknowledges the reality of cli-
mate change, with economic and regulatory 
implications across all sectors.

•  A signifi cant shift in the ethical stance of many 
large corporations such as Shell, Cadbury 
Schweppes and Unilever, amongst others.

It is unfortunate that the issue of CSR has grown 
in importance largely because of public scandal 
and mismanagement.  Take, for example, the 
damage to the social credibility of organisations 

such as Nike who, allegedly, use child labour, 
and Coca Cola, who were the subject of a wa-
ter scandal in India.  CSR not only makes sense 
from an environmental and social perspective, 
but it also makes good business sense.

The Companies Act was clearly an opportu-
nity for the Government to demonstrate its 
commitment to promoting socially responsible 
business and it has taken a fairly self-regula-
tory approach to social and environmental is-

sues.  The Act places a responsibility on direc-
tors to consider the impact of the company’s 
operations on the community and the environ-
ment; however CSR activists believe that the 
legislation does not go far enough in promoting 
transparency and accountability.

CSR is also about communities and com-
munity involvement schemes, with many em-
ployers now setting up workplace volunteer-
ing schemes, where they give their staff paid 
days leave to become involved in voluntary and 
charity work, both locally and abroad.  

The benefi ts of successful CSR can include 
promoting and protecting the company brand, 
being seen as a leader, or having a well-defi ned 

position in the marketplace and creating mutu-
ally benefi cial relationships with employees and 
customers built on trust and credibility.  CSR, 
therefore, has the potential to make a dramatic 
contribution to the organisation’s overall cred-
ibility.

HR has a signifi cant role to play in ensuring 
their organisation is proactive in implement-
ing and supporting CSR initiatives.  In practical 
terms, HR can work in partnership with other 
functions within the organisation to co-ordinate 
the CSR strategy.   According to the CIPD, to 
create an effective CSR strategy organisations 
will need to consider the following points:

•  Clarify their core values and principles. 

Corporate Social Responsibility – the HR Agenda

More talent joins 
Insight page 8
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•  Make sure they know who their key internal 

and external stakeholders are and which is-
sues affect their relationship with them. 

•  Get the top team on board, and know how 
to sell the benefi ts of CSR to different stake-
holders. 

•  Understand how the CSR strategy is aligned 
to their business strategy and HR practices. 

•  Get endorsement for the CSR strategy from 
inside and outside the organisation. 

•  Communicate consistently. 

•  Training is vital, as CSR will only have an im-
pact if employees are engaged: attitudes or 
behaviour won’t change otherwise. 

•  Effectively measure and evaluate CSR, other-
wise the time, effort and money invested are 

based on assumptions, not results.

This list is easy to read and imminently more 
diffi cult to implement, but CSR strategy can-
not succeed if organisations only pay lip serv-
ice to the concept, or if they fail to deliver on 
their promises.  The trust that is engendered 
by commencing such initiatives is practically 
impossible to regain once lost.

In order to be successful, CSR needs to be 
embedded in the organisation’s culture and be 
seen to have the support of the top team.  It 
sits quite comfortably with the way HR already 
works in terms of communicating, implementing 
policies and cultural and behavioural change.  
This places HR in an ideal position to directly 
infl uence the organisation on CSR strategies 
and can prove successful.   Research from IRS 
suggests that 88% of HR professionals believe 
that the HR function has made a genuine dif-
ference to their organisation’s ethical profi le by 
promoting positive behaviour and relationships 
in the workplace.

Direct initiatives that can support CSR are 
wide-ranging and can include setting up Em-
ployee Volunteering or Community Involve-
ment Schemes.  Large corporations have led 
the way with these initiatives, with companies 
such as Pfi zers, Henkel and Friends Provident.  
Pfi zers give their employees three paid days off 
per year for them to volunteer with a charity of 
their choice; Henkel provide fi ve volunteering 
days per year and Friends Provident has set 
up a Friends in the Community scheme where 
they back local community projects and match 
staff contributions to charity.

In addition to these schemes, organisations 

are taking an ethical stance on environmental 
issues; taking practical steps such as offering 
employees ‘greener’ company car options, 
recycling as much as possible and rewarding 
employees for taking environmentally sound 
choices, such as car-pooling.  

From an employee perspective, when CSR 
becomes embedded in HR you have a func-
tion that transforms the way staff can engage 
with the organisation.  This affects the degree 
to which people think positively about where 
they work and increases their emotional com-
mitment.  This, in turn, has a direct impact on 
recruitment and retention.

It is becoming increasingly clear that CSR needs 
to be integrated into the organisation’s culture 
in order to be effective and HR is responsible 
for many of the key systems and processes 
(e.g. recruitment, training and communication) 
on which effective delivery depends.  CIPD re-
search indicates that, where CSR became an 
instrument for change in an organisation’s be-
haviours, attitudes and performance, this was 
where the HR function made one of its greatest 
contributions.

Many organisations recognise that part of an 
HR Strategy going forward will have CSR as a 
theme, linked of course to wider business is-
sues. The development of the HR Strategy will 
be key and help and assistance in scoping, de-
veloping or implementing the Strategy are ar-
eas where Insight have a wealth of knowledge 
and experience.

e-recruitment is the 
professional solution 
delivering “speed, 
quality and expertise.”

To see how e-recruitment can 
save you time and money call us 
on 01403 892910.

See page 7

Taking too long to fi ll 
vacancies? Costing too 
much? Giving you a 
headache?
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Women working for Middlesbrough 
Council, paid less than male colleagues 
for work of equal value, were in a posi-
tion to claim up to six years’ back pay. 
While negotiating a single-status agree-
ment, the GMB reached a deal with the 
council that protected pay at the cost of 
a full settlement of claims. It persuaded 
their members to settle, but failed to 
tell them they would be likely to receive 
much more if they pursued their claims. 
The Court of Appeal ruled that the un-
ion’s prioritising of pay protection over 
back pay was indirect discrimination as 
it disadvantaged women. [Allen and oth-
ers v GMB (A2/2007/2424)].

The GMB National Secretary, Brian 
Strutton, having considered the deci-
sion said, “The Court of Appeal has 
rightly emphasised the unique circum-
stances of this case. It had earlier been 
established at Employment Tribunal 
and Employment Appeal Tribunal that 
GMB had not directly discriminated or 
victimised these 26 women claimants in 
Middlesbrough. These rulings have not 
been challenged. However the Court of 
Appeal has overturned the Employment 
Appeal Tribunal’s earlier view that the 
Union’s actions were objectively justifi ed 
and therefore did not amount to unlaw-

ful indirect dis-
crimination. The 
Court of Appeal 
has found that 
the way the Union 
went about get-
ting the balance 
right between 
confl icting collec-
tive needs and in-
dividual rights was 
not correct. So we 
are seeking an ap-
peal to the House 
of Lords to get 
absolute clarity on 
precisely what is 
the correct way to 
go about achiev-
ing this balance.”

The introduction 
of Single Status in 
Local Government 
(to which this mat-
ter directly refers) was and is challenging, 
both for employers and unions. There 
are/were winners and losers amongst 
workforces – employees whose pay 
reduces as a result of the job evalua-
tion scheme and employees whose pay 
increases. Local authorities are clearly 
looking to cap additional costs that 

might result from the 
introduction of Sin-
gle Status and limit 
the unhappiness 
and upheaval that 
might be caused. 

The GMB wanted to 
achieve a balance 
between prioritising 
collective and indi-
vidual negotiations. 
This decision could 
potentially lead to a 
scenario of tribunals 
and courts acting 
in a supervisory ca-
pacity in determin-
ing whether or not 
a union’s collective 
bargaining stance 
was non-discrimina-
tory or not.

The biggest issue 
the employers face is dealing with, and 
meeting the costs of, equal pay claims 
backdated for a full six years. Now em-
ployers may try to conclude agreements 
on compensation with individual em-
ployees, although many may refuse to 
reach a deal. Not a happy position from 
anyone’s point of view.

A Bad Day for Unions ... 
and Employers?

The Sunday Times recently reported that senior executives in 
European, American and Asian companies have admitted for the 
fi rst time that older workers are the key to fi xing the skills gap, 
according to a study by Stepstone, an online recruitment fi rm.

The study revealed however, that few of those same execu-
tives had yet done anything to persuade employers to stay on 
beyond retirement, or to recruit other experienced staff.  It went 
on to discuss that there is such an enormous white-collar and 
professional skills shortage that attitudes are having to change.  
Businesses are realising that they have to hold on to older, 
skilled workers.

At Insight executive interims, we understand this issue.  Many 
of the interims we represent are ‘post career’ interims.  Who, 
having reached the pinnacle of their careers, when faced with 
retirement, simply choose to give something back.  Although 
unlikely to be interested in remaining in a permanent role, they 
do enjoy the challenge of project based work, which gives them 
enough time throughout the year to still enjoy part-time retire-
ment.  

The level of their experience and therefore, their ability to ‘hit the 
ground running’ is precisely the reason why our clients engage 
their services.  However, it does mean that the key objectives 
of a permanent post need to be broken down into project sized 
chunks, working to strict timeframes that strategically align to 
the overall business plan.

If you are fi nding it diffi cult to recruit a senior manager or direc-
tor for your organisation, engaging an interim to take a project 
based approach might be a solution.  If you would like to dis-
cuss this in more detail, please contact Anaya Castell, Consult-
ant – Interim Management Services on 01403 892924.

Older Workers 
Fill Skills Gap

Insight, working 
with one major 
local authority, is 
already providing 
expert advice to 
minimise the risks 
to the employer 
of a successful 
equal pay claim – 
we now have just 
another issue to 
consider amongst 
the already 
complex web of 
associated issues!
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The use of online recruitment tools to speed up the 
recruitment processes of organisations and there-
by signifi cantly reduce costs has been recognised 
for some time, but some employers are still using 
traditional “pack and dispatch” methods or using 
websites for pack downloads only.

If the whole resourcing process can be 
streamlined and web based the time taken to 
fi ll a role can reduce by up to 10 days. We re-
cently heard of an example where an employ-
er saved approximately £1200, on a £20,000 
role, by reducing the amount of agency cover 
needed by just this amount. On top of this the 
employer saved signifi cantly on postage and 
printing!

Insight has recently updated and refi ned the 
e-recruitment portal we offer to employers. 
Application forms are online and are “badged” 
for the organisation. The system is easy to ac-
cess and user friendly with prompts at vari-

ous stages including 5 and 3 days before the 
closing date if the application form has been 
started but not fi nished. Postage is reduced 
as applications are acknowledged by email 
and all preliminary correspondence uses the 
same approach. The need for 100s of printed 
application forms diminishes as applications 
can be viewed electronically, by short listing 
managers, and sent directly to their comput-
ers immediately after the closing date.

With a need to monitor performance and col-
lect key data, the system can produce reports 
in line with regulatory needs. As part of a proc-
ess by which candidates judge the quality of 
the prospective employer from fi rst contact e-
recruitment is a true sales tool.

One client we have worked closely with over 
the last year believes our e-recruitment sys-
tem has saved their organisation £40,000 in 
printing and postage costs alone, savings that 

deserve to be explored in detail. In this case 
there was a direct link from the client’s website 
to the e-recruitment portal. They are delighted 
with the responses they are getting to adverts 
and the feedback from candidates about the 
online system. There are some jobs where it is 
sensible to offer traditional resourcing meth-
ods in addition to the online processes. How-
ever, with over 80% of the population now 
having access to the internet this issue could 
be said to be diminishing.

Looking at the websites of many organisa-
tions the ability to download data is common, 
but many do not offer the functionality to proc-
ess applications online. Now is the time to 
consider a different approach, one that is very 
cost effective, responsive and professional. If 
you want to know more about our e-recruit-
ment portal and the services we offer please 
contact us on 01403 892910.

E-recruitment evolves

LEONARDSLEE HOUSE

Brighton Road, Lower Beeding, 
West Sussex, RH13 6PP
tel 01403 892910 | fax 01403 892919
website insight-hr.co.uk
email info@insight-hr.co.uk

 •  A magnifi cent Victorian mansion built in 1855

•  Overlooking picturesque Leonardslee Gardens 
– one of England’s most spectacular gardens

•  Easy access by road – situated on A281 in 
Lower Beeding, 14 miles south of Gatwick

•  Convenient rail access from Horsham, Haywards 
Heath, Gatwick Airport and Three Bridges

• Free large car park on premises

• Hot and cold meals available and catering can 
be tailored to specifi c needs.

 C O N F E R E N C E  F A C I L I T I E S



Head Offi ce
Leonardslee House
Brighton Road 
Lower Beeding
West Sussex  Tel | 01403 892910
RH13 6PP Fax | 01403 892919

Cardiff Offi ce
3 Alexandra Gate
Ffordd Pengam 
Tremorfa
Cardiff   
CF24 2UD  Tel/Fax | 02920 472374

Croydon Offi ce
Grosvenor House
125 High Street
Croydon  Tel | 020 8726 8636
CR0 9XP   Fax | 020 8726 8603

Glasgow Offi ce
216 St Vincent Street
Glasgow
G2 5SG Tel | 0141 221 8374

Gloucester Offi ce
4th Floor Eastgate House
Eastgate Street
Gloucester Tel | 01452 307278
GL1 1PX  Fax | 01452 309729

Kent Offi ce
60 Bell Road
Sittingbourne
Kent  Tel | 01795 434230
ME10 4HE Fax | 01795 431066

website | insight-hr.co.uk 
email | info@insight-hr.co.uk
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ContactsMore Talent Joins Insight

We are delighted to announce that our latest  
recruitment drive has led to the appointment 
of six talented new members of the consul-
tancy team. Following a fantastic last trading 
year we are keen to build on our success. De-
spite the current economic climate, we have 
not lost sight of our vision to always deliver the 
highest quality services to our clients and are 
continuing our plans for expansion. 

Adelle Hutton joins 
us having previously 
worked in the travel 
industry and subse-
quently as a gen-
eralist HR consult-
ant working mainly 
with Social Services 
and Regeneration 

Departments. Adelle is CIPD qualifi ed, her 
strengths are advising on the application and 
interpretation of employment law and provid-
ing commercially focused employee relations 
solutions to clients to meet their needs.

Amanda Brett joined 
Insight in June 2008 
having spent 4 years 
working within a 
manufacturing en-
vironment. She has 
worked in HR for 
over 10 years both in 
the private and char-

itable sectors. She is part CIPD qualifi ed and 
working towards gaining the full qualifi cation.

Fiona O’Neill, is a 
Chartered Fellow 
of the Chartered 
Institute of Person-
nel and Develop-
ment, and holds an 
MA in Human Re-
sources Manage-
ment. With over 17 

years’ experience working in the not-for-profi t 
and charity sectors, she has successfully led 
on HR strategy, change management, Inves-
tors in People and employee involvement pro-
grammes.

Vikki Booker is a 
Chartered Member 
of the Chartered In-
stitute of Personnel 
and Development 
and holds an MSc 
in Human Resource 
Management. Vicky 
joined the Insight 

team in June 2008 and brings over 11 years 
of HR experience, gained in both the NHS and 
Higher Education sectors.

Julie Chmiel is a 
Chartered Member 
of the Chartered 
Institute of Person-
nel and Develop-
ment and joined 
the Insight team in 
August 2008. Julie 

has 17 years’ experience gained in the private 
sector, managing pan-European and Interna-
tional remits. With a proven track record of 
operating at strategic level, Julie also has a 
wealth of experience in delivering effective op-
erational HR solutions, covering the full range 
of HR services.

Neil Griffi n is an en-
ergetic, results-driv-
en HR consultant 
with over 30 years’ 
experience in the 
profession. His var-
ied career includes 
24 years’ corporate 
experience, under-

taking senior HR roles in major organisations 
such as British Gas, NatWest and Prudential. 
During this time he gained in-depth expertise 
in all aspects of HR Management.

For full profi les of 
these and all our 
consultants visit 
our website.


