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NEXT GENERATION MANAGEMENT

David Mackenzie-Clarke, wellness manager at Devon and Cornwall
Police, explains how staff wellness is recognised as a crucial
element towards becoming a top performing police force

THE ERA OF INCREMENTAL CHANGE
is well and truly finished in the UK public
sector — three per cent change per year way
of thinking has been replaced by ‘business
transformation’ — the need to deliver five,
ten, 15, even 20 per cent cuts in spending.

But citizen/customer service demands have and
will continue to become even more important.
Successes in local authorities, NHS Trusts,
police forces and schools are now all based
much more on building and maintaining the
confidence and satisfaction of their customers.

This trend has been recognised by the formal
evaluation of performance with value for
money being matched by confidence, reliability,
connectivity and satisfaction criteria to provide
external ratings and benchmarks of success.

Not only are expectations rising in terms of

quality of experience but factors like speed
of service are part of the evaluation.

FEELING THE PRESSURE

Often the real levels of demand for the
services are also rising, not falling, which
adds further challenges in terms of efficiency
and productivity — the same or less resources
to deliver the same or higher volumes.

In terms of the ability to deliver, many
managers and employees would probably
state that there have been, and are, too
many initiatives — the risk of burn-out has
become greater due to initiative overload.

Then there is the impact of an aging
workforce and that many people will inevitably
have to work longer before they retire.

Absence levels have been a focus in the

last few years in the public sector. And more
recently, attention has been particularly paid
to presenteeism — people coming to work
when really they feel they should be absent.
Even more fundamental is the fact that
people actually at work are under-performing
due to sub-optimal wellness — their physical
and mental capabilities are below the
levels required to perform well. The Work
Foundation has estimated this to be possibly
about one in four people at work.

LOW PRODUCTIVITY

Anthony Phillips, MD of WellKom Corporate
Services (www.wellkom.co.uk), has, for the
last ten years or more, always stated that
there is a link between the long hours culture
of the UK, the lower levels of productivity of
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the UK (versus some of its major European
competitors) and the wellness levels/habits
of the workforce. Traditionally the UK
productivity gap has been explained away by
investment differences. For example, German
Mittelstand companies (the small to medium
size companies) which are the power engine
of the economy, invested in medium to long
term investment strategies, unlike short term/
under investment strategies in the UK. Then the
gap was explained by education levels — much
higher percentages of people go on after school
leaving age to continue education. This gap
has been closed over the last ten years or so.
However, the UK is still low down in
the wellness league tables. One recent
study found the UK to be 22nd lowest
in Europe — but with some countries like
Switzerland not even included this would
probably have made it worst. Germany's
position, unsurprising to Anthony, is near
the top of the wellness league table.

BETTER PUBLIC CONFIDENCE

Devon and Cornwall Police’s vision is: “in
2012 and beyond to be a top performing
police force” and like all other police forces
it is now primarily evaluated on public
confidence. Public confidence for the Force is
achieved through customer satisfaction and
delivering on the police pledges, such as to:

“Always treat you fairly with dignity
and respect ensuring you have fair
access to our services at a time that is
reasonable and suitable for you.”

“Ensure your neighbourhood policing team
and other police patrols are visible and on your
patch at times when they will be most effective
and when you tell us you most need them.

“We will ensure your team is not taken
away from neighbourhood business more
than is absolutely necessary. They will spend
at least 80 per cent of their time visibly
working in your neighbourhood, tackling your
priorities. Staff turnover will be minimised.”

THE NEED TO SAVE

The Force is, like many other public
sector organisations, faced with achieving
major savings over the next three

years, due to funding changes.

To deliver on this vision to achieve
organisational success and achieve the
necessary cost savings, the Force over the
years has, like most organisations in the UK,
been upgrading and developing expertise in
two main disciplines: business/organisational
management and people management.

Under the leadership of the Chief Constable,
Steve Otter, the wellness of all the people
working at the Force has been recognised as
fundamental to achieving these challenges.

However, Steve Otter, advised by David
Mackenzie—Clarke, who has spent over
two years researching and developing
the Force’s knowledge in wellness,
recognised that simply investing more
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in wellness was not the real answer.

David and the management team increasingly
recognised that there are also close inter-
relationships between how people are
managed, how the Force is transformed,
and the wellness levels of its people. So
the Force has been working to develop an
integrated, positive, proactive approach to
wellness that is not just done in isolation
to these other two disciplines of people
management and business management, but
also recognises these inter-relationships.

INVESTING LONG-TERM

As a result, from July 09 the Force has taken
the fundamental step to adopt, invest long
term, and implement in Wellness Management;
the next generation of management, which
fuses all three of these disciplines together
(health, people and business). The discipline
of Wellness Management provides an overall
approach for delivering on the strategic and
operating challenges faced by the Force.
This approach is summarised below.

Their Wellness Management partner,
WellKom, has been working in this
discipline in the UK, in Europe and in other
parts of the world over the last ten years.
Organisations of all types are moving to this
next generation as the returns on investment
of the traditional two-disciple approach
have maxed out. Other organisations, who
are less advanced in people and business
management, are also adopting Wellness
Management as a way of leap-frogging years
forward to transform their organisations.

In the UK wellness is becoming much
more recognised. The UK workforce Review
led by Professor Dame Carol Black has
been a major catalyst for the move to a
more proactive; faster and positive focus
on wellness (e.g. Sick Note to Fit Note).

Here is an example of what is now happening
in the NHS: “We have an ambitious agenda
to put quality at the heart of everything
we do in the NHS. For staff, the quality
agenda offers both exciting opportunities
and some considerable challenges as we
encourage them to work in new and
innovative ways. A key part of our ambition
is to turn the NHS from a service focused
on sickness to one that promotes and
supports wellness.” David Nicholson, Chief
Executive NHS 2009 — Boorman Review

“Just as we are increasing our focus on more
preventive measures for our patients and the
wider public, so too should we reconsider
our approach to the health of NHS staff.
Rather than relying solely on occupational
health services, we need to move towards
a broader commitment to improving health
and well-being across the workplace.” Lord
Ara Darzi, June 2009, Boorman Review.

STEPS TO WELLNESS MANAGEMENT
So what are Devon and Cornwall Police
doing in their journey to adopt and

implement Wellness Management? They

have developed a ten step implementation
plan which includes these actions:

* Wellness will become integrated into
organisational transformation processes.
This will be achieved through the

Target Operating Model and through

the work of Quest — their business process
re-engineering/business improvement team.
Wellness will be recognised as a core
competence across all posts with the
opportunity for everyone to gain a
nationally recognised vocational qualification
in Personal Wellness Management
Leadership Wellness Management will be built
into their current Covey leadership
programme. All leadership posts will

include this competency (for the purposes
of selection, development, performance
management and succession planning) and
offered as a national vocational qualification
to all leaders and aspiring leaders.

An internal network of nationally accredited
Wellness Champions, Personal Wellness
Reviewers, Personal Wellness Coaches

will be established right across the Force
available to all people in keeping with the
Force’s Equality and Diversity Strategy.
Everyone in the Force will have the
opportunity to have their own private

and confidential Personal Wellness Account
and access to Personal Wellness Profiling to
enable everyone to understand and manage
their personal wellness even better.

e Anonymous Wellness Management
Information will be produced to provide the
Force, as the employer, powerful insights
into current levels of wellness. This will include
the importance of investing time and money
in wellness and how best to do so (based on
employee led information not expert views).
Wellness activities of all types will become
more joined up and be employee led.

A dedicated leader (David Mackenzie-
Clarke) within the Force, who will have the
resources/support/mandate from the Chief
Constable, to integrate and

implement Wellness Management

has been appointed in July 09.

For Devon and Cornwall Police, Wellness
Management is the way high performance
can be achieved (their 2012 Vision as well

as major cost savings) and be sustainable for
years. It will also offer employees a higher
quality of life not just at work, but in life

in general, as we enable them to develop,
over the next few years, not just career
valuable capabilities but in life skills.

FOR MORE INFORMATION

If you would like more information on
Wellness Management please e-mail David
Mackenzie-Clarke at: David.Mackenzie-
clarke@devonandcornwall.pnn.police.uk
or Anthony Phillips, MD of WellKom,

at Anthony@wellkom.co.uk



