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30t we knew this already, right? 1€S

So, what might be the HR of the future?

Bl More change and More automated People
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Traditional HR System — If we keep doing the same thing
we'll get different results?

. Absence/sickness

. Employee Relations
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Our approach to the HR practice at TCS Is the People

' N Crammuninrl,
Experlenc Defining Characteristics:

« Human centred

» Connects the
organisation to the
Individual and not the

other way around




Creating change....

Getting the basics right Feeling valued

niring leadership

Employee Survey Results: 74%
Volunteer Survey Results (personal recognition
& wellbeing: 84%

Volunteer Survey Results (diversity, inclusion Volunteer Survey Results: 85%

and being yourself: 89% '

Employee Survey Results: 78% Employee Survey Results: 68%

Employee Survey Results: 72%

Volunteer Survey Results: 82%
* Diversity Pay Gap Reporting , /& .
* \oice Mechanisms (survey; discovery The

Children’s

Volunteer Survey Results: 87%

sessions, spotlights) Values and behaviours S
* Management Development Programme  \\/o gre supportive.  We are trusted.

« Updating Data Frameworks and
encouraging Disclosure of Personaliinfo = #FPrioritisingPeople #ValuingVoices

We put people first. We build relationships, value our differences and

o I n C I u S ive P O I i C i e S recognise that we all have our own perspectives and lived experiences.

We work together to create safe, open spaces that allow everyone to bring
their true self to their role and we treat others how they wish to be treated.

Wh at,s c o m i n g i n 2 0 2 4 L\gget r?re?"s\z?\);?l)'/e:;gi?ng :L?rd ‘:ieg;er wgr::rne to prio?riti?e v:eﬂbeing ad reflect,
* Full Pay & Grading Implementation

* Strategic Workforce Planning \We are brave. We are ambitious.

« Early Careers and Talent pathways

We listen to people’s experiences, and centre these stories in all that
we do. Young people’s voices in particular inform and influence all areas of
our work, alongside unbiased expertise and data. These foundations allow v

us to make clear, ethical decisions and we communicate with transparency
L::nd simplicity. We work with flexibility and autonomy and agree clear,

#ChallengingRespectfully #StrivingForBetter

We speak up with honesty and integrity and act with compassion

and kindness, trusting others to do the same. We take the time to reflect
on feedback, celebrate success, and explore opportunities for growth and
improvement. And we own our decisions, following through with our actions
and adapting to find creative solutions.

We strive for better - for young people, for our supporters, for ourselves, ,
and for society. We are curious in our exploration of new opportunities, 4

weighing the possibilities and seeking solutions that strike at the roots

of the challenges we face. And we collaborate with generosity and openness
sharing our insights and taking a test and learn approach so that together,
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cnibe A Quick Guide to the
Society Menopause

What is the Menopause?
P B T P N I

Nadia Ayub,
Service Manager

In the voluntary sector and general care/support
type settings, there is a large female presence.
There's seemingly a stereotype that these roles |
are for females; maternal people with the caring, Nerys Anthony, ﬂ i sy
nurturing nature but in actual fact, this sector Interim Executive Director | 1 " Dostmancosuie b the paciod of time Her the mencosse |
Is in need of a more male presence too; Positive Youth Impact Directors Office

male role models. We're grateful to have some

male presence within our service however, we are Our Youth Impact domain is where all our direct

1 SCAN the QR code working on gaining more. delivery and support for young people takes

f:‘rtzysgl}rg ;ir::l?gorlress In many sectors, males are often in Managerial gfgssr\:vdh\g?dgi\;ﬁ‘;::f)gr?a::Z ecn;rﬁ)nlg); ?Sdr?gre
ositions however, in this sector, it's female , f :
VBl ' P male. This year the trend continues, with even

dominated (how amazing). | have just moved G ; ;
more women joining our teams. It is particularly

Llevels are decreased, Sympioms typically start have, and it can be
months or even years before menopause self is reached,

What is Perimenopause? 2
Perimencpause refers o the time when the body i transitioning
towards menopause. Oettrogen levels ace declining and fertilty

Take your first step today!

It's as easy as...

/ from a Project Worker role into a Service . . .
REVIEW our learning Manager role and it is true, one of the questions important to mO”'tor gender representation
2 offer. you ask yourselfis, “Can | do this?” “Am I right ks g‘r.ades. MOeans, SGelgenme
for this position”, and a number of other things. composition rlgh‘t for ’Fho.se YOURng people
As women, we can sometime carry the weight We support who idenitify in ditierent ways.
SELECT the course 1 N\ S of imposter syndrome, as a woman of Global While we are pleased to note that there are
you’d like to complete. & Maijority, | certainly feel that weight. Creating more women within senior manager and middle
' diverse environments on all levels is incredibly manager roles, there is still work to do to narrow
important so we have a lot of work to do in our pay gap further. We have recently increased
w Web Address: https://bit.ly/Stepping_Stones_Catalogue reminding women they belong in all spaces where  opportunities for personal development and
\l decisions are being made but also to find the role development within the domain, where
balance of male and female presence throughout.  colleagues have taken on new and additional
We're working hard to close the gender pay gap responsibilities and, with that,
on all levels. the associated remuneration.

...and iImproving experience



Emerglng thou nts?

Valuing people we nee to understand the value of people!

- What stops the HR practice from moving into a difference
Space?

- Could you see this human centred, people experience
based approach working In your organisation?
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Michelle Clark — Executive Director of Diversity & Talent
The Children’s Society
e :michelle.clark@childrenssociety.org.uk
LinkedIn:
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https://www.linkedin.com/in/michelle-clark-fcipd-5a19707/
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