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	Senior Strategic People Partner

	Department:
	People
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	G5 

	Effective Date:
	November 2026



	About the role

	Role purpose
The Senior Strategic People Partner is a senior, enterprise-facing people leader who partners with identified senior leaders including the Director of Operations - Community to translate Turning Point’s strategy into an integrated people, organisation and workforce agenda. The role shapes the organisation for the future, strengthens leadership and culture, anticipates workforce risk and opportunity, and ensures people priorities improve colleague experience, service quality, sustainable growth and organisational performance.
Operating across organisational boundaries and with a three-year-planning horizon, the role combines strategic challenge, systems thinking and practical delivery. It connects senior leaders with People specialists and other enabling functions, building shared ownership rather than taking accountability away from leaders.
The role focuses significantly on enabling growth given our growth agenda and success including many and complex TUPE transfers and subsequent service transformations. This role will review and monitor a number of TUPEs with others doing the activity.
The role acts as the people leader with two direct reports both People Partners and pulls together working teams across the people and other functions to deliver strategic people solutions into the Community business area.
Duties and accountabilities
Strategic people leadership
· Act as a trusted strategic adviser, coach and constructive challenger to the Director of Operations, the Group Medical Director and the Director of Quality and Risk. 
· Co-create integrated people plans aligned to business strategy, service group, market and the TP enabling strategy priorities and future operating requirements, with clear outcomes, measures and ownership.
· Bring external people insight and thought leadership into Turning Point, translating emerging workforce, social, economic and sector trends into practical choices.
· Connect leaders with People specialists and other partners to create joined-up, organisation-wide solutions that enable our longer term growth ambitions and scalability.
Organisation design, effectiveness and transformation
· Lead and assure organisation design and effectiveness work, balancing immediate performance needs with the organisation required over the next three years and beyond.
· Use systems thinking to understand how strategy, structure, accountabilities, capability, culture, processes and technology interact.
· Lead complex, organisation-wide change with clear outcomes, stakeholder ownership, effective governance and benefits realisation.
· Build leaders’ capacity to lead change with pace, transparency and appropriate attention to colleague and people we support impact.
Leadership, culture and colleague experience
· Role-model and actively shape Turning Point’s culture, focusing on inclusion, wellbeing, psychological safety, learning, performance, accountability and colleague voice.
· Coach leaders to improve personal impact, team effectiveness and their ability to lead through ambiguity, risk and competing priorities.
· Strengthen leadership and management standards so expectations are consistently understood, modelled and reinforced.
· Use colleague insight to improve the employee value proposition and create conditions in which talented people join, stay, contribute and grow.
Strategic workforce and talent planning
· Translate strategy, growth assumptions and service models into evidence-based workforce plans covering capacity, capability, cost, deployment, leadership and critical roles.
· Identify future skills, leadership requirements, workforce vulnerabilities and succession priorities before risks crystallise.
· Integrate talent, succession, development, resourcing and retention activity around required organisational capabilities and outcomes.
· Connect workforce investment and people decisions to service quality, productivity and sustainable performance.
Quality, governance, risk and performance
· Ensure material people and workforce risks are identified early, understood in context, owned by the right leaders and supported by credible mitigations.
· Embed robust people governance and performance disciplines, helping senior teams distinguish data, insight, judgement and action.
· Use workforce data, qualitative intelligence and external evidence to identify patterns, test assumptions, predict risk and improve decisions.
· Champion preventative action by connecting workforce conditions, leadership behaviour and colleague experience with service quality and safety.
Growth, commerciality and service improvement
· Provide strategic people leadership to future service model bids, partnerships, mobilisation, service transformation/improvement and TUPE transfers.
· Assess workforce implications, opportunities, cost drivers and delivery risks so growth assumptions are realistic, affordable and aligned to service quality.
· Partner identified enabling functions to improve services, strengthen productivity and support sustainable growth.
Reward, digital and People function effectiveness
· Contribute strategic insight to future reward priorities, balancing fairness, attraction, retention, performance and affordability.
· Advocate effective use of the HR information system and digital people solutions, improving adoption, data quality and business benefits.
· Develop the capability and collective impact of People Partners and the wider People function through coaching, shared practice and feedback.
· Operate as a enabler of leadership capability, enabling leaders to take appropriate ownership rather than creating dependency on the People function.



	Key relationships

	· OB and senior leadership teams, including operations and functional leaders
· People Leadership Team, People Partners and People specialist teams
· Finance, Quality, Business Development, I&T, Digital and other enabling functions
· Colleague networks, recognised trade unions and employee representatives
· External partners, advisers and sector networks, where relevant



	About you

	Personal attributes
· Strategic and future-focused, able to shape direction beyond in year pressures.
· Credible, courageous and influential at senior level, able to build trust, hold tension and challenge constructively.
· Enterprise-minded and collaborative, balancing organisational consistency, local context and competing needs.
· Curious and evidence-led, able to test assumptions, connect information and exercise sound judgement.
· Inclusive and values-led, modelling integrity, accountability, psychological safety and respect with a strong team preference.
· Pragmatic, resilient and delivery-focused, creating momentum without losing quality, humanity or governance.
· Thinking at a systemic level, always building the enduring systems as the work gets done.
Skills and experience
Essential
· Substantial experience as a senior strategic People/HR partner with executive or director-level stakeholders in a large, complex organisation.
· Strong background in TUPE with the skills to enable large contract performance and people transformation post transfer with focus on change management capability.
· Demonstrable success in shaping business and people strategy and translating it into measurable complex organisation, workforce and leadership outcomes.
· Experience leading complex organisation design, transformation, culture and workforce change across organisational boundaries.
· Strong strategic workforce planning, talent and succession capability, including future skills, critical roles and organisational risk on a 3 – 5 year time horizon.
· Ability to combine quantitative and qualitative evidence to generate insight, anticipate risk and significantly influence decisions.
· Strong coaching, consulting, facilitation and stakeholder-management skills, including constructive senior-level challenge.
· Commercial and financial acumen, connecting workforce choices to service group/functional/organisational outcomes, affordability, productivity and growth.
· Broad contemporary People expertise and the judgement to draw in specialist capability when required.
· Experience developing People professionals and enabling leaders to own people and organisational outcomes.
· Relevant professional qualification or equivalent senior-level experience, with continuing professional development.
· Experience in health and social care, preferably within the substance misuse sector.
Desirable
· Experience working with recognised trade unions and complex employee or industrial relations.
· Experience supporting enterprise HR technology adoption and improving people analytics maturity.
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