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Executive Summary
We want to continue to support, develop and grow our workforce to be fit for purpose and

How did our
staff
and looks
at a variety of ways in which we support and develop our people, so they are
socil
media
the best they can be to deliver for our community.
landscape
look like in
The external influences are unavoidable and we have to acknowledge that the world of
Q2,
2019?hugely over the last decade and more so than ever with the rapid shift to
work
has evolved
for future growth and change. Our workforce strategy needs to meet the needs of all our

working differently during the COVID-19 pandemic. The needs of our staff and the onus on
us as an employer have dramatically shifted. We have transformed rapidly to accommodate
change and as we continue to evolve, we need to ensure our employees are equipped for
the vision the council has and the strategic aims it wants to achieve. We want to maximise
our investments in technology, grasp the opportunity of modern ways of working and have
the people skilled in this way of working as appropriate. It is important staff well-being is
protected and we promote a positive working environment with people who are motivated,
valued and have a good work/life balance.

Recruitment in the public sector has become increasingly challenging in a tight labour
market where there are more jobs than skilled people available to do them, in addition to
the market constraints, the public sector cannot compete with private sector salaries. It is
important that we continue to build on our agile working culture to address locality and
diversity factors. We need to ensure we offer flexibility and can accommodate a range of
opportunities and working arrangements to attract the best talent regardless of age,
disability, gender reassignment, marriage/civil partnership, pregnancy, maternity, race,
religion or belief, sex and sexual orientation.

External influences impact our current and future workforce and we need to plan for these,
for example, the impact of COVID-19 has changed people’s priorities and so we need to
establish the new normal when it comes to accommodating the shift in views and
requirements of our workforce.
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What is a Workforce Strategy?
What’s our
identifying
how our workforce needs to be shaped in order to deliver the outcomes we
best traffichave agreed. The workforce strategy helps us ensure we have the right people, with the
generating
right skills, in the right role and performing the right tasks to support our strategic
social media
priorities. The workforce strategy provides a framework as to how we will achieve the
channel?
vision
set out in the corporate plan and ensure we have the right workforce in place to
A workforce strategy links to and supports the Council’s strategic priorities by

achieve our goals.

“Workforce planning is a process of analysing the current workforce, determining
future workforce needs, identifying the gap between the present and the future, and
implementing solutions so that an organisation can accomplish its mission, goals,
and strategic plan. It’s about getting the right number of people with the right skills
employed in the right place at the right time, at the right cost and on the right
contract to deliver an organisation’s short and long ‐ term objectives.”
Workforce planning from the CIPD
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Why do we need one?
There are a number of reasons why we need to have a workforce strategy:

The climate in which we operate is changing. We are receiving less funding and
guaranteed finances than ever before and we need to ensure we are using our finances
wisely. Our people are our biggest asset and cost and we have to get it right.

The environment in which we operate is also changing. Following the impact of COVID19, a large proportion of our workforce was fast tracked into an Agile Working
environment and doing things differently, especially collaborating with others more
through virtual meeting attendance. We must make every effort to ensure staff continue
to be supported in this new environment which includes having the right skills,
opportunities and resources to carry out tasks in the most productive way, working
remotely where possible and ensure we provide excellent support to ensure the health
and happiness of our employees.

Our workforce need to ensure they are familiar with the political makeup of the Council
and the new remote ways of engaging with Members to ensure successful delivery of
Council services to the community.

As a district council we have statutory and regulatory services that we have to carry out,
these services require specialist skills and we need to ensure we have the right
workforce and skills to fulfil these obligations, as well as succession planning to develop
and retain these skills.

We need to be more commercial to generate income and this means we need a workforce
which are capable of doing that. This is a unique skill set that hasn’t needed to be as
prevalent in local government until recently.

We have had a transformation programme which is now complete and has delivered
savings and improvements but we need to be continually transforming; change is the
norm now and we need our people to be open to change and skilled in implementing
change effectively in all areas.
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The need to be commercially astute means we need an adaptable workforce. Gone
are the days when somebody had a specific discipline and they just carried out that
work. We need to utilise all the skills we have internally as well as attracting new
ones and that means our people being adaptable and flexible in the way they work
and the type of work they get involved in. Our people have a wealth of talents and
skills and we need to be using them.

We have a complex shared arrangement between our two councils and therefore our
workforce needs to support that shared arrangement, we have both place-based
roles and shared roles, and the balance between those needs and roles needs
consideration when recruiting and developing talent

Our established people plan which addresses the behaviours, values
and culture that we want to achieve as an organisation was written
during our transformation period, so it responds to our need to
change at that time. This workforce strategy takes into account the
aims of the people plan and interprets them in the strategy; it also
aligns to our new corporate plan which will run for the same period
as our workforce strategy.
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Our Current Workforce Profile

Which
channels
brought us
new users
and revenue?
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Managing a Diverse Workforce

Our workforce profile tells us that the majority of our workforce are “generation y” (1977 –
1997 so aged 23- 43) or “millennials” as they’re known commonly, although this is closely
followed by “Baby boomers” (1946-1964) and “Generation X”(1965 -1976). The demands and
expectations of “millennials” is that they have a different view of work and we need to create
a modern approach to work in order to attract and retain these skills.

At SHDC we also have a mixed workforce of ‘manual’ employees, such as Refuse Collectors,
Grounds maintenance staff, Plumbers etc, and ‘non manual’ employees. We need to
acknowledge that the wants, needs and skills of these different groups of the workforce
differ and our plans must reflect that.

South Holland is also a rural area with limited social mobility and lack of diversity, so we
need to ensure we offer flexibility and can accommodate a range of opportunities and
working arrangements to attract the best talent. Working in an agile manner opens up new
opportunities for us to attract a more diverse workforce.
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In the CIPD’s 2018 UK working lives survey they cited 7 areas of job quality;
1.

Money

2.

Terms of employment

3.

Job design & nature of work

4.

Social support

5.

Health & well-being

6.

Work-life balance

7.

Voice & representation

What do the modern workforce want taking into account the impact of COVID-19 ?

A good work-life balance so they can also undertake activities important to them
A working environment that has appropriate technology, tools and facilities
A supportive Manager who listens to them
Flexible working so they can work where and when suits them
Support from their employer in terms of mental and physical well-being
A flexible reward package
A job where they can see the difference they are making
To feel connected and a sense of togetherness when working remotely
A working environment which is safe, comfortable and suits the needs of their role

We know that we need to adapt as an employer and implement positive changes to
respond to our changing workforce.
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Our Values and Behaviours
The Workforce Strategy plays a critical role in developing our culture and ensuring
progressive, sustainable and a healthy working environment for our staff. Our values
and behaviours are at the heart of this and how our staff do things is as important as
what we do.

Values we believe in:

What does our Workforce need to look
like in the future?
It is vital that, in roles where we can, we continue to develop our culture where staff
are trusted to manage their workload are empowered to contribute to the development
of the organisation and where we manage individuals based on outcomes rather than
time worked, irrespective of where their place of work may be. We must put our
community first and ensure our workforce feels connected to the organisation, even
more so in a remote working environment, ensuring we feel together, even when
working apart.
We need to be proactive in how we are utilising our current workforce and how we
attract skills into the organisation in response to the services we deliver and to achieve
our corporate aims. This means focusing on 6 key themes to achieve this:
1.

Recruitment and Retention

2

Developing our People

3

Have a happy, healthy workforce

4

Pay and Reward

5

Leadership

6

Organisational Change and Development
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Action Plan
Theme 1:

Recruitment and Retention

Review the Recruitment
Procedure and Policy

Modernise the
Application Process

To make sure the approach is up to date
and fits our culture and values
A robust and future proof approach to
recruitment and selection that enables
us to recruit diverse candidates to work
in our new agile environment.
Re-evaluate the strengths, behaviours
and skills which are now needed for the
roles we have, knowing when to operate
in an agile fashion working remotely
and when we must meet face to face
and collaborate with others.

• An improved, more userfriendly, streamlined system
• Ensure our process offers the best
candidate experience so they in turn choose
our organisation as a place they want to
work.
• Consider how we may be able to build on
and elevate our employer brand
• Enhance the way we interview including
how we do this remotely where
appropriate ensuring managers have the
tools to do this successfully
• Promote agile working and use innovative
recruitment sourcing to recruit to posts
that are traditionally difficult to fill.

G r o w i n g o u r O w n Ta l e n t
Succession planning for our
apprenticeships ranging from those
studying from Level 2 to Level 7 in both
'manual' and 'non manual' roles.
Return on our investment in
apprenticeships and other training
schemes
Creation of development opportunities for
existing employees whether that is in
office based roles or 'manual' roles.
Ensure we have a succession plan in place.
Increase investment in the local economy
community by offering development roles
enabling them to stay in the District.
Develop strong partnership with education
and training providers.

Develop a greater
awareness of what career
opportunities there are
in Local Government
Promote employment, work experience,
graduate and apprenticeship opportunities
to the local community and students
Promote SHDC as a local employer of
choice.
Broaden our offer of work placements to
those with specific difficulties and explore
how this progresses into employment

Work to increase the
diversity of the workforce
Having an open and inclusive culture where
everyone is accepted.
Promote SHDC as an employer of choice in
respect of diversity and inclusion.
Develop and maintain our approach to
agile working.
Look to increase our Disability Confident
status
Ensure we draw staff from the whole
community so we do not miss out on
valuable skills.
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Theme 2:

Developing Our People

Develop and implement a
talent management
programme
To motivate and retain talented
employees.
To maximise potential to mutually
benefit individuals

Invest in our employees
to allow them to develop
in current roles and for
promotion opportunities
Make use of the Apprenticeship Levy
and Corporate Training Budget to fund
professional qualifications
Encourage learning and development in
all areas of SHDC for staff to develop
personally and professionally no matter
what their job role

A programme for
individuals on how to
work in an Agile
environment and in this
'new normal world'
To include how to stay connected
digitally, resilient, be able to separate
home from work, and learn to be
outcome focussed in their delivery.

Develop and implement a
mentoring scheme
To motivate and retain talented
employees.
To inspire experienced employees to
mentor

Develop coaching
opportunities to support
managers and staff in
their development,
particularly in this ‘new
normal’
Improvement in the development and
performance of staff through a culture
of coaching.
Provide mechanisms for managers to
enable them to support others,
building resilience through uncertain
times.

Review the current
Induction Process
how we induct staff effectively and
ensure our ways of working and
expectations are clear so new starter
feels motivated and supported.

I d e n t i f y o u r Ta l e n t
pipeline
Ensure we are identifying our talent
pipeline and use Apprenticeships,
trainee roles and talent Apprenticeships.
As 'hybrid' ways of working are
progressed, have plans in place to
ensure development opportunities,
thoughts and ideas are not overlooked
when working in different locations.
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Theme 3: Healthy, Happy Workforce
Well-being of our staff
should be entwined in our
culture, policies and
everything we do
To make sure employees are aware of
how we can support their individual wellbeing, particularly bearing in mind the
impact COVID-19 has had on our lives
both in and outside of work.
Contribute towards our ambition to be a
great place to work.
Maintain sickness levels below the
sector average
To ensure all employees feel connected
when they may be working apart.
All staff to take personal responsibility
for their own health and well-being

Review existing employee
support arrangments and
consider an enhanced
offering
To support employees who deal with
upsetting or traumatic cases and ensure
the welfare of our employees
is protected.

To p r o m o t e a H e a l t h y
Work Life Balance
Develop and promote different ways of
working to ensure a healthy work life
balance.

Develop a Mental
Health Strategy
The COVID-19 pandemic has increased
what we already recognised was a
growing issue impacting on people’s
lives. The strategy will have a detailed,
structured approach on what we will do
to support our employee’s mental wellbeing. We want to move away from
beliefs of this being a ‘tick-box’ exercise
to something which is part of the culture
of the organisation.

To d e l i v e r a p r o g r a m m e
of themed events to
promote engagement
with the wellbeing
agenda
To promote a wellbeing culture
throughout the organisation, taking into
account those that work remotely
We need to be realistic about the
significant change and uncertainty
people now face, following the COVID-19
pandemic. There will be new
environmental influences that impact a
person’s wellbeing

Build resilience and
energy among our staff
and partners to enable
change and deliver our
priorities
By training, mentoring and coaching
our employees.
Providing shadowing opportunities so
they understand how to deal with
different scenarios.

Sign up to the
Mindful Employer
Charter
To promote an organisation-wide
understanding of mental health issues
and enable managers to effectively
support their teams.
Maintain sickness levels below the
sector average.
Employee wellbeing supported at an
individual level
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Theme 4: Pay and Reward
Consider our current
benefits and reward
package
To ensure we are innovative and current in
our approach, taking into account how
COVID-19 has changed individuals outlook
in how they work, to help us attract and
retain particularly in those areas where
there are skill shortages.
Review our Car Allowance package
considering if this is now still fit for purpose
given changes following COVID-19 and our
requirements to travel given our new Agile
approach.
Ensure that we are considering initiatives
that support agile and flexible ways of
working.

We will recognise great
work and ideas; whilst
dealing with poorly
performing employees
f aTo
i r l yp raonmd ortoebau sHt el ya l t h y
Work Life Balance
To make sure PDR’s/One to One’s are
carried out effectively and to ensure
they suit our new Agile environment
with performance being measured on
output not on office attendance.

Meet with senior
managers to identify
how organisational
structures can support
career progression and
high quality services
To make sure that service leads are
supported and encouraged to consider
new ways of working.
To ensure organisation structures allow
career progression and succession
planning.

Make sure employees
understand the
totality of their
employment package
Development of Total Reward
Statements so employees can see their
total monetary package
Ensure staff in 'manual' and 'non
manual' roles feel valued for their
contribution ensuring they feel part of
the team and organisation, even when
working apart.

Include career conversations in
PDR's/one to ones, considering
individuals experiences through-out
COVID-19 having learned new skills and
worked in different roles.
Continue to promote the Honorarium
Policy
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Theme 5: Leadership
Ensure our leaders are
equipped to lead teams
through challenges and
opportunities for 21st
century

Ensure our mentoring
scheme allows our
aspiring individuals to
develop

Use the apprenticeship standards in
leadership and management

To develop our workforce to be leaders
of the future

Maximise the return on investment of
the levy to make sure we use the levy
fund to support both new
apprenticeships and current employees
in both manual and non manual roles
and at different levels.

Upskill our staff to think
commercially and come
up with new ideas and
ways of working
To ensure our staff have the skills to
adapt to the changing focus of local
government
That all, no matter what their role or
seniority, have the confidence to
contribute, feedback and come up with
new ideas.

A programme on how
managers lead in an
Agile Environment and
in the 'new normal
world'
To include workshops and toolkits
which help managers to:
- lead and be role models in our new
ways of working
- how to support their teams with
empathy and resilience.
- Ensure staff feel informed, trusted
and valued.how performance can be
measured on output will be key.

To p r o m o t e a H e a l t h y
Work Life Balance
Develop an induction
programme for managers
To ensure new managers have all the
tools to enable them to lead their
teams effectively including when
working remotely and ensure they
develop individuals to be the best they
can be.
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Theme 6: Organisation Change and
Development
Continue new ways of
working that modernise
the working culture of
local government
Develop an Agile Working programme/policy,
building on our learnings from COVID-19 of what
worked well and what didn’t work so well.
To help us make best use of modern technology
giving people more control over how, when and
where they work; allowing us to use the free
space commercially, as well as creating a more
agile and adaptable workforce.
As long as the needs of the organisation are
being met, and tasks completed on time, we can
offer staff the flexibility to integrate their home
and work life in a way that allows them to
successfully meet the demands of both. By
offering staff flexibility to work in this way, their
wellbeing is improved and subsequently,
performance is enhanced.

Services complete a
' C OVI D - 1 9 L e s s o n s
Learned' exercise
Services to review the new ways of working,
what processes need to be kept or changed
and how this can enhance the customer
experience.
To also include:
- building on cross service
working/collaborations
- new skills of team members obtained
through- out the emergency and how we use
and develop further as part of succession
planning and resilience
- To
where
ouroskills
p are
rom
t e agaps/pinch
H e a l t points
h y for
our
new
ways
of
working
and
how
W o r k L i f e B a l a n c e has
COVID-19 affected our future skill
requirements.
- what great practices can we replicate?
- be ‘digital by design’ to avoid any duplication
of work or unnecessary manual tasks so staff
are focusing on value added work.

Actively Commit to
diversity and inclusion
and create a programme
to support this. (BAME,
PRIDE etc
To create a programme to commit to
these initiatives so diversity is
celebrated in our organisation.

Promote the culture
whereby work is
something you do rather
than a place you go and
this is considered for
each role and individual.
Yo u g o p l a c e s t o N e t w o r k
and Collaborate.
The place of work becomes the place
which is most appropriate to the task in
hand, balancing with individual needs.
There is no ‘one size fits all’.

Review how we best
engage with all staff
and bring them along
in our journey
For both ‘Manual’ and ‘Non-manual’
workers to feel well informed on our
strategic aims and they understand
what it means for them, their role and
their objectives.
We will communicate with staff in a way
that both informs and encourages open
discussion. We want staff to be brave in
coming forward with ideas and to
challenge the status quo. We want to
create a forum that embraces
creativity, welcomes feedback and
respects honesty.

Member Engagement
Our Members have an important role in
helping us shape the delivery of our
services and as such, we must ensure
we engage them in key strategic
decisions. The shift to remote working
includes our Members and so it is
important to engage with Members
through virtual meetings, as we would
our colleagues. This will also include
creating a new package for Member
Development and a ‘promise’ or
‘Charter’ to set out how officers will
work with Members while agile
working.
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Theme 6: Organisation Change and
Development
Enhance the Customer
Experience
Make sure we respond to customer's
changing needs and enhance the
customer experience by ensuring our
staff continue to be more digital to
deliver services whilst also maintaining
face to face support where that is most
appropriate.
Continue to ensure that the customer
and are communities are at the heart of
everything we do
Our customer interactions to be
flexible and appropriate
When in a virtual space make sure that
our professional mindsets are
maintained and reflected in our
appearance and behaviour.

Review how we work
most effectively
Programmes to support managers and
individuals in agile working, resilience,
staying digitally connected, being
outcome focussed in their delivery and
to correctly balance the need for face
to face collaboration and agile working.
The pattern of working in an agile
manner and face to face will very much
depend on the job role, for example,
currently those carrying out food
inspections carry out their first
inspection directly from home once a
business has opened meaning a slightly
later start time but allowing them to fit
further inspections in later into the
evening after core hours providing an
enhanced service to the business.
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