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FULL COUNCIL - INFORMATION REPORT

To:  The Mayor, Ladies and Gentlemen

MTCBC Change Programme: Holistic Review of 
Management Tiers

1.0 SUMMARY OF THE REPORT

1.1 The Council has reviewed its structure on an ongoing basis. Since the recession 
nearly ten years ago in 2008, Chief Officers and Heads of Department have 
continuously reviewed their staffing structures on a continuous basis in response to a 
continuous reduction in funding.

1.2 Restructuring proposals have been considered by Council during this time of 
austerity.  This has resulted in significant change to departmental structures.  The 
scale and nature of the changes, particularly at a senior managerial level has been 
significant. This is evident by comparing the structure of the Corporate Management 
Team with its previous structure in 2012 (attached)

1.3 Traditionally, managers are appointed based on their specialism in a particular field.  
This is an essential and statutory requirement in some instances.  

1.4 In addition, the role of a manager has evolved in recent years and is continuing to do 
so at a significant pace.  As people progress their career and develop through the 
structure, their role tends to become broader and more generalist in nature.

1.5 With increasing financial constraints, organisations are required limited funding, 
structures have become flatter. As a result, Managers and leaders are now required 
to become more generalist as a result, with responsibility for a broader breadth of 
teams or span of control.  

1.6 Programmes similar to our Managers Academy (launched last month) help to equip 
managers with new skills to assist them to manage a higher number of teams or 
specialisms.   

1.7 In addition to departmental restructuring activities, many organisations are also 
taking a holistic and cross organisational view towards its management structures 
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and this is seen as good practice.  As such, the Corporate Management Team are 
currently reviewing its tier of management across all departments to ensure that they 
are consistent (where possible) are fit for purpose. Specifically, the team will identify 
positions that are statutory and mandatory and will make proposals on where there 
may be further opportunity for collaboration, either within or across directorates.  

1.8 An update on findings and proposals will be presented at a future meeting.

2.0 INTRODUCTION AND BACKGROUND

3.1 The role of the manager is continuously evolving and changing.  Traditionally across 
all organisations, managers are appointed for their specialism expertise first, and 
generalist management skills second.  

3.2 Many organisations are now reversing this trend, on the premise that general 
managers can apply the same skills to a number of specialist teams, without having 
the detailed specialist knowledge themselves.  In terms of management 
development, this is the usual route. The higher someone progresses to within an 
organisation, the broader the role becomes. 

3.3 As council will be aware, the organisation has experienced much change over the 
last ten years since the recession in 2008.  Whilst Merthyr Tydfil County Borough 
Council is a small authority, it has the same expectations on it as other larger 
authorities whom traditionally will have larger resources.      

3.4 The Council recently launched its own Managers Academy in partnership with Elisha 
Training in order to equip our managers with resilience to thrive in a change agile 
environment.  

3.5 The external environment in which we operate in has been described by the 
Chartered Institute of People and Development (CIPD) as, “Volatile, Uncertain, 
Complex and Ambiguous” (VUCA).  The management academy programme 
launched in October 2017 is supporting our managers to respond to these challenges 
by using a different VUCA acronym, reinforcing a shared “Vision, Understanding, with 
Clarity and Agility”.

3.6 The Council has reviewed its structure on an ongoing basis. Since the recession 
nearly ten years ago in 2008, Chief Officers and Heads of Department have 
continuously reviewed their staffing structures on a continuous basis in response to a 
continuous reduction in funding.

3.7 Restructuring proposals have been considered by Council during this time of 
austerity.  This has resulted in significant change to departmental structures.  The 
scale and nature of the changes, particularly at a senior managerial level has been 
significant. This is evident by comparing the structure of the Corporate Management 
Team with its previous structure in 2012 (attached)

3.8 Traditionally, managers are appointed based on their specialism in a particular field.  
This is an essential and statutory requirement in some instances.  

In addition, the role of a manager has evolved in recent years and is continuing to do 
so at a significant pace.  As people progress their career and develop through the 
structure, their role tends to become broader and more generalist in nature.



3.9 With increasing financial constraints, organisations are required limited funding, 
structures have become flatter. As a result, Managers and leaders are now required 
to become more generalist as a result, with responsibility for a broader breadth of 
teams or span of control.  

3.10 Programmes similar to our Managers Academy (launched last month) help to equip 
managers with new skills to assist them to manage a higher number of teams or 
specialisms.   

3.11 In addition to departmental restructuring activities, many organisations are also 
taking a holistic view towards its management structures and this is seen as good 
practice.  As such, the Corporate Management Team are currently reviewing its tier 
of management across all departments to ensure that they are consistent (where 
possible) are fit for purpose. Specifically, the team will identify positions that are 
statutory and mandatory and will make proposals on where there may be further 
opportunity for collaboration, either within or across directorates.  

4.0 EQUALITY IMPACT ASSESSMENT

4.1 An Equality Impact Assessment (EqIA) screening form has been prepared for the
purpose of this report. It has been found that a full report is not required at this time.
The screening form can be accessed on the Council’s website/intranet via the
‘Equality Impact Assessment’ link.
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Does the report contain any issue that may impact the Council’s 
Constitution? 

Consultation has been undertaken with the Corporate Management Team in respect of 
each proposal(s) and recommendation(s) set out in this report. 




