
Cwm Taf Public Services Board – Strong Economy 
 
THE CWM TAF EMPLOYABILITY PLEDGE  
 

 
 
1. BACKGROUND 

 
1.1 The Strong Economy work stream of the Cwm Taf PSB aims to fulfil Well-

being Objective 3 which is, “to grow a strong local economy with sustainable 
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within the public sector. Therefore, it is crucial for organisations to work across 

organisational boundaries to develop a workforce and public service which are fit for 

future generations.   
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transport, which attracts people to live, work and play in Cwm Taf.”1  
 

1.2 This objective is split into sub-sections, and the focus of the Strong Economy 
group is on Objective 3.1 which is to:  
 
“Stimulate and boost the aspirations and skills of our people to meet public 
and private sector career opportunities.”2 
 

1.3 The PSB has also identified three priority areas: Adverse Childhood 
Experiences (ACEs), Early Years, and a place-based approach.  
 

1.4 In light of these objectives, the PSB partner organisations have committed 
support to the Cwm Taf Employability Pledge (the Pledge).  
 

1.5 A guiding principle in workforce planning today in Wales is for organisations 
to:  
 
“share information beyond their organisational boundaries and work 
collaboratively with other public service partners to address common 
workforce planning and workforce development matters.”3 
 

1.6 The Pledge aims to serve as a vehicle for this approach, so that the partners 
may collaborate on shared outcomes, identify joint priorities and share 
information, skills and knowledge, all in the spirit of „One Welsh Public 
Service.‟  
 

1.7 Through this approach of collective planning, the Pledge aims to:  
 
- ensure the public sector within the region is an employer of choice;  
- engage a more diverse workforce;  
- provide more opportunities within the world of work; and  
- contribute initiatives which focus on the PSB priority areas through  
  collective workforce development.   
 

1.8 These aims serve to ensure that the public sector within Cwm Taf has a 
high-performing, motivated workforce with high levels of employee well-
being. This is necessary to continue to deliver public services at a level 
which falls in line with service users‟ expectations.  
 

1.9 However, with regards to the public sector, skills shortages currently afflict 
many services. Thus it will be crucial for organisations to work across 
organisational boundaries to develop a workforce and public service which 
are fit for future generations.  
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2. WORKFORCE PLANNING CHALLENGES WITHIN PUBLIC SERVICES 
 

2.1 Brexit  
The status of Brexit and the future employment of EU nationals in the public 
sector is unclear. It is estimated that 9,100 EU nationals work in health and 
social care, education and public administration in Wales.4 If EU nationals 
are able to continue to work in public services, whether they are indeed 
willing to do so will depend upon the employment offer, and other factors 
such as a welcoming environment.5   
 
There is a risk of unfilled vacancies which will create difficulties in delivering 
services, and a loss of knowledge and expertise across all sectors of public 
service.6 

 
2.2 The Ageing Workforce  

By 2036, an estimated one in four people in Wales will be aged 65 and over. 
A large proportion of the workforce are nearing retirement throughout many 
public sector organisations, and so in the near future public services will 
have to recruit, and retain, a high number of younger, well-educated 
personnel. A barrier to attracting bright candidates however is the 
competition that the private sector will provide.  

 
2.3 A Shortfall of Candidates 

The requirement for jobs in the Cardiff Capital Region over the next 10 years 
is expected to be 25,000 – 30,000 per annum, which exceeds the expected 
number of entrants into the labour market.7 There will therefore be high 
levels of competition for good candidates.  
 
As an example, local authorities currently struggle to attract and retain care 
workers when competing against private care providers. This problem shall 
likely be exacerbated in the future as a total of 60,000 jobs in health and 
social care are forecast within the region.8  

 
2.4 Skills Shortages/Skills Gaps  

There are service areas which experience a shortage of skills, and certain 
roles are „hard to fill.‟ The large proportion of the workforce nearing 
retirement aggravates this problem, as it will be difficult to replace a 
significant outflow of knowledge and expertise over a short period of time.  
 
Within Wales, skills shortages are forecast in areas such as the human 
foundational economy, financial and professional services, and digital and 
technology skills.9 
 
76% of employers do not believe that they have the talent needed within 
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their organisation to achieve their objectives, and 70% of employers 
experience moderate or severe skills shortages.10 Skills shortages therefore 
affect all sectors, meaning that competition from the private sector for 
talented candidates is heightened.  
 
14% of establishments in Wales have staff with skills gaps.11 With regards to 
the Welsh language, 14% and 11% of skills shortage vacancies were due, at 
least in part, to oral or written Welsh language skills.12 

 
2.5 Deprivation and In-work poverty  

The current growth of in-work poverty demonstrates the importance of 
considering what happens to individuals once they are in employment.13 
Payment of the Real Living Wage, training and development, and career 
pathways are crucial.  
 
The importance of this is emphasised when one considers that 31% of the 
resident population within Cwm Taf live in the most deprived areas of Wales, 
as determined by the Welsh Index of Multiple Deprivation.14 
 
Deprivation is also relevant in the context of the PSB priority area of ACEs 
as research in Wales demonstrates that financial security is strongly related 
to both ACE count and current mental illness.15 

 
2.6 New generations and the public sector offer  

Career preferences have changed over the generations. Millennials (those 
born between 1983-1995) and Generation Z (those born after 1995) now 
hold different expectations and perceptions.  
 
Career development, location and work-life balance are now leading 
priorities.16 However, traditionally there are perceptions that advancement 
within public services is slow and there is a lack of recognition of merit of 
employees.17 Further, research has found there to be hierarchical and 
bureaucratic cultures which stifle motivation and morale.18 
 
43% of millennials envisage leaving their jobs within two years.19 Young 
workers therefore need positive incentives to stay with employers, and to 
feel secure in the knowledge that there are opportunities for development 
and advancement.   
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2.7 Perceptions  
The public sector employment offer suffers from negative stereotypes. For 
example within local government, negative perceptions have been found to 
be the greatest barrier to recruiting talent.20 

 
2.8 Salary  

In comparison with the private sector, the public sector does not offer wages 
at the same level in some areas. The public sector has also been subject to 
significant pay freezes which affects the ability to attract candidates. The 
salary level is not the only critical issue however, as young people find 
performance-based salary systems attractive.21 
 
 

3. SOLUTIONS: THE ROLE OF THE PLEDGE 
 

3.1 In light of the challenges, it is crucial for organisations to prioritise and take a 
strategic view of workforce planning, as a high-performing and efficient 
workforce will deliver a quality service. The end result, and goal, therefore is 
that the citizen will benefit from public services which function well and meet 
their expectations.  
 

3.2 In the near future, public sector organisations will need to be able to 
compete for candidates as the number of vacancies surpass the candidate 
pool within the region.  
 

3.3 To do so, the PSB partners must ensure a joined-up approach to the 
attraction, recruitment and retention of employees. This will enable the public 
sector to be an effective force within the region to compete with other 
sectors for candidates. 
 

3.4 It is crucial that the public sector within Cwm Taf is an employer of choice. 
Ensuring the public sector has a strong employer brand has never been 
more essential.  
 

3.5 Creating this strong employer brand should centre around improving the 
image of the public sector, reforming Human Resources management 
systems, and creating better working conditions.  
 

3.6 Young people are increasingly being driven by ethics and the importance of 
making a positive impact in society.22 Therefore, the Pledge ought to focus 
on promoting an image of the public sector which appeals to those with a 
public service ethos, i.e. being able to make a difference to peoples‟ lives 
and the community.23  

 
3.7 Specific potential action points which warrant further consideration include:  
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- Conducting surveys: allows organisations to measure how they are  
  perceived and what is important to employees/candidates and their  
  expectations 
- Improve understanding of public services: through work experience,  
  a Communications strategy, schools/college/HE engagement  
- Development of leadership and management  
- Clear career development and promotion policies  
- Promoting diversity and equality in recruitment and retention  
- Performance-based wage systems  
- Creating and marketing other incentives  
- Staff development and training: advertising the opportunities that exist to  
  potential candidates 
- Collaborative recruitment practices.  

 
3.8 Delivery of the Pledge will play a critical role in identifying the initiatives 

which will enable the development of the public sector workforce, and the 
creation and marketing of better employment opportunities.  
 

3.9 The initiatives should engage and attract new candidates, and also be aimed 
at upskilling and improving conditions for the existing workforce.  
 

3.10 The Pledge plays an important role in the PSB priority areas. For example, in 
relation to ACEs, workforce development is crucial in developing an 
adversity and trauma-informed system and also in nurturing and supporting 
the well-being of the workforce.  
 

3.11 A collaborative approach to workforce development in these areas can lead 
to a greater, more valuable impact.  
 

3.12 Implementation of the Pledge will ultimately benefit the local community and 
its people by:  
 
- Ensuring the public sector workforce is high-performing 
- Creating well-run, efficient services  
- Providing decent employment opportunities (a key piece of feedback in the 
  Well-being Assessment)24  
- Benefiting those who are the focus of the PSB priority areas.  
 
 

4. EQUALITY AND DIVERSITY  
 

4.1 In fulfilling the Pledge, focus must be to engage a more diverse workforce. 
69% of employees who believe their senior management teams are diverse 
see their working environments as stimulating and motivating (compared to 
43% who do not perceive their leadership teams as diverse).25   
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5. RECOMMENDATION  
 

a) Each PSB partner organisation to formally agree and ratify the Pledge 

 

b) The partners within the Strong Economy work stream to proceed to identify 

key issues and priorities to be solved by a sector-based approach, to highlight 

desired outcomes and inform the work programme for delivery of the Pledge.   

 

 

6. SUMMARY  

 

6.1 Skills shortages currently afflict, and will do so further in the future, many 

services within the public sector. Therefore, it is crucial for organisations to 

work across organisational boundaries to develop a workforce and public 

service which are fit for future generations.  

 

6.2 The Cwm Taf Public Services Board (PSB) partner organisations have 

committed their support to the Cwm Taf Employability Pledge, which aims to:  

- ensure the public sector within the region is an employer of choice;  

- engage a more diverse workforce;  

- provide more opportunities within the world of work; and  

- deliver initiatives which focus on the PSB priority areas through collective   

workforce development.   

6.3  The Pledge shall serve as a vehicle for a collaborative approach so that 

organisations may face the workforce challenges of the future. This will help 

to ensure that the workforce is efficient and high-performing, resulting in 

quality public services being delivered to the citizen.  

6.4  The PSB has three priority areas for its next delivery plan: ACEs, Early Years 

and a Place Based Approach (focusing on the Community Zones). The 

Pledge shall contribute to these priorities for example by offering opportunities 

to those who are vulnerable or removed from the labour market, by piloting 

initiatives in Community Zones, and by ensuring the well-being, training and 

development of the workforce.  

6.5     This report sets out the challenges which arise now, and which will likely arise 

     in the future, in the context of workforce planning in public services in Wales. 

     In response, this report emphasises the importance of the Pledge in the 

     creation of a competitive public sector offer. 

 

7 WELL-BEING OF FUTURE GENERATIONS (WALES) ACT 2015 
 
7.1 The Pledge and approach outlined above is framed in the context and spirit of the 

Act but, for the avoidance of doubt, how this approach satisfies the „five ways of 
working‟ is outlined below.  
 



7.2 Long Term  
A strategic approach to workforce planning requires organisations to assess 
current issues and to anticipate future challenges and trends. If the public sector 
is an employer of choice, this results in decent standards of employment for the 
current workforce, and also attracts a talent pipeline for the future.  
 

7.3 Prevention  
The approach of the Pledge centres on anticipating future problems and aims to 
prevent these from worsening, occurring, and having a negative effect upon 
public services.  
 

7.4 Integration  
An integrated approach of the partner organisations under the Pledge will enable 
the creation of a strong, competitive, public sector employment offer. It provides 
opportunity for partners to integrate their workforce planning strategies and 
objectives.  
 

7.5 Collaboration  
The Pledge necessitates a collaborative approach which transcends 
organisational boundaries. The organisations will work as one to enhance the 
public sector offer of employment for the good of the entire sector, and the 
citizen.  
 

7.6 Involvement  
The Pledge aims to engage a more diverse workforce within the region, thereby 
better reflecting the area. Further, there is the opportunity to directly involve 
citizens and employees in surveys in order to ascertain how public sector 
employment within Cwm Taf is perceived, and to measure progress.  


