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To:  Chair, Ladies and Gentlemen 

Human Resources and ‘Healthy Organisations’ 
 
 

1.0 SUMMARY OF THE REPORT 
 
1.1 This report provides an update following the last Committee in February 2020.  

The report includes updates on areas of specific reference. 

1.2 Governance Scrutiny Members requested that an update be presented to them 

considering a number of discrete areas namely: 

 The capability process; 

 A breakdown of SPODs; 

 An update on work-based stress/the Council’s response to this; and 

 An updated breakdown of the current situation in relation to agency 

workers. 

1.3 In addition, the Healthy Organisations theme with the Council’s Recovery 

Transformation and Improvement Plan identifies three main challenges for the 

Council to become a healthier organisation: 

 Moving from a traditional culture to one that fully embraces a modern, agile 

operating model; 

 Aligning limited resources to deliver change at the pace required; and 

 The identified need to develop the skills of the workforce to meet current 

and future challenges; and adopt new ways of working. 

Date Written 24th September 2021 
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1.4 The Committee request an update on the actions and tasks developed and 

included within the Healthy Organisations theme to be assured that responses to 

the improvement areas have been developed and are specific, measurable, 

achievable; realistic and can be delivered within the timescales identified. 

 

2.0 RECOMMENDATIONS 

2.1 That Scrutiny Committee notes the content of the report and progress made to 

date. 

2.2 That the Scrutiny Committee identifies any further information they would like to 

receive. 

 
 

2.0 INTRODUCTION AND BACKGROUND 
 
 
3.1  The purpose of this report is to give an update on the key areas specified by Scrutiny 

and to give an update on the progress of the Healthy Organisation plan. 
 
 

3.0 WHERE WE WERE AND WHERE ARE WE NOW 
 
4.1 Capability Process 
 
4.1.1 Merthyr Tydfil County Borough Council is committed to providing high standards of 

service to its service users. It is recognised that the capability and commitment of its 
staff is fundamental to the achievement of this goal. In most cases, employees meet 
and exceed the performance requirements of their roles. However, in some 
circumstances, individuals may experience difficulties in demonstrating the levels of 
competence required to perform their job effectively. 

 
4.1.2 The capability policy was outdated, as such a revised policy was approved by 

Council in March 2020 (copy Attached at Appendix 1), which details what is 
capability and what the difference is between capability and conduct. The policy also 
details the stages involved in the process.   

 
4.1.3 There are no employees currently subject to formal capability within the Council. We 

are aware there are some informal capability cases that are being dealt with by line 
managers that do not require HR support. 

 
4.1.4 The capability process can only be followed if the performance management of the 

individual has been followed and there is evidence that the individual has been 
supported to make improvements with a detailed improvement plan. The capability 
process is split into the stages which are detailed below: 

 
 
 



Stage one of the capability procedure will be engaged when: 
 

 The manager has initiated a support plan however targets have not been met and 
level of performance remains unsatisfactory. 

 

 Where the manager can evidence that a support plan has been provided to the 
member of staff within the last 12 months which has led to improvement, however 
performance has subsequently deteriorated to a significant and sustained level. 

 

 The manager should agree an action plan with the member of staff to resolve the 
issues identified.  

 

 Possible outcomes at the end of the stage one review period are: 
 

o Performance has improved and the required standard achieved, therefore no 
further action will be necessary.   

o There is evidence of improvement however it is not sufficient to suspend the 
process – the manager may decide to extend stage one for a further period.  

 

 In cases where performance has not sufficiently improved the manager will progress 
to stage two of the procedure.   

 
Stage two before an action plan will be devised with targets set which would need to 
be met at the end of the review period. 

 
At the end of the agreed timescale a formal meeting will be held to review the targets 
in the action plan and assess whether the criteria for success was achieved.  
 
Possible outcomes from the meeting will be: 

 

 Performance has improved and the required standard achieved, therefore no further 
action will be necessary.   

 

 If some improvement has been made, the manager may decide to extend the review 
period and may further develop the individual’s action plan to address the 
performance issue.   

 

 In cases where performance has not improved, or there is some improvement, but 
the required standard has not been achieved, or sustained, the case is to be referred 
to a formal hearing which may result in the termination of their contract on grounds of 
capability with the required period of notice. 

 
Stage three is the hearing stage.  
 
If the follow up review indicates that performance has not improved a Senior 
Nominated Officer or appropriate level of management will at this stage conduct a 
hearing. This would usually be a Head of Service or Senior Management level that 
has not had any prior involvement with the case. 

 
The hearing will also take place if an Employee is unable to return to work due to ill 
health and a phased return to work / workplace adjustments and alternative duties 



have been considered and not been successful / are not appropriate / not acceptable 
to the Employee.   

 
 The hearing will consider: 
 

 Dismissing the case to date in its entirety i.e. no evidence of poor performance is 
found, the problem is the manager’s fault e.g. lack of clarity been given. 

 

 Adjusting the previous management decision e.g. extending stage two, referring to 
occupational health for ill health issues; 

 

 Whether alternative employment can be offered which is more suitable to the 
employee’s capabilities; 

 

 Dismissal of the employee for lack of capability. 
 

If alternative employment has been located within their service area then the 
employee will be given a period of 5 working days to consider the offer and to reply. 
If the role is as part of the redeployment pool (due to the employee agreeing to be 
placed there due to capability issues), the normal process will be followed and the 
employee given an opportunity to undertake a four week trial- but no payment 
protection will be offered.  

 
If after suitable alternative role(s) have been offered but the employee refuses them 
or they are not suitable, the employee’s contract of employment will be terminated on 
the grounds of the employee’s lack of capability. Contractual or statutory notice must 
be given. The four week redeployment trial will form part of the employees notice 
period if the employee does not want the role or the manager recruiting has evidence 
demonstrating they are not suitable for the new role. 

 
To improve the use of the capability process, focus has been given to the 
Performance Management Process (Focus on Your Performance) which needs to be 
embedded and used by all line managers. This is to ensure that staff are clear on the 
expectations of their jobs i.e. setting objectives, having regular meetings to review 
their performance, to give feedback and discuss strengths and areas that require 
development. 

 
If there are regular patterns of under performance during the performance 
management reviews, this could indicate that the capability policy needs to be 
followed. 

 
Currently we have increased the use of the performance management framework 
which was approved by Council on the 2nd May 2018 and further details are 
discussed later in this report within the Focus on Your Performance section. 

 
 
4.2 Single Points of Dependency (SPOD)  
 
4.2.1 A single point of dependency (SPOD) is part of a system or person that, if it fails, will 

stop the entire system or process from working. SPODs within this report refer to the 
people who may be considered the only person within the Council who carries out an 



element of their role or process. There is high reliability on one person to carry out a 
task that is business critical. 

 
4.2.2 When key people are identified it allows you to think about what would happen if they 

we not able to carry out their role. 
 
4.2.3 Earlier this year, HR undertook a survey to help Merthyr Tydfil County Borough 

Council, identify and compile information on teams that have Single Points of 
Dependencies (SPOD) 

 
4.2.4 One of the key tasks of any manager or leader is to plan for succession and to have 

a plan on how to ensure the team works even if you lose a key team member. 
Allowing managers to concentrate and focus on not just daily tasks but to think about 
making sure the team is resilient and disaster-proof. Fixing the situation can be done 
by identifying single-point-of-dependency team members. 

 
4.2.5 A survey was set up around these areas to ask the following questions to Managers 

and Leaders within the Council: 
 

 Who are the key people in your organisation?  

 How do you identify them? 
 

The most obvious mistake you can make is to start looking at titles or seniority. Very 
often these things do not matter that much and don’t mean that the person is a key 
to the success of your team and difficult to replace.  
 

 Does the person hold a unique knowledge? (be it internal knowledge, technical or 
just knowing lots of people that are key to your team survival and no one else knows 
them or has that knowledge.) 
 

 Does the person have a unique skill-set? (They might be the customer service 
expert, the leader to whom everyone comes for advice and mentoring or have a way 
to negotiate with others that gets your team anything you need.) 
 

 Does the person provide a unique function that holds the team together? (They 
might be the leader even if the title doesn’t say it, or just provide a social role that 
keeps the team together and makes the work fun.) 
  
When you identify the key people think about what would happen if they did not 
show up in the office tomorrow. Just imagine how your team would look without that 
particular person.  

 
4.2.6 The exercise identified that the Council currently has 36 SPODs throughout the 

workforce establishment. 
 

 3 SPODs were identified as ‘true SPODs’ which are defined as the only person who 
does this role within MTCBC, and the skills and knowledge are specific to Merthyr 
Tydfil County Borough Council and would not be able to be recruited in. 

 

 2 roles were identified as SPOD but are roles we have previously found difficult to 
recruit. 

 



 The 31 SPOD’s identified are defined as the only person who undertakes that role 
within Merthyr Tydfil County Borough Council but the roles could be replaced 
through recruitment. 

 
4.2.7 Following the results of the surveys, the Organisational Development team will be 

working with line managers to review the SPOD’s as part of the workforce planning 
process to ensure plans are made by the line manager to mitigate the risks through 
the Focus on Your Performance process. As an example, this could mean that 
further development is offered to other individuals within the team to learn parts of 
the role, increase their knowledge and skills to be able to take on this role in the 
future. 

 
4.2.8 Having single points of dependency is not always a negative issue and managers 

should review these on a yearly basis as part of their workforce plans. SPOD’s can 
mean that we have specialist knowledge to allow us to be the experts and to offer 
services to our customers who can truly understand their needs. 

 
4.2.9 Further work will continue with SPODs to ensure all factors are captured within the 

workforce plans and any areas of high risk that cannot be mitigated will be dealt with 
by the Senior Leadership Team. 

 
 
4.3 Work related stress & absence 
 
4.3.1 The sickness absence codes on the HR database will remain under review. The 

codes relate to the reasons given for employee sickness absence. The codes will be 
recorded using the certification of the sickness episode, either by the employee (if 
the sickness is self-certified) or by a General Medical Practitioner (fit note).  

 
4.3.2 Stress is the first sickness absence code that requires managers to differentiate 

between work related and non-work-related absence.  
 
4.3.3 An analysis of the sickness data submitted between 2018 and 2021, indicates that 

the majority (92%) of our employee’s stress related absence was not coded as work-
related stress. 

 

              

Stress related absence 2018-21

work non work

 



4.3.4 Whether work related or otherwise, the number of working days lost in the Council 
due to stress, anxiety and depression are shown in the bar chart below. 

 
 

               
 
4.3.5 In order to address the rising sickness absence on the 26th February 2020 Council 

agreed to the Occupational Health Service returning to an in-house provision. It was 
recognised that there was a rise in employee ill health and sickness absence 
following the service being contracted out. A programme of recruitment and system 
implementation commenced to appoint an Occupational Health Advisor, an 
Occupational Heath Administrator and to introduce the Cohort data management 
system by September 2020. All positions have been recruited into and the Cohort 
system is operational. 

 
4.3.6 The Occupational Health Service supports the Council to help to maintain and 

promote employee health and wellbeing by providing direct support and advice to 
employees and managers, as well as supporting at the organisational level.  It 
focuses on the physical and mental wellbeing of employees at work, and can cover: 

 Prevention of work-related illness or injury through encouraging safe working 
practices, and helping employers to implement policies and health and safety 
compliance. 

 Supporting employees to manage conditions and remain in work through reasonable 
adjustments (e.g. ensuring the workplace is accessible, making changes to 
employees’ desks or chairs for more comfortable working, amending job roles, or 
sign-posting appropriate interventions); 

 Supporting the management of sickness absence, both long and short-term, and 
employees’ return to work (including amending job roles, or flexible/phased returns); 

 Preventing common health concerns from becoming a problem through monitoring 
the health of the workforce (trying to proactively prevent sickness absence), 
including conducting pre-employment health assessments, or supporting health 
promotion and education programmes;  

 Providing advice, support and counselling to employees around non-health or non-
work related problems. 

 
 



4.3.7 The Service has developed and adapted to support staff through the COVID 19 
pandemic all Occupational Health referrals have an appointment within 14 days of 
the referral and an Occupational Heath Appointment Response form is sent to the 
manager usually on the day of the appointment.  The Service has undertaken 730 
one to one appointments with staff.  

 
4.3.8 Tailored support has also been provided to service areas working with staff teams 11 

½ days of tailored support to areas experiencing difficulty due to COVID and other 
unprecedented issues has been delivered. 

 
4.3.9 A new section of the Intranet has been developed and is promoted to all employees 

and Councillors on various health and well-being topics which is continually being 
updated. This includes topic such as: Mental Well-being, Exercise, Nutrition, 
Smoking, Alcohol Awareness, Physiotherapy, Home Working, Financial Support, 
Women’s and Men’s Health.  

 
4.3.10 For scrutiny members on the internal ICT system the intranet can be accessed at the 

follow link http://intranet.mtcbc.local/intranet/staff-hub/occupational-health/   
 
4.3.11 An Annual Health and Well-Being Calendar has been developed an implemented to 

concentrate on promoting specific well-being topics.  This year we have currently 
targeted Alcohol in January, Smoking in March, Mental Health in May, Exercise in 
September and it will be Menopause in October. 
 

4.3.12 The Sickness Absence Policy and Procedure has been updated and was approved 
by Council in September 2021. The Department will deliver training for the policy to 
line managers commencing in November 2021.  

 
4.3.13 The Council has agreed to adopt and officially signed up to the Dying to Work 

Charter. This means that any employee who has a terminal illness will not be 
dismissed for this, they will be supported if they wish to remain working and will 
receive full pay for the duration of their illness if they are on sickness absence. The 
Department will now work Corporate Communications to establish the process for 
formal sign up to the Charter with the TUC and our local Trade Unions. 

 
 
4.4 Agency 
 
4.4.1 In 2019 Merthyr Tydfil County Borough Council’s contract with its existing agency 

worker supplier was due to come to an end. To benefit from cost efficiencies Merthyr 
Tydfil County Borough Council joined a collaboration with 4 neighbouring local 
authorities - Blaenau Gwent, Newport, Monmouthshire and Torfaen - to procure an 
agency worker supplier in accordance with the NPS framework via a mini 
competition model. The “South East Wales Collaboration” agreed to implement 
either a Hybrid or Neutral Vendor solution in order to obtain the most competitive 
costs. HR worked with Procurement to ensure that the service specification was fit 
for purpose.  

 
4.4.2 The incumbent contracted supplier, Pertemps, declined to submit a bid to compete 

for the new contract, but agreed to extend the existing contract until September 2020 
allowing the competitive process to take place whilst ensuring continuity of supply as 
a new contract was implemented. 

http://intranet.mtcbc.local/intranet/staff-hub/occupational-health/


 
4.4.3 The quality / price ratio was agreed as 40% quality and 60% price. The winning 

supplier was Randstad Solutions Limited with a Hybrid model, which provides a 
combination of a neutral vendor managed service as well as use of a chain of tier 
suppliers accessing the system to fill roles. From April to September 2020 HR 
proceeded with the implementation phase of the new contract, which involved 
workers transferring from Pertemps to Randstad and liaising with the new supplier to 
set up systems and processes, a communications plan, data gathering and 
arranging systems training for hiring managers, with minimum disruption to service 
areas.  

 
4.4.4 Before the start of the contract the Waste Department appointed 11 long term 

agency workers into permanent roles.  
 
4.4.5 Initially, during the implementation phase a manual process of ordering and 

processing agency workers was used while the new system was built in accordance 
with Merthyr Tydfil County Borough Council’s structure and authorisation process. 
The new system, Netive, was introduced on 30th November 2020 (9 weeks after the 
start of the contract). 

 
4.4.6 The current contract is due to run until 1st October 2023. 
 
4.4.7 The Council is currently looking into recruiting other long-term roles that are filled by 

agency workers, including a Tractor Driver position that is currently being advertised. 
 
4.4.8 To be competitive in a buoyant labour market Merthyr Tydfil County Borough Council 

has agreed to pay parity from day 1 for certain, difficult to fill roles, including drivers 
and waste/recycling operatives. 

 
4.4.9 Weekly training is now available to hiring managers and online training video guides 

are now available on the intranet on how to place orders and approve timesheets on 
the Randstad online ordering system. 

 
4.4.10 Merthyr Tydfil County Borough Council contracted with Pertemps for 14 years which 

enabled managers to build good working relationships with them as a supplier. Work 
continues between HR, departmental hiring managers and Randstad to build and 
develop working relationships and improve the experience in order that Merthyr 
Tydfil County Borough Council can benefit from the contract. 

 
4.4.11 HR continues to work closely with departmental managers and Randstad regarding 

supply issues in certain areas including Waste and Social Care due to national 
shortages of workers in these fields. 

 
4.4.12 Work will commence in 2022 to start the procurement exercise of the next Contract. 
 

AGENCY USAGE SEPTEMBER 2020: 

Area Number of agency 
posts 

Corporate 6 

Adult Social Services 33 

Neighbourhood Services  48 

Property Services and 1 



Engineering 

Children’s Social Services 3 

 91 

 
 
   AGENCY USAGE SEPTEMBER 2021: 

Area Number of agency 
posts 

Corporate 12 

Adult Social Services 44 

Neighbourhood Services  68 

Property Services and 
Engineering 

4 

 126 

 
4.4.13 The main reasons for hire are long-term sickness absence, annual leave, self-

isolation and seasonal work. Many posts are being filled from grant funding in 
relation to Covid-19 and Storm Dennis. 

 
 
4.5 Moving from a traditional culture to one that fully embraces a modern, agile 

operating model. 
 
4.5.1 Merthyr Tydfil County Borough Council recognises the need to develop modern 

working practices that enable employees to maximise their performance whilst 
maintaining a good work life balance. Agile and home working are the terms used to 
describe how employees can work flexibly from any location, whether it is a Council 
building, in the community, from home or a combination of these. The Council is 
seeking to strike a new balance between employees work commitments, the amount 
of office accommodation required, and the faster pace of personal and working lives. 
The Council expects managers, and encourages employees, to identify opportunities 
for working in a different way which can be successfully implemented and 
maintained. Introducing a flexible approach to how a group or individual employees 
work can improve organisational and individual performance, enhance services to 
the public whilst reducing costs. 

 
4.5.2 The agile operation model is a culture change, and an ongoing objective. The 

pandemic has forced the Council to move to a working environment that utilises 
technology to provide services to our residents, collaborate with our partners and to 
deliver the internal processes. Digital platforms such as Microsoft Teams, have 
enabled us to continue operating during unprecedented time. We can now hold 
digital Committee and internal meetings through video conferencing facilities, which 
are some examples where the way we communicate and exchange information has 
changed, to enable our workforce to fit the agile world of working. Additional agile 
working measures are being implemented across the workforce. We are encouraged 
by the proposal to introduce electronic invoicing, for example. The Council is 
considering how best to use its office space to ensure we provide services; support 
staff needs but also continue to embrace new ways of working. This will also support 
the wider objectives of reducing our carbon footprint. 

 



4.5.3 The Agile working policy was approved and implemented in Council last year. This 
policy will be reviewed in April 2022 and any changes will be discussed through the 
Recovery Group. 

 
4.6   Aligning limited resources to deliver change at the pace required; 
 
4.6.1 The Corporate Management Team (CMT) had considered an approach to complete 

an organisational capacity mapping exercise. The capacity mapping session took 
place on Friday 29th November with the Wales Audit Office in attendance. Eighteen 
areas that were identified by CMT were subject to the capacity process which was 
completed on the 30th January 2020. This has been a significant piece of work given 
the timescales involved. This is only phase 1 of the corporate exercise. 

 
4.6.2 Following Capacity Phase 1 assessing the resources to deliver the RTI plan has 

been a key priority. This has been strengthened as part of the capacity exercise 
(approved as part of the MTFP) and ‘Financing the RTI Plan’ reports. It is proposed 
to strengthen this further in the proposals set out in the Capacity Exercise Phase 2 
which will be reported to Council in October 2021. 

 
4.7 The identified need to develop the skills of the workforce to meet current and 

future challenges; and adopt new ways of working. 
 
4.7.1 This element of the report focuses on the Healthy Organisation plan and in particular 

the HR contribution to the RTI Plan. 
 

Healthy Organisation Progress 
 
4.7.2 The Healthy Organisation Strategy has revealed six themes which are crucial to 

securing the sustainable future of the Council and supporting its programme of 
change. These are: 
 

 Skills Development,  

 Leadership & Management,  

 Attraction & Retention,  

 Health & Wellbeing, and  

 Performance Management.  
 
Our aim is to ensure we have ‘A MOTIVATED, ACCOUNTABLE & ENGAGED 
WORKFORCE WHO HAVE THE SKILLS AND ABILITY TO DELIVER THE 
ORGANISATION’S GOALS.’  
 
A programme of work and action plan sits behind each of these themes, which all 
staff within the Council have a responsibility to contribute towards which will ensure 
our shared success. The six key themes are outlined below. 

 
A Skills Development 
 
A.1 This area was developed to ensure we have focus on developing our staff to have 

the right skills in the right jobs.   
 
 
 



Aim: Our workforce is highly skilled and can develop to their full potential  
 
A.2 One of the main focuses over the last 12 months for this theme has been the 

apprenticeship programme. 
 
A.3 Apprenticeships 
 
A.4 Merthyr Tydfil County Borough Council have been offering apprenticeships for 

several years. Apprenticeships are available to existing members of staff, and new 
recruits. Staff are able to participate in on-the-job training enabling them to upskill 
whilst performing their job role. Apprenticeships assist us with succession planning 
and training new people to become qualified in their specialist area. 

 
A.5 Some departments that have benefited from apprentices have been Highways, 

Parks & Cemeteries and Engineering. We are actively encouraging other 
departments to offer apprenticeships.  

 
A.6 Apprenticeships are generally a 2 year programme, whereby the individual will 

attend college or work with a training provider to undertake a knowledge and 
practical element to the qualification. Within college time they will learn the theory 
and knowledge elements to the role and whist in the workplace they will put into 
practice what they have learnt and be assessed on how well this has been applied.  

 
A.7 In 2020 a project concept was submitted to Corporate Management Team to 

implement an Apprenticeship Scheme, which is centrally managed by the 
Organisational Development Manager within Human Resources. 

 
A.8 It was proposed that the Council corporately provides a contribution (salary fund pot) 

to the salary payable to an apprentice, to provide essential support for service areas 
to utilise apprenticeships.  

 
A.9 Service areas are required to apply for financial support to pay the apprentices 

salary from the salary fund pot. The scheme will offer apprenticeships as an entry 
route into the organisation. An apprenticeship can be defined as undertaking a 
period of employment whilst studying for a formal qualification at the same time. A 
total of 13 applications were received of which there were 18 roles as some areas 
asked for more than one apprentice. set criteria was created to determine which 
roles would be successful in obtaining the funding required.  

 
An apprenticeship panel was set up of CMT members who had not submitted a bid 
for their area to ensure fairness. 
 
The panel reviewed all applications and scored each one using a matrix approach.  
The top 5 applications were offered an apprentice funded post, these were: 

 

 Data Analytics 

 Horticulture – Parks department 

 Energy and Carbon 

 Learning and Development 

 Social Media 
 



A.10 The recruitment took place between May and June 2021 for all 5 posts. In addition to 
the 5 ‘Corporate funded’ apprentices recruited, an additional 2 apprentices were also 
recruited in Parks and Building Control, and these were funded by individual 
department budgets. This allowed us to exceed our target of 5 apprentices to 7. 

 
A.11 All apprentices began employment in September and have been enrolled onto an 

apprenticeship programme with either a college or training provider. 
 
A.12 Regular meetings will take place between the apprentices, HR and line managers to 

ensure progress is made against their objectives for the successful completion of the 
apprenticeship over the 2 year period. 

 
A.13 We also have additional projects included in our programme of development relating 

to ‘Skills Development’ which includes: 
 

 Safeguarding for all staff via E-learning module 

 Training and support on areas such as working from home and managing change, 

 Existing staff have been provided with opportunities to study an apprenticeship by 
promoting Learning at Work Week 
 

 
B Leadership & Management 
 
Aim: our leaders model our values and inspire and motivate others  
 
B.1 Supporting our managers and leaders are at the heart of what we do within HR on a 

daily basis. These are some key projects that we have worked on over the last 12 
months. 

 

 Ensure our managers have the tools to do their roles effectively i.e. E-Performance 
and E-Recruitment 

 Training to Line Managers on the new version of HR21 system which supports 
managers in managing their teams annual leave, timesheets, sickness etc. 

 Guidance and training for line managers on key areas such as agile working, 
managing teams/huddles. 

 ILM Level 5 in Leadership and Management 

 Webinars on Creating an Engaging Culture, The Leader in You, Coaching 
conversations, Individual change journey 

 
 
C. Culture 
 
Aim: Our culture is one of positivity and continuous improvement 
 
C.1 Within Focus on Your Performance reviews a new theme has been added on 

Continuous Improvement and process improvement to allow all staff to think about 
how they can improve systems and processes within their teams and departments. 

 
 
 
 



C.2 The Working Better challenge has been launched with SLT as part of the budget 
efficiencies for 2021 and beyond. This initiative will allow staff and managers to think 
about the processes they do on a regular basis, challenge them to identify potential 
efficiency savings. 

 
Further communication will be launched during October. 

 
C.3 The Culture Survey which was sent out in Autumn 2019 will be re-issued in January 

2022.  This will allow us time to review and compare the results over the last 2 years, 
providing insight of our staff engagement. This will be most important as the 
pandemic has seen such a change in the way the Council works and the way staff 
culture has changed. 

 
C.4 As reported previously, a large part of staff culture change has been through the 

introduction of the agile operation model. Staff were required to review how they 
carry out their role from an agile approach, whilst still delivering the same service or 
an improved service to all our internal and external customers. 

 
C.5 Following the results of the culture survey, we have carried out staff awareness 

training on various policies and processes. We have created new training content 
which have been incorporated into the mandatory staff e-learning programme, Bobs 
Business. Service specific training has also been carried out.  

 
 
D. Attraction & Retention 
 
Aim: as an employer of choice, we attract and retain a diverse workforce 
 
D.1 A priority for this theme has been the agreement and purchase of the E-Recruitment 

system.  This allows a more automated process for the potential candidates who are 
attracted to Merthyr Tydfil Council roles. This system is able to notify candidates of 
new jobs as they are advertised, which removes the requirement for potential 
applicants to search for jobs on our website. The system also allows candidates to 
save their application form. 

 
D.2 This project is due to start in October. 
 
D.3 Corporate Induction for all new starters will also help with the attraction and retention 

theme to ensure that all new starters have a good on boarding process from 
recruitment through to starting with the Council.  Our induction training programme 
enables new starters learn about our organisation, our policies and processes and 
will aim to ease the new starter into the culture of the organisation and make them 
aware of our values. 

 
D.4 Work with schools and Careers Wales has also been completed by supporting Year 

9 students in choosing their options. A video has been developed with 6 key roles 
from the local authority in areas such as Social Services, Environmental Health and 
Engineering. Our staff have discussed their roles and their career pathway to inspire 
and advise students on what subjects they may want to consider going into Year 10 
and beyond. 

 



D.5 A reviewed of the Employee Benefit Scheme has been completed and is subject to 
Council approval. A new benefit of a Technology Reward Scheme has been offered 
so that staff can purchase products and pay over 12/24 months. 

 
D.6 We have also reviewed the Cycle to work programme and we have expanded the 

reward scheme to schools who are able to access some of the benefits. 
 

We will continue to review and add additional rewards packages in the future. 
 
 
E. Health & Wellbeing 
 

Aim: our workplace enhances the wellbeing, health and happiness of our staff 
 
E.1 Much focus has been given to the health and wellbeing of our staff over the last 18 

months, in particular, supporting them through the Covid-19 pandemic. 
 
E.2 Health and Wellbeing is designed to give staff the resources, information, links and 

tools to make positive changes to their lifestyle choices which are well documented 
to improve both physical and mental well-being. 

 
E.3 A health and wellbeing promotion calendar of wellbeing initiatives was published at 

the start of 2021 to showcase a topic each month. October is about raising 
awareness of the menopause and will incorporate World Menopause Day on 18th 
October 2021.  We will be raising awareness about the menopause and breaking the 
stigma surrounding the menopause and the workplace. Through all staff 
emails/Promotion via intranet/Poster campaign/ Update current menopause 
guidance. 

 
E.4 The occupational health website has been updated with intranet signposting, staff 

guidance and training. 
 
E.5 We have made much use of our social media platforms such as the staff Facebook 

page to promote wellbeing but to also reach our staff who may not have access to 
the intranet pages. 

 
E.6 As part of the Environmental Wales Act and The Merthyr Tydfil Nature Recovery 

Action Plan, MTNRAP (2019-2024) which was adopted by Council on 29th January 
2020, we have promoted through the staff Facebook page, events to help promote 
looking after the environment at home such as wildflower planting and biodiversity. 

 
 
F. Performance management 
 
Aim: each employee’s performance and potential is managed and nurtured  
 
F. Focus on Your Performance 
 
F.1 Performance management is a fundamental part of a manager/leader’s role and 

ensures that their employees are developed, engaged and inspired, and also 
meeting their responsibilities. Regular performance discussions allow a manager to 



get to know their employees and to encourage and, if necessary, improve 
performance.  

 
F.2 It is recommended that managers align an individual’s goals with the Council’s 

overall objectives and clearly communicate this link to employees. This ensures that 
each team member can see how they are contributing to the Council’s success, 
contributing to job satisfaction and engagement.  

 
F.3 Performance management therefore clearly feeds into other critical elements of the 

Organisational Development strategy, such as employee engagement. It is a 
valuable opportunity for staff members to voice ideas, concerns, or feedback.  

 
F.4 Managing staff performance will ensure the Council’s overall performance improves. 

This has positive effects in relation to budget management for the long-term.  
 
F.5 It is critical that CMT lead the way in performance management and encourage all 

managers to view the process as a central feature of their role.  
 
F.6 In order to embed the Performance Management process, having an online system 

would allow better control over who is following the process. Paper-based appraisal 
processes can be described as a once or twice-a-year affair, with objectives locked 
in a draw and never looked at or updated between reviews.  

 
F.7 An online performance management system, if set up well, can encourage 

employees and managers to review performance progress regularly. This ensures 
that objectives are updated to stay relevant throughout the year. This encourages 
more conversation between employee and Manager. 

 
F.8 We are working towards obtaining better quality performance data. Obtaining 

meaningful performance data from paper-based appraisal forms is both difficult and 
time consuming. For example, compiling training needs across the Council typically 
involves reading through every employee’s personal development plan and 
identifying common needs, which can take considerable time to complete. A good 
online system will produce data like dashboards at the touch of a button which will 
enable managers to have better workforce data. 

 
F.9 Streamlining the Focus on Performance process is key as a paper-based process 

requires physical forms to be passed around the organisation between employees, 
managers and HR for completion and signature. Not only is this laborious for staff, 
trying to keep track of who is at what stage of the process is nigh-on impossible. An 
online system will offer automated workflows and approvals, making the process 
simpler and quicker for employees and managers to complete.  

 
F.10 ‘Generation Y’ expect everything to be online. The ‘internet generation’, now making 

up an increasing percentage of the workforce, typically manage their lives online. 
Organisations wishing to present themselves as an employer of choice to these 
individuals will struggle if they are still using paper-based forms, or even Word 
documents, to manage their processes. 

 
 
 
 



Focus On your Performance – E-Performance 
 
F.11 Progress has been made with the designing of the E-Performance online system.  

Working closely with Frontier the host of the system has meant that we could 
recreate the current Focus on Your Performance word document into an online form 
which would allow for the transition between paper based and online to be as easy 
and streamlined as possible. 

 
F.12 Within the requirements, progress has also been made with creating a one-to-one 

form, Exit interview and probationary form to allow all of these processes to be 
accessed from the one platform. 

 
F.13 Training will be rolled out during October to all staff to allow them to migrate across 

to the online platform. 
 
 

6.0 WHERE WE WANT TO BE  
 
6.1 The capability process;  
 

 to embed the new Focus on Your Performance process to allow managers to use the 
new online tool to record on a more regular basis the one-to-one meetings and 
reviews to support staff in their development. 

 Continue to offer line managers training on the performance management and 
capability policy to ensure they know how to manage staff performance and what to 
do when a staff member is under performing. 

 
6.2 A breakdown of SPODs;  
 

 Work with line managers as part of workforce planning to ensure they have plans in 
place to develop any true SPOD’s they have to mitigate the risks. 

 Put development plans in place to ensure managers think about how to transfer 
knowledge and skills as part of the Focus on Your Performance process. 

 
6.3 Work-based stress   
 

 Continue to monitor work related and non-work related stress data 

 Re-issue the stress survey in Jan 2022 and take forward areas of concern with 
Senior Leadership Team 

 Continue to raise awareness through management training on how to manage teams 
and staff sickness. 

 
6.4 Agency Workers 

 

 Work continues between HR, departmental hiring managers and Randstad in order 
to build and develop working relationships and improve the experience in order that 
MTCBC is able to benefit from the Contract. 

 The current Contract is due to run until 1st October 2023. Work will commence in 
2022 to start the procurement exercise of the next Contract. 
 
 
 



6.5 Healthy Organisation Plan 
 

6.5.1 Skills Development 
 

 Developing a curriculum of learning for all staff 

 Working with the WLGA on a new Learning Management System for all local 
authorities in Wales.  Will be looking to develop a suite of e-learning for all staff. 

 Recording and monitoring the skills needs of the organisation to assist with training 
needs analysis and workforce planning. 

 
6.5.2 Apprenticeships 

 

 Continue to work with departments to review workforce planning and to forward plan 
vacancies which could be apprenticeship roles. 

 Continue to work with current apprenticeship group to train and develop them to 
ensure they obtain the right skills to help them secure roles in the future. 

 Work with line managers to support them to develop the apprentices and ensure the 
work plan is relevant and stretching and that they provide the right support through 
line management and the buddy system. 

 
6.5.3 Leadership and Management 

 

 Develop a curriculum of learning for line managers in April 2022. 

 Develop coaching skills of line managers to use as part of the Focus on Your 
Performance conversations 

 
6.5.4 Culture 

 

 Culture Survey 2022 to be launched in Jan 2022 to assess the engagement of staff 

 Launch Working Better Challenge during October 2021 

 Continue to work in an agile model and review work plans as part of the Council’s 
review on best use of office space and links with carbon plans 
 

6.5.5 Attraction and Retention 
 

 Design and Develop the E-Recruitment system ready for April 2022 

 Develop a Corporate Induction programme that will be a blended solution of e-
learning and face to face. 

 Continue to review the employee benefit schemes 
 

6.5.6 Health & Wellbeing 
 

 Continue to signpost and support staff in their wellbeing 

 Develop future network groups on key subject areas such as women’s health, men’s 
health 

 
 
 
 
 
 



6.6  Performance Management 
 

Focus on Your Performance 
 

 During October Focus on Your Performance will move to the E-performance platform. 
Training will be delivered commencing 11th October to all staff to understand how to use 
the system to capture the objectives that are being set and to monitor performance. 

 HR will work with staff and managers to support them in the transition to the new 
platform. 

 All staff will set objectives with their line manager and will use the system to help guide 
them through the process so that the objective setting stage, the mid-year review and 
the year-end sign off is all completed within the timelines set. 

 
 

7.0 WHAT WE NEED TO DO NEXT  
 
7.1 Continue to promote the digital agenda and look to enhance more self-service 

systems as part of HR21. 
7.2 Report on the completions of Focus on Your Performance and offer more line 

manager development on how to get the best out of the process 
7.3 Work with managers on their workforce development plans 
7.4 Add to our curriculum of learning for staff and managers as part of a blended solution 

such as online and face to face. 
7.5 Continue to support staff’s health and wellbeing by further signposting and training.  
7.6 Continue to offer HR policy training to support changes to policies and management 

development.  
7.7 Arrange an agreed method of data collection that will be disseminated to 

CMT/Managers regularly. 
7.8 Produce a Mental Health Strategy for the Council. 
7.9 Carry out a feasibility exercise on training Mental Health First Aiders throughout the 

authority. 
7.10 Setting up a menopause support group (due to us having so many staff having 

issues around this and requesting support). 
7.11 Establish the feasibility of implementing weekly mindfulness groups that staff can 

join. 
7.12 Establish the feasibility of setting up a wellbeing chat box 

Continuing with expansion of the intranet and promotion of well-being. 
 
 

8.0 CONTRIBUTION TO WELLBEING OBJECTIVES 

8.1 This report will contribute to the wellbeing objectives of Environmental Wellbeing and 
Living well.  The new systems would cut down on costs and materials such as paper 
which is currently used on manual processes. The proposal is to introduce new 
internal systems to help managers complete more processes online. 
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