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Recommendation (s) to the decision maker (s)

That the Employment Committee:
1. Considers the following report of the Work Plan initiatives being undertaken by the 

Human Resources and Organisational Development and Change Teams.
2. Provides feedback on the initiatives being undertaken and makes recommendations 

on what initiatives they would like to see in more detail at the next Employment 
Committee.
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1 The Background to the Report
1.1 In 2019 the Organisational Development and Human Resources workplan was developed.  

It was designed to capture the priorities for the team going forward into 2019/2020 based 
on feedback from the staff via the staff survey and also incorporating the vision of the 
Corporate Strategy and the People and Organisational Development Strategy.

1.2 The workplan also considers and incorporates the Council’s values and behaviours: 
Accountability, Flexibility, Agility, Equity, Networking, Learning and Talent and also the 
themes of the People and Organisational Development Strategy:

 Attract the right people, retain and develop excellent skills, define and embed the right 
culture

 Effective leadership to encourage, inspire and navigate change

 Engaging and valuing our people in order to run our business effectively.
1.3 The purpose of the workplan is to: 

 continuously improve the service, year on year

 respond to the cultural work undertaken and the results of the staff survey

 provide a clear focus for the team, ensuring they work more effectively and that 
managers are responsible and accountable for all aspects of staff performance.

1.4 The workplan focuses on the following HR and OD initiatives.
1.5 Recruitment and Selection:

We have been undertaking a review of all aspects of the Recruitment and Selection 
process and procedures.  From the vacancy management procedure, to modernising job 
descriptions, adverts and the overall candidate experience.  Much of this work has been 
done and there is now a focus on our internal processes and procedures. There is an 
opportunity to not only streamline the processes for attracting, recruiting and selecting 
employees but also how we use our internal resources, skills and talent more flexibly.

1.6 Induction and Onboarding:
Currently, the induction process is applied inconsistently with new starters receiving 
varying levels of experiences based on how effective their line manager is. Our aim is for 
induction to be a refreshing change from what we currently offer by making it efficient, 
friendly and welcoming.  
New starters will receive an email containing interactive content - with welcome videos 
from the Chief Executive and Leader, a message from their SKDC buddy, a link to access 
their new starter paperwork at home, the Employee Handbook, FAQs and what to expect 
on their first day.
Line Managers will be encouraged to think differently about how they welcome new 
starters. We want to ensure the new starter feels welcomed and confident in their new role 
as soon as possible.  
The new process is in its final stages and will be rolled out to line managers shortly.

1.7 Wellbeing:
Following on from the feedback from the staff survey and information from sickness 
reporting, we have focused a lot of energy and time into improving wellbeing support. We 
have introduced trained Mental Health First Aiders, run a series of awareness days and 
have also provided Stress Awareness Training for staff. More of this is planned in the 
coming weeks due to the popularity of the activities completed to date. In October 2019 



we provided training for managers and workshops for staff on Menopause at Work and will 
continue to provide this year on year.
A small group of staff was formed just before Christmas to improve engagement and staff 
morale. The initial focus was to introduce a range of initiatives over the festive period, 
including the staff Christmas party, Christmas jumper day and events to raise money for 
charity. This group will now focus on events to be undertaken throughout the year. These 
will include initiatives such as Sports Relief, Wear it Pink and Jeans for Genes Days. In 
addition, there will also be a range of interactive staff events throughout the year. The 
programme of all the events will be communicated through Evolve.

1.8 Learning and Development:
There has been a focus on performance management, skills, talent and learning and 
development. A presentation will be provided by the Team Manager, Organisational 
Development and Change Team to outline our proposals and recommendations. 

1.9 Engagement:
We have undertaken Staff Surveys previously and considered the results and the action 
plan updates with the committee at regular stages. A further survey is planned in March 
and April 2020 to provide a refreshed understanding of the thoughts of staff, the culture of 
the organisation and the feedback regarding staff morale. This will enable consideration of 
any improvements that are required and ensure that we have an agreed action plan with 
appropriate accountability and commitment to delivering the improvements.

1.10 Pay and Reward: 
The current pay structure was implemented 15 years ago and was developed to meet 
affordability needs at the time. There are also a range of rewards and benefits available to 
staff which have been in place for some time and are not actively promoted.  The current 
pay and reward offer no longer meets SKDC’s ambitions and business needs. 

Part of the OD and Change workplan is a review of our pay and reward offer, which is an 
important element in attracting the right people and retaining and developing excellent 
skills.  This includes a full review of our pay scales, job evaluation and additional 
payments, together with a review of terms and conditions, promotion of rewards, both 
financial and non-financial.

External pay consultants are supporting us to develop options in respect of pay structure 
and the methods of determining pay.  In addition, proposals are being developed in 
respect of a more flexible reward package which meets the needs of both the Council and 
the workforce.

2 Financial Implications 
2.1 There are no financial implications arising directly from this report.

Financial Implications reviewed by: Richard Wyles, Interim Director of Finance

3 Legal and Governance Implications 
3.1 A focus on an Organisational Development work plan is to be welcomed, as a positive and 

strong organisational culture drives performance improvements, better decision making 
and encourages accountability for decisions. An Organisational Development Plan should 
sit alongside and be coherent with the Corporate Plan, so the corporate objectives drive 
organisational development initiatives.
Legal Implications reviewed by: Shahin Ismail, Director of Law and Governance



4 Equality and Safeguarding Implications 
4.1 Equality and safeguarding implications are considered in detail for each of the work items. 

There are no implications directly resulting from this report. These will be assessed as 
individual items and proposals are considered by Employment Committee.

5 Risk and Mitigation
5.1 Not applicable

6 Other Implications (where significant) 
6.1 Not applicable

7 How will the recommendations support South Kesteven District 
Council’s declaration of a ‘climate emergency’?

7.1 The recommendations in this report have no carbon impact. 

8 Background Papers
8.1 Not applicable

9 Appendices
9.1 Appendix 1 - Learning and Development 2020/21 Presentation.

Date of Publication on Forward Plan (if 
required)

Not required
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