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Introduction
South Kesteven District Council is an extremely 
ambitious and proactive organisation, and the 
secret to our success is our incredibly committed 
staff and the passion they share about achieving 
the best outcomes for local residents and our 
customers.

The effectiveness of any public sector 
organisation hinges not just on attracting the 
best talent for providing high quality services, 
but investing in that talent to create a strong 
workplace community that supports its staff and 
recognises the unique attributes of every team 
member.

We are committed to our core values, with 
Accountability, Flexibility, Agility, and Equity being 
chief among them. Putting these principles into 
action ensures that all our colleagues feel like a 
valued and respected member of the #TeamSK 
family.

While securing and retaining talent is important, 
we also take seriously our responsibility to 
develop the skills of our staff, ensuring that a 
career with SKDC provides not simply a job but a 
progressive journey of learning and growing. 

No organisation can rest on its laurels, which is 
why SKDC itself has a clear direction to grow and 
evolve, helping us to continue improving as both a 
service provider and an employer. 

We pride ourselves on our regular dialogue with 
staff to ensure that the experiences and ideas 
of team members at all levels are heard by the 
leadership team and that this input informs the 
future direction of the organisation.

The last few years have been extremely 
challenging for our residents and businesses, and 
this also the case for #TeamSK – many of whom 
have had to work even harder to adapt and keep 
services going throughout an unprecedented 
global pandemic.

The impact this period of stress and uncertainty 
has had on staff wellbeing cannot be understated, 
which why we prioritise the mental health of every 
staff member. Productivity is unsustainable without 
wellbeing, and having a positive work/life balance 
and an empathetic support network is key.

Through this People Strategy, South Kesteven 
District Council commits itself to the development 
of, and support for, both existing and future staff 
members. Each member of #TeamSK makes 
an invaluable contribution to the District and its 
residents, and with this strategy we can help all of 
our staff understand the value of their efforts and 
how to access the support they need to maximise 
their potential.

Like SKDC itself, our People Strategy is always 
evolving and improving. Our excellent HR 
team will continue to monitor key data on our 
workforce and will keep communicating with all 
staff members and trade unions, guaranteeing 
that this strategy remains a living embodiment of 
#TeamSK and its commitment to progress.

Karen Bradford 
Chief Executive 
South Kesteven District Council

Cllr Annie Mason
Cabinet Member for People  
and Safer Communities

 @southkesteven
  @southkdc
  linkedin.com/company/south-kesteven-council
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Our People Strategy is our roadmap for attracting, 
developing and retaining our most
valuable asset – YOU, the people that work here.

It is at the heart of how we will become the best 
district in which to live, work, and visit.

Its aim is to create a flexible, innovative 
organisation that has the skills, resilience and 
motivation to deliver and achieve the Council’s 
objective, and is a key component in driving high 
performance.
 

The Strategy sets out: 

¢ where we are now; 

¢ where we want to be; and 

¢ how we plan to get there.

It describes the expectations we have of you 
and the ways in which our high performance and 
#TeamSK culture will help you succeed in your 
career at the Council. 

The Strategy is designed to evolve with the 
needs of the Council and our employees. The 
Human Resources team will work with senior 
management to develop the framework and drive 
the evolution of the  
People Strategy.

We want every employee to own our People 
Strategy and play a role in its success.  We 
will continually measure progress against the 
People Strategy’s objectives using a variety of 
means, including employee and stakeholder 
opinion surveys, appraisals and a dashboard of 
key performance indicators. Improvements will 
be made to the strategy as needed along our 
journey.

People Strategy Aim
People and Strategy  
Objectives

Equality, Diversity 
and Inclusion
To improve the equality, 
diversity and inclusion of the 
organisation

Recruitment
To attract the right 
people and retain them

Development
To develop high-performing 
individuals and teams

Engagement
To strengthen employee 
engagement, creating an 
inspired workforce

Reward and 
Recognition
Attracting and motivating 
our people with an attractive 
reward offer including pay 
and non-pay elements

Wellbeing
Providing a safe and healthy 
working environment for our 
people
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At #TeamSK  we have a set of core values 
that determine how we behave and deliver our 
services to our residents and businesses. They 
also determine our culture and how we interact 
with each other. 

The core values focus on:

¢ Accountability, which means ensuring that 
everyone at every level is responsible for 
what they do and takes ownership for their 
actions and decisions.

¢ Flexibility, which means working in different 
ways, at different times and in different 
places, to meet the needs of our residents 
and businesses.

¢ Agility, which means working together to get 
the job done, using our skills to get the best 
outcome for our residents and businesses. 

¢ Equity, which means ensuring that we 
treat each other with respect, irrespective 
of rank, position or status. This echoes our 
commitment to provide consistently good 
services to both our internal and external 
customers.

¢ Networking, which means that, as a council, 
we recognise that ours is not the only voice 
or opinion. We embrace the views of others 
and use formal and informal networks 
to improve performance and ensure the 
solutions we deliver meet the needs of our 
customers.

¢ Always learning, which means sharing 
knowledge, skills and expertise to enable the 
council to go from strength to strength and 
learn from everything we do.

¢ Talent, which means harnessing the incredible 
ability that is within the council and valuing the 
contribution that everyone can make.

How you contribute to  
#TeamSK  Vision

#TeamSK   
Vision

Individual
Objectives

Service/
Team Plans

Head of  
Service Plan

People 
Strategy

Corporate Plan

High performance and your own 
objectives are supported through a 
‘golden thread approach’, so that 
you understand the impact you 
have on achieving the Councils 

vision and priorities. 
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Where are we now
In our recruitment advertising we actively promote 
the Council’s attractiveness as a district, its 
accessibility through its excellent travel links and 
its ambitions to be the best council in which to 
live, work and visit.

We actively encourage flexible and agile working 
and believe that your work/life balance is 
important and vital to your success and happiness 
in the workplace.  We are committed to caring 
for our employees both inside and outside the 
workplace and provide a variety of benefits.

As well as basic pay and benefits, the following 
practices have been shown to play a positive role 
in improving retention:

¢ Being flexible
¢ Treating people fairly
¢ Paying attention to employee well-being
¢ Enabling career development and 

progression 
¢ Consulting employees
¢ Onboarding programme, including a new 

starter buddy system

We already offer all of these at SKDC, but need 
to keep them under review to meet the changing 
needs of the workforce.
To achieve our commitment to diversity and 
inclusion, we have reviewed and developed our 
recruitment processes, including our on-line 
recruitment module, to remove the potential for 
unconscious bias.

The Covid-19 pandemic has had a huge impact 
on the workforce and the needs and wants of 
employees, and these should be considered in 
planning a future workplace that meets the needs 
of the business and our staff.

One of the challenges of the Covid-19 pandemic 
is a reduced labour market with less people with 
the right skills and experiences for the roles we 
offer.  There are some key areas and roles across 
the organisation where this has proved to be a 
particular challenge. These include Environmental 
Health Officers and HGV Drivers, where there is 
also a national shortage. 

To attract the right people and retain them
Recruitment
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Where do we want to be?
We want to build a good employer brand with 
South Kesteven District Council seen as an 
employer of choice, where people want to be 
part of #TeamSK. Our ambition is to provide 
continuous learning and talent management to 
help our employees develop and adapt their 
capabilities and career prospects in a rapidly 
changing world. 

We want to ensure new appointees quickly 
feel part of #TeamSK, living the values and 
behaviours of the organisation.

We want to identify future skills shortages and 
develop our own candidate pipelines, examples 

such as use of the Apprenticeship Levy and other 
internal development initiatives.

We want to monitor and analyse our recruitment 
data to identify where focus might be needed.  
For example, turnover rates to identify retention 
issues or recruitment activity to increase the 
diversity and selection pool of candidates.
Provide career development opportunities 
and apprenticeships to attract talent to the 
organisation.

We want to develop the ability to redeploy 
resources in a flexible way to respond to 
emerging national/service needs.

How do we get there?
We will keep our recruitment methods under 
review to ensure vacancies are reaching talented 
people with the right skills. We will commit to 
diversifying our recruitment strategies thorugh 
the use of innovative and cost-effective methods 
to attract a wider pool of applicants and increase 
the use of digital technology and social media to 
simplify and improve the candidate experience 
during the hiring process. We will showcase our 
culture, benefits and employee stories on our 
vacancies pages to encourage more applicants. 

Make greater efforts to design roles which make the 
greatest use of each person’s skills and experiences 
and offer more variety to retain our people.

Ensure our reward offer is attractive, fair 
and competitive within the labour market by 
using a combination of job evaluation, salary 
benchmarking and where relevant, applying 
market supplements to attract high quality 
applicants.

Focus on difficult-to-recruit roles, with key 
elements being the development of succession 
and retention plans to identify possible methods 
of filling roles, or reviewing service delivery 
together with greater targeting of promotion and 
advertising of such roles. This will be identified 
through annual and ongoing workforce planning 
activities.

Increase the use of apprenticeships and career 
development roles to ‘grow our own’ for those 
hard-to-recruit to roles.

Use data from our HR dashboard and workforce 
development plans to ensure we have the right 
skills in place for the future.  

Understand turnover rates across the 
organisation and benchmark to see how it 
compares to other organisations and national 
trends, and identify any areas where there is high 
turnover. Make effective use of exit interviews to 
understand why people leave and whether we 
need to review any of our employment practices.

Ensure the recruitment process is followed up by 
a first-class onboarding experience, enhancing 
the reputation of the Council as an excellent 
employer.
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Where are we now
We provide a wide range of training to support 
the learning and development needs of our staff. 
Qualifications for specific roles such as Chartered 
Institute of Housing for housing and project 
management training are also supported.

Mandatory fire safety, display screen equipment 
and data protection training form part of the 
induction process with the requirement for regular 
update training to be completed. 

The appraisal process is a key mechanism by 
which individual performance is to be prioritised, 
monitored and recognised and is a key 
component of the council’s overall performance 
management framework. The appraisal process 

ensures that the council’s corporate objectives 
and priorities are translated into personal 
objectives. 
 
Annual appraisals give line managers and their 
staff an opportunity to review performance and 
to agree learning and development requirements 
and opportunities, which will help to achieve 
the level of competence defined within their job 
description.  They allow managers to ensure staff 
are sufficiently supported and developed to help 
them to meet the demands of their job.

Apprenticeships are used across the organisation 
to provide development opportunities that will 
support workforce development plans.

To develop high-performing individuals and teams
Development
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Where do we want to be?
For South Kesteven District Council to be 
successful, it must have; 

¢ A highly developed, highly trained and highly 
motivated workforce

¢ A robust succession planning process 
in place to fill skills gaps and maintain 
a workforce that can deliver against the 
Council’s priorities

¢ It must understand the value that 
apprenticeships, graduate schemes, and 
other national employment initiatives, bring 

to the organisation and actively encourage 
the use of these to fill vacant posts

¢ Career development opportunities for both 
new and existing staff to grow talent across 
the organisation to futureproof the workforce, 
with clear plans in place for those hard to fill 
roles

How do we get there?
Implementation of a new workforce development 
tool that works together with annual appraisals, 
and learning and development meetings to plan 
for the future and recognise our high performers 
and those with potential. 

Introduce a Learning Management System (LMS) 
that will support the training and development 
of our employees, providing access to materials 
for remote working. The LMS enables training 
records to be monitored, managed and viewed all 
in one place. 

Use the LMS to support the induction of new 
employees to #TeamSK , providing training and 
courses from Day 1 for employees, and helping 
to welcome them into #TeamSK . 

A wide range of mandatory and optional courses 
will be available to employees as well, to help 
develop their skills and progression. Such 
courses include, but are not limited to, IT course, 
departmental specific courses, and legislative 
courses - all available online and tutor lead via 
the LMS. 

These interventions will help develop a robust 
and skilled workforce with the right skills and 
behaviours. 

Ensure the recruitment process is followed up by 
a first-class onboarding experience, enhancing 
the reputation of the Council as an excellent 
employer.
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Where are we now
How we interact with our employees is a key 
focus for us here at SKDC.

Employee engagement has been a challenge 
for many organisations during the Covid-19 
pandemic.  We as a Council have tried 
to maintain the momentum of employee 
engagement throughout regular communication, 
such as Wellbeing Wednesday, Fun Fridays and 
weekly emails from the Leader of the Council and 
the Chief Executive.

There are opportunities for our employees to 
express their views and have an employee 
voice. This can be done by one-to-one meetings 
with line managers, annual appraisals, and the 
annual surveys and pulse surveys in the future, 
particularly around Mental Health. 

Feedback from the 2020 annual survey on 
communications and engagement led to the 
development of an internal communications 
strategy, the review of the existing intranet 

and website together with the creation of a 
development plan and an increased focus on 
regular engagement.

The reason for doing Survey is is that it is such 
an important exercise and your honest opinions 
really do matter. The more people who take 
part, the better our impression is of how you are 
feeling.

Communications from the Leader of the Council 
and the Chief Executive continue to form a key 
part of employee engagement ensuring that staff 
are informed about key topics, and providing 
recognition of customer compliment plus 
highlighting where staff have gone above and 
beyond expectations.

We work positively with the trade unions to ensure 
there is two way communication, covering topics 
such as organisational change and engagement.

To strengthen employee engagement, creating 
an inspired workforce

Engagement
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Where do we want to be?
We want employees to really feel part of 
#TeamSK and feel that their voice and 
contributions matter.

Encouraging and motivating our people who are 
actively engaged with the aims of the Council 
with opportunities to contribute to future direction, 
decision making and the community of the 
Council as a whole.

To build on the partnership working between 
the trade unions and management to support 
employee engagement and positive employee 
relations.

How do we get there?
Involve all staff in the development of staff 
engagement improvements in the future, with 
areas of focus identified from the annual surveys 
that are completed. 

Continue to evolve partnership with trade 
unions, managers and staff, all working as one 
for #TeamSK . 

Continue to get views from staff on their 
experience of the workplace and how this can 
be improved upon, making sure to share those 
positive messages and ‘good news’ stories to 
staff, linking in with the recognition element. 

Ensure good employee relations and 
engagement are encouraged through openness 
and integrity.

Carry out regular surveys, and snapshots 
surveys, to get a true understanding of how 
employees feel and put in robust measures/
practices to improve on any issues raised.
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Where are we now
We believe that an inclusive workplace, where 
employees are treated with dignity and respect 
is everyone’s responsibility. We have policies in 
place to support this and survey our employees 
regularly to help us understand how we are 
performing in the engagement, leadership and 
communication with our employees; and to 
identify ways in which we could do better.

In the simplest of terms, diversity and inclusion 
encompass a group of unique individuals who 
acquaint and integrate with one another, but 
each are entirely different concepts with separate 
benefits. Workplaces that prioritise diversity and 
inclusion efforts have been statistically proven 
to be safer, happier and more productive work 
environments.

Diversity incorporates all of the elements that 
make individuals unique from one another, and 
while there are infinite differences in humans, 
most of us subconsciously define diversity by a 
few social categories, such as gender, race, age 
and so forth.

Inclusion although often used in tandem with 
diversity, is a concept of its own. Inclusion is 
the practice of providing everyone with equal 
access to opportunities and resources. Inclusion 
efforts in the workplace help to give traditionally 
marginalised groups, like those based on gender, 
race or even those with physical or mental 
disabilities, a means for them to feel equal in the 
workplace.

We define equality as being about fairness 
– ensuring that we are all treated equitably 
regardless of our background or identity.

To increase the equality and diversity  
of the organisation

Equality, Diversity 
and Inclusion
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Where do we want to be?
Diversity and Inclusion is essential to an effective 
organisation having a healthy mix of employees 
from different backgrounds, experiences and 
cultures provides us with a balance of voices and 
diversity of thought and is representative of our 
residents.

Organisations that embrace diversity and 
inclusion normally find the following benefits in 
culture and performance.

¢ Reduced staff grievances
¢ Reduced staff turnover
¢ Increased staff development
¢ Improved customer service and satisfaction 

through greater understanding of our customers
¢ Improved links between employee  

activities and strategic objectives
¢ Improved culture, attitudes, behaviours  

and conduct
¢ Improved recruitment marketing 

opportunities
¢ Greater innovation and creativity

We want recruitment and human resource 
processes in place which support the collation 
and understanding of equalities information 
that we gather, alongside ensuring that there is 
equality of opportunity and access to information 
relating to employment and the development of 
our employees.

We want to ensure that the workforce has a clear 
understanding of equality and diversity through 
the provision of effective training.

We want to ensure that all policies, strategies 
and procedures take equality and diversity issues 
into consideration. that we gather, alongside 
ensuring that there is equality of opportunity and 
access to information relating to employment and 
the development of our employees.

We want to ensure that the workforce has a clear 
understanding of equality and diversity through 
the provision of effective training.

We want to ensure that all policies, strategies 
and procedures take equality and diversity issues 
into consideration. 

How do we get there?
Utilise workforce data to help identify areas for 
improvement in the diversity and skills of our 
workforce to seek equality of representation at all 
levels across the organisation.

Develop and deliver against an action plan to 
specifically address the council’s gender pay 
gap to form part of the work programme of the 
Employment Committee.

Demonstrate a positive culture with strong 
leadership and organisational commitment to 
improving equality outcomes.

Review and refresh our equality and diversity 

training for staff and elected members.

Look at ways to increase the diversity of our 
workforce, to ensure it reflects the demographics 
of our district. One of the actions we have taken 
to achieve this is to remove the potential of 
unconscious bias, by implementing Name Blind 
Recruitment as part of our process.

Carry out Equality Analysis of all council policies 
to ensure they are fair and non-discriminatory.
 
Support the set up and development of the 
Equalities Champions group. 
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Where are we now
Currently staff enjoy an attractive reward offer 
of a career average earnings Pension scheme 
(benefitting from employer contributions, life 
cover and ill health protections), generous leave 
entitlements and access to a range of other 
employee benefits such as Cycle to Work and 
Childcare Voucher schemes. 

Opportunities are available for flexible working to 
support work/life balance.

We have a generous sickness scheme which 
provides financial support to staff during period of 
ill health.

Recognition of staff loyalty and commitment is 

rewarded through a programme of long  
service awards. 

Our benefits include:

¢ A generous pension scheme
¢ Payment of professional fees
¢ Free car parking
¢ Access to a range of health and wellbeing 

activities
¢ Salary sacrifice schemes – cycle to work, car 

leasing and computerscheme
¢ Travel season ticket loan and a variety 

of other staff/family friendly benefits and 
discounts

¢ Annual leave purchase scheme 
¢ Opportunities to progress and develop your 

career and skillset

Attracting and motivating our people with 
an attractive reward offer including pay and 
non-pay elements

Reward and Recognition
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Where do we want to be?
Ensure our approach to reward is fair and 
transparent, sustainable, market relevant and 
understood by the workforce. 

Promote our reward package to attract high 
performing candidates to apply for vacant posts.

Development of a competitive reward and 
recognition package – and celebration of 
successes in the organisation.

Have a comprehensive Wellbeing offer, 
incorporating employee benefits which support 
our staff.

How do we get there?
Ensure that our approach to pay and reward 
support the objectives of the People Strategy to 
ensure that we can deliver “a flexible, innovative 
organisation” that has the “skills, resilience and 
motivation to deliver and achieve the Council’s 
objectives”.

Implement a review of the existing pay and other 
reward elements of terms and conditions. 

Clearly communicate and promote our reward 
offer so that current and prospective staff 
understand the elements which make up our 
reward packages.

Identify further opportunities to promote and 
enhance employee benefits, reward and 
recognition.

Develop an annual staff award scheme 
to celebrate success and build employee 
engagement.

Review job descriptions annually to ensure they 
are reflective of the role and paid fairly, reviewing  
through the job evaluation process where there 
are significant changes.

Ensure our approach to reward is fair and 
transparent, sustainable, market relevant 
and understood by the workforce



16

Where are we now
The health, safety and wellbeing of our staff is 
key to having a happy, engaged and productive 
workforce. This has been particularly highlighted 
by the challenges faced by our staff and new 
ways of working during the Covid-19 pandemic.

SKDC provides a safe, healthy working 
environment through effective induction, 
supportive line management with additional 
support from Health & Safety and HR partners, 
sickness absence management, wellbeing 
initiatives and access to Occupational Health, 
counselling and an Employee Assistance 
Programme for all staff. 

Since the onset of Covid-19 we have had an 
increased focus on mental health and continue to 
work to deliver against our mental health action 
plan.  This has included mental health training 
for managers and staff, training of additional 
first aiders for mental health as well as refresher 
training for our existing first aiders, and provision 
of bespoke training to help staff cope with 
increased customer demand.

A range of wellbeing initiatives has been rolled out 
to staff, including virtual sessions on mindfulness, 
mental health and resilience, virtual workshops 
promoting the Council’s Employee Assistance 
Programme (EAP), GP-led virtual workshops on 
diet, weight loss management and smoking and 
virtual cookery lessons.

SKDC is adopting and delivering the Mental 
Health Challenge part of the SKDC Corporate 
Plan 2020-23.  One of the areas of focus for the 
Mental Health Challenge is ‘Supporting SKDC 
Employees and Members’.  The agreed actions 
include first aiders for mental health, mandatory 
training for all staff, raising awareness of our offer 
and bespoke training to support officers.

A wide range of menopause support has been 
provided which staff can access, together with 
menopause café sessions which provide a great 
opportunity for staff to connect, offer support, 
learn, listen, and share.  Guidance is also 
available to assist managers in supporting staff.

Providing a safe and healthy working 
environment for our people

Wellbeing
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Where do we want to be?
To maintain a healthy, productive workforce 
where staff feel motivated and engaged. 

Have clear and effective routes to mental health 
and wellbeing support available so that staff are 
confident that help is always available. 

Gain a better understanding of the mental health 
of the organisation and continue to review and 
act upon staff feedback. 

Develop a culture where staff talk openly about 
mental health and are empowered to provide 
their own input into mental health and wellbeing 
support so that this is shaped by their needs.

Better understand reasons for absence across 
the organisation so that we can better support 
employees’  physical and mental health and 
reduce sickness absence levels, particularly 
focusing on the top reasons for absence.

How do we get there?
Future plans include working with national mental 
health charity MIND to deliver mandatory online 
training for all staff and managers hosted on 
the Council’s Learning Management System 
(LMS). Training will aim to provide staff with 
greater mental health awareness and will include 
practical tips for building resilience and having 
sensitive conversations with colleagues. Manager 
training will build the confidence of managers 
in supporting their teams’ mental health and 
encourage them to tackle mental health stigma 
within their service areas.

Work with partners to provide health initiatives, 
such as Health MOT’s to include blood pressure 
checks and monitor weight and height to help 
employees make informed choices to improve 
their physical health.

Ensure our first aiders for mental health continue 
to undertake regular refresher training to 
renew their skills and update their knowledge 
of available mental health support. Continue 
to review staff engagement with first aiders for 
mental health by service area to ensure that 
additional first aiders are trained if necessary.

 Carry out pulse surveys to continue to monitor 
the mental health of the organisation and the 
wellbeing needs of staff and create positive 
actions as a result of these.

We will continue to monitor sickness absence 
and maintain a focus on completion of timely 
and effective return to work interviews.  We will 
analyse the data from return to work interviews to 
help inform future initiatives to support the health 
and wellbeing of our staff.  

Provide timely absence information to managers 
and absence management training to support 
them in dealing with sickness absence.  

Work closely with our occupational health 
provider to support our absence management 
processes. 

Continue to explore opportunities to provide 
menopause support to staff and keep up to date 
with national initiatives and legislative changes.
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Delivering and 
Monitoring  
our Strategy

How will we know how well we are doing?

Progress towards the aims of the People Strategy will be monitored via quarterly reporting as part of 
the Council’s Corporate Plan.

The People Strategy will be regularly reviewed by the Employment Committee and Corporate 
Management Team. 

Relevant people reports, such as the HR Dashboard report, will also be reviewed, ensuring 
that the People Strategy remains a live tool to signpost future activity and forms the basis for
review of people and performance indicators.

We will use a number of internal and external measures to monitor the success and
progress of our People Strategy, including:

 employee feedback from staff opinion survey results

 customer feedback

 diversity statistics

 staff turnover rates

 sickness absence levels

 disciplinary and grievances levels

The People Strategy will be reviewed annually and aligned with agreed Corporate Plan Actions and 
Key Performance Indicators.
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Contact Details
Alternative formats are available on request: 

audio, large print and Braille
 

South Kesteven District Council
01476 40 60 80 

*hr@southkesteven.gov.uk 
8www.southkesteven.gov.uk
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