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People Strategy 

2007 - 2010

An Effective People Strategy

This is an exciting time for Spelthorne with a wide range of opportunities and challenges facing the Council in the short, medium and long term.  The new agenda is being laid down by a number of sources, including the Spelthorne Community, central government and our various partners.  

Our continuation as the Community Leader of Spelthorne can only be maintained through clear purpose, clear direction, clear focus and clear priorities, and the ability and determination to deliver that agenda.  The Council recognises that it can only achieve that agenda by continuously improving the quality of its services through the commitment, knowledge, skills and flexibility of all employees in the organisation.

In order to ensure that the Council’s most important asset, its employees, can contribute successfully towards the strategic direction of the Council, and also achieve their full potential, the Council needs a framework for the employment and development of all of its staff.

The role and responsibilities of Members to determine and lead on the direction of the Council are also recognised within this strategy. 

This strategy seeks to provide a framework that will enable the Council to meet this commitment and provide effective and efficient services, and thereby improve the well being of the Spelthorne community.

As with any strategy, it will be reviewed regularly in order to ensure its relevance and appropriateness.

Roberto Tambini




Cllr Gerry Ceaser

Chief Executive




Leader of the Council 

December 2006 

1.
ABOUT THE STRATEGY

Any strategy must be responsive to the Council’s overall strategic direction and policy priorities and also anticipate external developments at national, regional and local level.  This strategy has been drawn up by looking at the present situation, the future requirements, and then the actions that need to be taken to ensure we meet those needs.

Sections 2-4 cover the present situation, including what are we aiming for as a Council, the commitment by the Council to its employees, the relationship between the Council as employer and its employees and the current shape of the Workforce.

Sections 5 and 6 cover our influence as an employer and the influences on us as well as our future requirements as an employer.

Section 7 aligns this strategy with Spelthorne’s strategic direction and key priorities through 5 key principles.

Sections 8 and 9 commit the Council to measure the outcomes and monitor the actions, and review regularly the strategy in order to make it a relevant and living document.

Appendix A sets out the key principles in more detail. 

Appendix B sets out the corporate targets for 2006/07 specifically relating to the People Strategy and the particular key principles.  

Appendix C sets out measures for the People Strategy including current Best Value Performance indicators.

2. WHAT ARE WE AIMING FOR?

Spelthorne Borough Council’s mission is


To achieve this end the Borough Council is fully committed to the vision of the Community Plan for Spelthorne which is 

The Community Plan states that to achieve this vision requires action in six key areas or themes.  Spelthorne Borough Council believes that it is important to commit to the totality of the Community Plan – but to focus on areas where it can make a difference. Details of the Local Spelthorne Partnership, the Community Plan and its themes and achievements are given in the Council’s Corporate Plan.

The vision and main headings of the Community Plan were developed by and with representatives of public, private, voluntary, business and community organisations working in Spelthorne. The list of activities to achieve the aims of the Community Plan is quite long and, although the Council is still committed to assisting with achieving all of the aims of the Strategy – we do feel we need to identify a smaller number of priority areas, on which to concentrate our resources.  

In determining what our priority areas should be, the Council has taken into consideration the needs of the area and the views of our residents through extensive consultation. We have adopted the following priority areas for attention and set longer-term targets as measures of success:

· Making Spelthorne Safer - 

· Engaging Younger People in Spelthorne - 

· Making Spelthorne A Better Place - 

· Improving Customer Satisfaction with Spelthorne's Services (by putting people at the centre of our services) - 

By prioritising in this way the Council believes that it will be able to make a real difference in the areas that matter most to local people.

How Will We Achieve Our Aims?

The Council has decided what it wants to achieve over the next few years and has developed a ‘route map’ of how it will do this.

Each year we assess the long term objectives of the Council and identify the key activities, schemes and initiatives we intend to carry out in the medium and short term.  These are agreed as our corporate targets and along with performance indicators allow us to be judged on what we have delivered. They are also key to our drive for continuous improvement.

Each year we report on our achievements against the previous year's targets, to enable our performance to be judged.

The ‘route map’ will be reviewed, at least annually, in the light of the monitoring of performance and reassessment of objectives.

3. COMMITMENT BY THE COUNCIL TO ITS EMPLOYEES AND MEMBERS

Fundamental to the people strategy is a recognition of the importance of Spelthorne’s employees and Members and the fact that progress can only be made through our employees and Members.  This is encapsulated in various policy documents and statements notably:

(a)
Spelthorne Values


As an organisation we are committed to our values, which are that we will:


Operate with integrity, honesty and transparency;


Listen closely and communicate openly;


Strive for quality and excellence in all we do;


Provide equality of opportunity for all;


Treat our customers and staff with courtesy and fairness.

(b)
Spelthorne Employment Charter
The agreed staff charter sets out the basis for employment at Spelthorne.  The spirit of ‘give and take’ lies at the heart of the charter.  As in any relationship, employers and employees are looking for a fair deal – commitment in return for rewards, loyalty in return for good management and leadership, with flexibility offered by each side to the other.  These principles reflect good employment practice and are endorsed by the Council as employer and the Trade Unions as representing all employees.

	Spelthorne will provide:

*    a clear statement of terms and conditions

*
fair pay and benefits, harmonised across the organisation

*
a safe and healthy working environment

*
effective leadership and good management

*
regular consultation and effective representation

*
consistent, two-way communications and involve staff

*
support for learning and development

*
regular performance review against agreed targets

*
equal opportunities to develop skills and potential

*
environmental friendly working arrangements which balance work and home

 
	Staff will:

*     operate responsibly, ethically and within the law

*
contribute to achieving Spelthorne’s objectives

*
put health and safety policies into practice

*
show initiative in meeting customers’ needs

*
resolve disagreements and disputes constructively

*
participate in effective communication

*
contribute to their own learning and development

*
work towards individual and team targets

*
treat every colleague and customer with respect

*
work flexibly, accommodating relevant practices




(c)
Training, Development and Lifelong Learning Policy

The Council acknowledges that the enterprise, initiative and creativity of employees is crucial to the future development and success of Spelthorne’s services.  It fully accepts its responsibility to make resources available to provide training, development and lifelong learning opportunities to maximise the potential of its most valuable resource – its workforce.


The Council recognises that continuing investment and commitment to training, development and lifelong learning are vital to Spelthorne if quality services are to be provided, maintained and continually improved and for the recruitment and retention of high calibre employees. [Extract from above policy]

(d)
Member Development Policy


The Council acknowledges a similar commitment as set out in c) above to its Members.  This is reflected in the Member Development Policy and covers commitment, objectives, priorities and resources. 

(e)
Best Value

Spelthorne supports the principles of best value and will:

-
seek continuous improvement in the quality, efficiency and effectiveness of all our services as a way to meet our core values and priorities.

-
promote a culture conducive to continuous improvement, in which our staff welcome and respond positively to change.

-
do all this by consulting, challenging, comparing and competing.

We have adopted an approach to market testing and partnership that:

-
gives priority at all times to the quality and cost effectiveness of services to our customers.

-
supports in-house providers of services where they are best placed to provide the balance of quality and cost sought by local people.

-
engages in partnership working, particularly where it involves:

· delivering economies of scale

· improving the quality and co-ordination of service delivery across the Borough

· increasing the scope to involve local people in meeting the needs of their community.

(f)
Equality and Diversity 

The Council is committed to ensuring equality of opportunity to its services, training and employment and that no one receives a poorer service because of their age, gender, disability, ethnic origin, family/marital status, sexual orientation or any other differences.


We have adopted a set of standards to ensure that we are promoting equality and eliminating discrimination. 

(g)
National Joint Council

In addition, the Council supports the National Joint Council for Local Government Service’s guiding principles which are to support and encourage:

(i) high quality services delivered by a well trained, motivated workforce with security of employment. To this end local authorities are encouraged to provide training and development opportunities for their employees.

(ii) equal opportunities in employment; equality as a core principle which underpins both service delivery and employment relations; and both the removal of all discrimination and promotion of positive action.

(iii) a flexible approach to providing services to the community, which meets the needs of employees as well as employers; and

(iv) stable industrial relations and negotiation and consultation between local authorities as employers and recognised trade unions.

Underpinning this policy is Spelthorne’s commitment to:

(1) The principles of the Investors in People Standard by: 

· Making a public commitment to develop employees and members to achieve its business objectives; 

· Reviewing regularly the training and development needs of all employees and members; 

· Taking action to train and develop employees on recruitment and throughout their employment or in the case of members upon being elected and throughout their life as a Councillor at Spelthorne; 

· Evaluating the investment in training, development and learning to assess achievement and improve future effectiveness and; 

(2) The principles of the SE Charter for Elected Member Development 

· Being fully committed to developing our elected members in order to achieve the Council’s aims and objectives. 

· Adopting a member led strategic approach to elected member development.

· Having a member learning and development plan in place that clearly identifies the difference development activities will make.

· Seeing that learning and development is effective in building capacity. 

· Addressing wider development matters to promote work-life balance and citizenship.

4.         THE CURRENT SHAPE OF THE WORKFORCE - JUNE 2006 

The current shape of the workforce is set out in the Workforce Development Plan (WDP) which should be read in conjunction with this strategy.  This will be annually updated through the WDP and reported to Members. 

5.
INFLUENCES

Spelthorne as an employer and as an area, is influenced by a wide range of external factors, including existing and future employment legislation, Europe, environmental issues, the labour market, central government policies, changes to national bargaining, equality/diversity and technical change.  The Best Value philosophy is a major and profound influence on the way we provide services and the way we work with partners both now and in the future.

As a major employer in Spelthorne, we recognise that we have an influence on the job market within Spelthorne in terms of pay and conditions, and a responsibility to set an example to the local employers in the way we treat our employees.

We need to review the profile of our workforce and ensure our recruitment and selection activities promote true equality of opportunity.  Our terms and conditions must reflect Council strategies, e.g. a measurable effort to realise the Borough Travel Plan could be made by further encouraging employees who are residents in the Borough, use alternative transport to the car or working from home.

The Council’s agenda increasingly includes the development of strategies through partnerships with other public and private sector organisations.  These partnerships extend our influence further and also allow us to develop by exposing us to different ways of working.  One significant partnership in which we are actively involved is in the area of health.  Again, we should be setting the example to other employers within Spelthorne by the promotion of a healthy workforce with appropriate occupational health and safety benefits and policies.

Another major influence is the views of the staff.  Spelthorne has regularly conducted surveys of staff covering a wide range of topics, including Spelthorne as an Employer, You and Your Work, Communications, and Training and Development.  The most recent survey in 2005 indicated that the best things about working for Spelthorne BC were flexitime, the range of interesting work and providing a service to the public.  The most negative aspects were bureaucracy and lack of resources.

In addition, concerns about change management within the Council still exist and those around bureaucracy appear to be increasing.  The findings also suggest there may be new issues emerging in relation to the following issues, although respondents remain positive about them at present. 


· The extent to which staff believe information that is put out 

· Job satisfaction

· Training and development, and 

· Management support – 

The Council can however be encouraged that there are a number of positive

 
improvements in relation to:

· Communications, 

· Appraisals and; 

· Staff workloads – although this still remains an issue for many.

All of these issues are covered within this strategy.

Staff surveys will continue to monitor employees’ perceptions of these issues and will be fed into the annual review of the people strategy.  The next staff survey is planned for September 2007.

6.
IN THE FUTURE


In order to turn Spelthorne’s mission into reality, Spelthorne will require, in future, employees who are customer focused, flexible, adaptable, motivated, conscientious and innovative and who are, or will become, multi-skilled.  In turn, Spelthorne will offer a one organisation culture, job satisfaction, interesting work, responsibility, competitive terms and conditions including pay, flexible working arrangements, excellent working conditions (including up to date IT equipment), Lifelong learning opportunities.


In the context of national and global trends for working patterns and arrangements, Spelthorne may not be able to offer jobs for life; however, it will aim to develop its employees for life and enhance their future employability.  The impact of Best Value may be different for different services; this in itself may lead to differences in working practices between employees according to service needs.  Despite this, Spelthorne will ensure a corporate common approach to terms and conditions that lays down minimum standards for all.

7.
STRATEGIC ALIGNMENT


The People Strategy must align to the various issues identified such as the Council’s priorities, our mission, influences on us and future needs.


Four key principles have been identified and adapted from the Local Government Pay and Workforce Strategy 2005 as proposed by the Office of the Deputy Prime Minister, Local Government Association and Employers Organisation.  The national strategy identified 5 strategic priorities: 

· Developing the organisation 

· Developing leadership capacity 

· Developing workforce skills and capabilities 

· Resourcing recruitment and retention 

· Pay and rewards

In view of the overlap in terms of priorities and actions Spelthorne’s strategy 

has been based on four principles:

1) Developing the Organisation

To enable the Council to deliver its key priorities and adapt to its 

changing environment by achieving excellence in people and 

performance management.

2) Developing Leadership and Workforce Skills Capacity

To motivate and develop Members and staff to reach their full potential in order to achieve the Council’s priorities and service delivery requirements.


3) Resourcing the Organisation

To ensure Spelthorne is regarded as a modern and progressive employer by recruiting and retaining the staff needed to provide excellent services.


4) Pay & Rewards

To ensure Spelthorne is regarded as a modern and progressive employer by having pay and rewards structures that attract, retain and develop a skilled and flexible workforce while achieving both value for money and fairness in service delivery. 

These principles align people management and development activities with 

the Council’s direction and priorities and are inextricably linked to the ‘route 

map’ in terms of how the Council will achieve its objectives through its people.

The alignment can be illustrated in a dynamic continuum as follows:

  [image: image1.emf]Developing the 

Organisation

Developing 

Leadership &

Workforce Skills

Capacity

Resourcing the

Organisation

Pay & Rewards

SERVICES

COMMUNITY

Developing the 

Organisation

Developing 

Leadership &

Workforce Skills

Capacity

Resourcing the

Organisation

Pay & Rewards

Developing the 

Organisation

Developing 

Leadership &

Workforce Skills

Capacity

Resourcing the

Organisation

Pay & Rewards

SERVICES

COMMUNITY


[image: image2]

Each principle has been analysed in terms of aims, current activity against  those aims and further activities, and are attached at Appendix A of this strategy.


The various components of the People Strategy can be shown as follows:
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8.
MEASURING OUTCOMES

A key aspect of any strategy is the measurement of outcomes and ensuring that actions are being taken.  The People Strategy will be monitored and outcomes measured in a variety of ways including various Best Value Performance indicators (2002/03 results attached at Appendix C), regular reports to Management Team and Members on turnover and sickness rates, employment monitoring (e.g. ethnic and disabled), health and safety and training and development.  The overall strategy will be monitored by Management Team and the Performance Management and Review Committee on, at least, an annual basis.
9.
CONCLUSION

As stated previously, this strategy will be reviewed continuously in order to ensure it is relevant and appropriate to the priorities set by the Council, and conducive to the successful workings of the Council and its delivery of services.  The objectives, actions and outcomes will be monitored, measured and reported as appropriate.

It must be emphasised this is not a document by Human Resources staff for implementation by Human Resources staff.  It is a framework for all managers to manage their own employees, ensuring that the Council will be able to achieve and deliver the quality of services demanded and expected by the people of Spelthorne.

“To make Spelthorne a safe, healthy, inclusive, prosperous and sustainable community"








To improve the well being of the Spelthorne Community.
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