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1. AC 1.1 

People Professionals are those in HR roles at various levels, that support the organisation and the people within work effectively. To belong to a profession requires appropriate qualifications and professional conduct, together with membership to a professional body which can hold members to account. Romme (2016) explains professionalism in four levels: purpose, knowledge, behaviour and expectation, which is reflected in the fundamentals of the CIPD Profession Map (figure 1.1).  

People professionals are valued for their knowledge and expertise in people practice. They must adhere to the international CIPD Code of Conduct and Ethics.  The CIPD Profession Map (figure 1.1) enables people professional to assess their own practice levels of knowledge and behaviour and subsequently identify areas for development or specialism.

An organisation without people professionals demonstrating core behaviours, such as, ethical decision making and working inclusively, could experience the pitfalls described by Romme (2016) such as mismanagement of risks, misaligned focus on short term profitability and retention difficulties. For that reason, the ability of the people professional to influence behaviour throughout an organisation and have a commercial awareness cannot be underestimated.  Figure 1.1


There are generalist roles such as a Human Resource Business Partner (HRBP) at an associate level which covers all aspects of people management and the employee life cycle and can be described as championing better work and working lives CIPD (2025a). However, the world of people practice is changing due to the vast variable’s organisations are facing, financial downturn, the speed of technological change, agile working, generational expectations and the recent changes in employment law. Therefore, the role of people professionals involves supporting managers, not only make difficult choices but contributing to strategic long-term plans of the organisation, which could call for a specialist or a generalist HRBP at a Chartered level.  

To conclude Balls (CIPD 2024) stated that “if we see our role as helping create great organisations with great cultures that are inclusive, support people and deliver business outcomes through productivity and all these other things, then that's good for everybody”.


1. AC 1.2   
CIPD (2024a) states that ethical values contribute to the moral compass by which we live our lives and make decisions. My personal values are predominately focused on advocacy of fairness and equality.  Being the Secretary of a Disability Swim Team, involves many difficult conversations with organisations on a vast array of issues faced by people with disabilities to ensure they have fair access and equal opportunities for all they wish to achieve.  

As a HRBP supporting people processes I utilise my skills of advocacy in the way Armstong (2014) suggests, by persuading colleagues during case work to act in line with policies and values of the organisation, ensuring fairness during processes, presenting the ethical case even when managers may hold an opposing view.  
Armstrong states that HR has a responsibility for guarding and promoting core values in the organisation on how people should be managed and treated generally (2014 p.103).  This is evident in Monmouthshire’s People Strategy (2024) which emphasises that Monmouthshire is a values-based organisation based on Teamwork, Openness, Flexibility, Fairness and Kindness. Monmouthshire places an expectation on it people professionals to role model these in line with the CIDP Core Behaviours.  Kindness was added following the pandemic, ensuring employees feel valued and their wellbeing is prioritised, which resonates with me.  It is also open to misinterpretation; kindness can be taken too far at the detriment of the organisation; it is certainly a balance for managers and at times the basis of many ethical dilemmas. Kindness is evident in my work through my ability to bring a warmth and empathy, being nonjudgemental when colleagues are facing challenges in the workplace. This also returns to fairness and equity, treating people kindly and fairly during a difficult people process, even when that means delivering a difficult message (potentially dismissal) demonstrates integrity and trust, ethical decision making.  
Callahan (CIPD 2024) has explored how a people professional can often expected to be a people person (being nice), but the very nature of a people professional having to make difficult decisions means “Being fair, being consistent and making sure we are human that's far more important.”

1. AC 1.3
Figure 1.2

To have influence is to have an impact, Taylor and Woodhams (2022) discuss how people professionals develop influence skills and outline the levels of reach in Figure 1.2 Influence of the people practitioner’s professionalism (2022 P.143).  Successful influence could be described as having the skill to ensure stakeholders at all levels are supported to make positive decisions within appropriate people processes.  This could be a HRBP encouraging both parties to consider alternative viewpoints in seeking resolution. Or at a strategic level contributing to an organisation restructure which may involve presenting a formal evidence-based business case. Each relies on the people professional’s ability to communicate key messages accurately, highlighting potential pitfalls, and ensuring the organisation is risk averse. 

If a people professional is unable or unwilling to influence others, it could lead to relationships between managers and employees to breakdown.  McDermott et al explains that ‘when managers’ styles are out of sync with HR strategy, this mismatch can lead to poorer performance through ineffective and unfulﬁlled psychological contracts with workers’ (2013 P. 153). A psychological contract is best described as the unwritten expectations an employee or manager has about the role.  If a people professional cannot use their persuasive communication skills to help address these matters, it can lead to resentment, low morale and even retention issues. 

Within the CIPD Profession Map (2023) a core behaviour is identified as Professional courage and influence, having the courage to stand up for what is fair, legal and ethical can be difficult when faced with opposition from senior stakeholders.   However, it is crucial to make a stand, especially if the risk to the employee or organisation is high.  In a complex case the failure to influence appropriate behaviours could result in legal action.  Armstong sums it up simply by stating ‘people professionals are in the business of influencing people’ (2024 P. 153).  

1. AC 1.4
As a HRBP and CIPD member I adhere to the CIPD Code of Conduct and Ethics. The expectation to role-model high standards of ethical conduct, honesty, professional and personal integrity (CIPD 2023 P.8), is something that resonates with me. 

Ethical dilemma 
An employee in a safety critical role was diagnosed with a degenerative disability and wished to continue working. The service manager valued the long-standing employee and wished to be supportive.  As HRBP I believed it to be unethical to allow the employee to carryout safety critical tasks with a potential risk to the employee, service users and the reputation of the organisation.  However, the employee was coming to terms with their diagnosis and wished to stay active in work. I immediately requested counselling for the employee, supported the line manager to implement a risk assessment, and agree reasonable adjustments to support the employee.  

The subsequent actions I took are reflective of Armstrongs Checklist for dealing with ethical issues (2014. P.101).  Establishing the facts, by referring the employee to occupational health to determine what impact the condition, identify further support and a timescale for when it could be appropriate to consider ill health retirement.  I sought advice from the council’s legal team for insurance implications and reviewed the organisations offer in supporting an employee with a degenerative disability. This enabled me to support with fairness, dignity and compassion in line with both mine and my organisations values.

Illegal Issue
An employee was subject to an allegation of a deliberate data breach.  Following the Monmouthshire Disciplinary Policy, I attended a suspension meeting and undertook initial fact finding.  Applying the CIPD core behaviour of ethical practice I advised the employee and their representative of the severity of the allegation and a report would be made to the Information Commissioners Office (ICO) and offered counselling. The employee attempted to mitigate the sharing confidential information, which in their view was not misconduct. I remained non-judgmental but explained, if substantiated, it would be a serious breach of the council’s code of conduct, a breach of General Data Protection Regulations, and could result in significant fine from the ICO, all of which could be deemed gross misconduct. By their own admission they confirmed the allegation, however, to ensure fairness, transparency and integrity of the process, I made the necessary arrangements for a formal investigation and subsequent disciplinary hearing. 

1. AC 2.1  
People that feel included and valued can have a greater sense of belonging, combine this with being treated fairly they are likely to have greater motivation. A broad understanding of the benefits of people feeling included, valued and fairly treated can be seen in Maslow’s Hierarchy of needs model, which culminates in self-actualisation.  My own level of motivation depends on my current situation, which may not align with others.  Waite et al concludes that human beings are motivated by different things depending on their individual needs, life stage and context (2021 P.172)

Herzberg’s Motivation Hygiene Theory offers two categories in Hygiene (salary, working conditions) and Motivator factors (recognition, growth) which may deepen an organisations understanding of what is needed for employees not only to feel satisfied (fair salary) but what they may need to feel valued and motivated (opportunities for growth). 

Taylor and Woodhams (2022) acknowledge the link between theories of motivation with the psychological contact, these can be relevant in both personal and work life. A breakdown in the unwritten expectations of a relationship can lead to a detrition in the quality of the relationship, with a potential to see reduced motivation, commitment and even resentment.  Thus there is an argument that positive relationships where people are included valued and fairly treated are not only ethically or legally right, they are good for business. 

An organisation that embraces inclusivity can benefit from a talent pool with wider skills sets and experience and enhanced communication with diverse stakeholder groups. CIPD (2024b) identifies talent and organisation reputation as the biggest benefits for inclusion and diversity in the work place.  Waite at al (2021) describe diversity as recognising the values and differences of individuals and harnessing such differences to enhance the work place.   

Frost discusses the strategic advantage of inclusive talent management, in valuing diversity and treating employees fairly, noting that 50% of people leave of job due to being unhappy and concluded that ‘culture trumps money’ (2016 P. 119) emphasising that feeling included, and being valued is more important to most than salary alone.  Further research by McKinsey (2020) provides evidence of greater profitability for organisations that treat employees fairly.   
 
An organisation with a reputation for valuing all its employees, may not only support recruitment and retention of a higher calibre of staff it will positively attract customers, thus increasing the possibilities of profitability. 

1. AC 2.2 
As HRBP I am currently reviewing Monmouthshire’s Attendance Management Policy.  In line with Monmouthshire’s values and the significant shift towards staff wellbeing. 

To be truly inclusive in the development, implementation and impact review of a policy it is vital to seek the input of as many employees as possible. Armstrong (2016) outlines the importance of the employee voice.  Seeking the views of the people within the organisation can provide an understanding of how employees feel in regards to the organisation, their role, if they are fairly treated, does the policy represent the current workforce culture etc.

Within Monmouthshire there is a process for Policy approval which aims at being inclusive taking on board the different views, cultures and backgrounds of its employees.  The consultation will be multi layered at different stages of the policy timeline, with the overall aim to reach as much of the workforce as possible. 

After the initial research into current best practice in other organisations is complete.  The business case with the rationale for the new policy will be shared with Heads of Service, and key people leaders, seeking their initial views.  

Incorporating the feedback from people leaders a full employee survey of current practices within the organisation will be carried out, to understand the impact the current policy is having on employees and the managers that implement it. This will be published through all media channels throughout the organisation and the item on the agenda of several formal meetings, to raise awareness and increase the level of employee voice. Opportunity should be taken to promote the benefit of engagement, staff have the ability to shape the policies that impact on their roles, their wellbeing, their future.

Using the data collated as an evidence base a draft policy will be circulated to focus groups for more detailed discussion providing opportunity to gauge true opinions, those that were reluctant to write down thoughts for fear of repercussions may be more inclined to speak to the HRBP rather than senior staff.  It would be prudent at this point to consult with any existing equality/employee groups such as LGBTQ, Menopause, neurodivergent

Once all views have been sought, the final draft will be submitted to Senior Leadership, the unions and then to the Joint Advisory Panel.  Engaging in a full consultation promotes inclusive decision making and can result in increased buy in, acceptance and engagement. An 
Equality Impact Assessment (EIA) will be carried out.  Taylor and Woodhams (2022) concluded that people practitioners are best placed to influence managers to promote a fair and inclusive workforce, which in turn offers a greater chance of achieving long term change, creating a fairer society.  

1. AC 2.3 
As a people professional it is crucial to undertake self-reflection to support personal growth and identifying key skills for development which will support my role as HR Business Partner.

Appendix A outlines the feedback from the Manager.  I have reviewed my contribution to the people process from the initial concern up to the final outcome. 

Overall, both my reflections and the feedback of the manager confirm that I worked positively with all parties, remained professional, open minded, showing empathy.      
	Situation 
	My Reflection 

	What happened
	It was important to be respectful, show compassion with all those involved, even when faced with a blatant GDPR breach that could have led to harm.


	What were my initial considerations 
	Remained non-judgmental, listened to the employee’s mitigating circumstances.

Having a full account of the situation, draft the terms of reference for the investigation ensuring the process was inclusive and accessible for all parties. 


	What went well
	Being sympathetic to the employee, acknowledging their mitigating circumstance providing clear communication of the facts and consequences. Thus, ensuring expectations were clear.  A difficult balance when the topic was emotive.

Maintaining communication with all stakeholders, tailoring communication methods to each party, ensuring all voices were heard throughout the process.

Selecting accessible venue allowing discretion for all parties.

Written statements were available at the hearing from the key witnesses that could not attend. 


	What could have gone better
	Greater communication with one of the witnesses, to develop a professional relationship, would have provided opportunity to encourage/persuade them to attend the hearing and give their testimony, explaining the benefit of the fair process and seek a resolution. 

Although this would not have altered the outcome, it may have added to the inclusivity.  I would have liked more opportunity to develop a professional relationship 

Work with fellow HRBP’s to commission Investigating Officers


	Action for the future
	Seek officers from within MCC with the skills to carryout investigations. Develop and deliver Investigation Officer Training 




1. AC 3.1
It’s an exciting time to be a people professional with an unprecedented level change within HR practices.  The biggest changes can be seen in the following three areas which are very much interlinked in their development:
1. Wellbeing and work life balance
With a greater emphasis on health and wellbeing in the workplace.  CIPD (2023) highlighted the UK absence average of 7.8 days was the highest for a decade, with 76% reporting stress-related absence.  Which reflects the experiences seen in Monmouthshire absence rates. 

2. Employment Rights Bill 2025 
Make Work Pay sees the biggest changes in employment legislation for many years impacting on several aspects: sick pay, flexible working, fire and rehire, zero-hour contacts, family leave and equality etc.   
 
3. Advances in technology 
A combination of advancement and the need to do things differently has seen technology developed at a faster rate, together with the ever-increasing presence of Artificial Intelligence. 
As a generalist HRBP, my CPD Plan Appendix A reflects my need to develop in the three areas discussed above that fits into a larger CPD plan for the Monmouthshire HR Team. 
Whilst the HRBP role has always involved implementing people policies and processes as well as workforce development, it is the speed at which these changes are being implemented that has a direct impact on the role.  My CPD plan not only includes the requirement to gain knowledge of the subject matter e.g. employment law, wellbeing practices and attendance management etc. But the development of new skills and behaviours which are essential to remain an effective HRBP.  Developing skills in utilising AI, within MCC this will be incorporated in to the recruitment process.

Communication and influence are also at play, Jones stated that “the greatest risk isn’t the technology itself, but how it is developed and used” (2025 P.19) as HRBP working with People Leaders bringing in new technology, I must be able to ask the challenging questions, ensuing consultation and buy in of employees will be crucial to the success of any new initiative. 

Overall, I believe change management will crucially underpin many of these developments in the workplace.  Therefore it is a topic that is likely to be an ongoing focus on my CPD plan for the future. 

1. AC 3.2

In a complex disciplinary in which an employee may have acted in a manor they feel was appropriate, which has clearly breached GDPR, involving vulnerable witnesses and various external agencies I have assessed my own performance and contributions as HRBP and taken on board feedback from one of the people leaders Appendix B. I have concluded the following: 
Strengths 
My Ethical Practice could be deemed a strength. Due to my ability to make responsible choices, applying professional principles and values.  Considering the implications of decision made, maintaining my integrity and transparency being able to explain the process and rationale for the direction taken.   
I was able to raise concerns about practices in relation to a breach of legislation and liaised with the relevant internal and external departments to seek a resolution.
Weaknesses
My professional courage and influence could be considered a weakness, in the specific area of the external stakeholder relationship could have been more successful.  Greater engagement, could have led to a more influencing approach to the communication. 
Whilst the process was adhered to and all parties were engaged, there was a limitation in the process in relation to seeking an independent investigator from within the organisation.
Areas of Development 
In the areas of professional courage and influence, I will focus on my ability to grow stakeholder relationships, greater engagement with the customer Monmouthshire community and service users.  I will look to build relationships, proactively across wider organisational boundaries to secure independent investigators.  
Overall my contribution to the process was successful and showed my strengths outweigh my weaknesses.  However, in reflecting I have identified a need to increase my professional courage and influence to the wider organisation.  I will look to raise the importance of securing independent investigators with senior leaders and look to offer the relevant guidance and train to those interested in the role thus taking a further opportunity to widen my relationships and influence. 

1. AC 3.3 
A fundamental part of my development involves reflection on my practice linked to the CIPD Profession Map. I have used the online CIPD Learning Hub Self-assessment. I have also recently found Armstrong’s Essential Skills for People Professionals (2024) a great resources as part of my reflection. 

As one of 10 HRBP’s for Monmouthshire, my CPD plan reflects that of a generalist, with the focus on a set number of organisational priorities.  

Formally I will attend employment law training and updates, this will support the review and refinement of Monmouthshire Polices and guidance documents and underpin the day to day support and advice I provide to all employees and people leaders.
As the HRBP tasked to create the new Wellbeing and Attendance Policy and Procedures I will undertake a mixture of formal and informal training.  As part of my evidence-based practice, I will carry out research in to existing practice internal and externally looking for good practice.  
To keep up to date with technological advances within Monmouthshire and HR in general, I will attend formal training sessions for the new Talent Link Recruitment Software, Page Tiger document and AI information sharing platform and Co-Pilot for report writing in the Local Authority.  
For all aspects of my development will continue to access relevant CIPD updates and news.
1.  AC 3.4 

Mental Health First Aid Wales 
I have recently completed the two-day session and completed the assessment to be certified as a mental health first aider.  I found the sessions hard hitting at times, dealing with complex and challenging subjects such as suicide and substance use.  The most valuable part was understanding that sometimes it is appropriate to ask direct questions to support someone’s mental health. This training has not only broadened my understanding of mental health but will support me in developing an inclusive Wellbeing and Attendance Policy. 

[bookmark: _Hlk194933166]It is also an area I will continue to grow my knowledge and understanding as valuing people and wellbeing will be a feature on my CPD Plan in the future. Overall, I feel this will have a positive impact on my knowledge, skills and behaviour in working inclusively.


Talent link Training  
A recruitment software package which links the job advert to an automated contract.  This training whilst required was a ‘means to an end’, the training was long and in parts not relevant for some of our employees who will not use the system directly but need to have an awareness.  There is opportunity to develop the system further and highlighted the risks involved in applying technology to people processes.  

Impact of this session is limited, my skills in using the system has increased. Although the training wasn’t as impressive, having observed the pitfalls, it has informed the way I will introduce future policies and procedures to the organisation.  


Develop skills in Supervisory Coaching and Mentoring
I have completed the 6 week training session and found the session thoroughly informative and shapes my practice today.  The sessions were structured with breakouts, with opportunities to pair up with others, excellent for networking opportunities.

Overall, I feel this will have a positive impact on my knowledge, skills and behaviour in valuing people.


	






Appendix A	
MCC Case Work Feedback 
	  
 Feedback and Evaluation Document 



Please provide feedback for the colleague named below. The purpose of the review is to help identify strengths, weaknesses and development opportunities in areas of work.  This form will assist evaluations for the process supported.  

	Your Name and Post Title:
	Richard Drinkwater
Strategic Manager 
	Colleague Name and Post Title: 
	Clare Coff
HR Business Partner 

	Date completed:
	26th March 2025



	Employee Related Process – Provide a brief outline of the support provided by the HRBP:

	(include approximate date range, services and stakeholders involved) 

School Employee Dismissal Case
Commenced: August 2024
Concluded: January 2025

Following the disclosure of a Data Breach to a member of public and a meeting with the Data Protection and Information Manager.  An allegation of gross misconduct was agreed by the manager and the disciplinary procedures were evoked, in compliance with MCC Disciplinary Policy.  As HRBP for the school, Clare was responsible for keeping me up to date with the key developments of the case.  This covered a range of progressive steps that required effective and pragmatic decisions when managing a variety of potential risks. There were key investigatory developments as well as the subsequent outcomes following the disciplinary hearing taking place, in relation to child protection and social service support. I was made aware of the progression of the case to understand the full impact on the service, its staff and the wider community.  

Process involved a wide range of colleagues and stakeholders: Nominated Officer Richard Drinkwater. Investigating Officer Nikki Jones, Kathryn Davies Data Protection and Information Manager, Child Protection Services (for a witness not employee) Social Worker, Employee and as the employee was not a member of a Trade Union a colleague was present for support.  







	What strengths were demonstrated by the HR Business Partner throughout the process:

	Clare demonstrated exceptional positive and proactive support throughout the HR process. Her consistent updates on key developments ensured that I, as the nominated officer, and Nikki Jones, the investigating officer, were always well-informed and prepared to make effective and pragmatic decisions. Clare's kindness and consideration towards the colleague being investigated were evident in her respectful and empathetic approach, ensuring the individual's dignity was maintained. Additionally, Clare's coordination with various stakeholders, including the Data Protection and Information Manager, showcased her ability to manage complex situations with care and professionalism. Her efforts were instrumental in bringing the matter to a close, highlighting her dedication to both the wellbeing of the staff involved and the integrity of the service.

	Were there any weaknesses identified?

	One identified negative aspect of the process was the challenge of appointing an impartial investigating officer to manage this essential part of the HR procedure. This detracting factor was not of Clare's making but stemmed from the internal process itself. The difficulty in swiftly identifying an unbiased investigator is a critical flaw in our organisation's ability to expedite investigations into colleagues' conduct in a timely manner. Despite Clare's diligent efforts to keep all parties informed and manage the case effectively, this inherent issue within the system posed significant delays and complications. Addressing this flaw is crucial for improving the efficiency and fairness of our disciplinary procedures.

	What could be improved or developed to positively impact the process and/or service area: 

	To improve the experience for all parties involved in a HR/disciplinary process, it is recommended that our organisation implements a more efficient and transparent system for appointing impartial investigating officers. This will address the critical flaw of delays and complications caused by the current process. By establishing clear guidelines and criteria for selecting unbiased investigators, we can ensure timely and fair investigations into colleagues' conduct. Additionally, providing training and resources to support these officers will further improve the efficiency and integrity of the disciplinary procedures. This proactive approach will not only expedite investigations but also foster trust and confidence among staff, ultimately leading to a more positive and supportive workplace environment.
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 Continuing Professional Development Plan 




	NAME:
	Clare Coff
	START:
	June 2024



	Time-frame
	What do I want/need to learn? 
	What will I do to achieve this?
	What resources or support will I need?
	What will my success criteria be?
	Target dates for review and completion
	Review/
Reflection Comments

	June 24 – Dec 24
	Induction to the HRBP role for MCC
	Familiarise myself with MCC Vision, Objectives etc.

Familiarise myself with all MCC People Policies 

Meet with key People Leaders within MCC
	· MCC Access to People Hub
· Shadow Senior and Lead HRBPs
· Access relevant HR (payroll, recruitment, sickness) systems  
	· Successfully complete probationary period
· Build positive relationships with Key People Leaders
· Utilise HR Software effectively 
· Understand the issues facing People Leaders in MCC
· Identification of further support and Development 


	July 24
August 24 
September 24
December 24
	Completed Mandatory Training:

Completed probationary period moving forward as a HRBP:
· Identify areas of interest, knowledge and experience to develop further.

· Allocate time to reflect on practice and continue to receive feedback from line managers and service leads


	June 2024 
	Develop skills in Supervisory Coaching and Mentoring 
	Enrol on A Supervisory Coaching & mentoring Train the Trainer Online Programme 
Seek opportunities in my role to practice 
	· Time to undertake the course
· Opportunity to practise new skills
· Feedback from others 
	· Completing the course to a satisfactory level 
· Reflect on best practice in the organisation
· Service User Feedback 

	June 2024 – July 2024
	Completed the course – PASS 

Continue to reflect on practice and secure feedback from managers and service users 



	Time-frame
	What do I want/need to learn? 
	What will I do to achieve this?
	· What resources or support will I need?
	· What will my success criteria be?
	Target dates for review and completion
	Review/
Reflection Comments

	June 24
April 26
	Develop an understanding of Attendance & Wellbeing in the workplace to be able to develop and implement a new MCC Policy 

	Policy development training 

	· Release time
	· Ability to formulate a succinct policy 
	Sept 24


	Good session, break down of activities and a timescale planning 

Gained an insight in to the pros and cons from others experiences 

	
	
	Undertake a review into current practices in MCC

	· Release time
· Set up focus groups
	· Understanding current practices – the good the bad and the ugly 
	April 2025
	tbc

	
	
	Research Attendance Policies in Public Sector organisations 

	· Release time
· Networking and developing relationships with other organisations 
	· Identify good practice 
	Ongoing
	Ongoing

	
	
	Research Wellbeing practise and relevant legislation 

	· Release time
· Attending training 
· Meeting legal team
	· Having a policy based on secure and relevant legislation.  
· Reducing risk to the organisation 
	Ongoing 
	Ongoing 

	
	
	Mental Health First Aid Wales Certificate 

	· Time to attend the session 
	· Completed the course
· Utilising the knowledge in the development of an inclusive and effective policy 
	August 2024
	Excellent session gained an insight into many factors that impact on employees wellbeing 

Hard hitting topics but now confident I have the tools to support someone and ask the key questions 
This will be vital in contributing to the development of an inclusive policy 


	
	
	Wellbeing – Gwent Connect

	· Release time 
· Whole team attendance as shared learning 
	· Case study experience sharing knowledge as a HR team 
	April 2025
	Ongoing




	Time-frame
	What do I want/need to learn? 
	What will I do to achieve this?
	· What resources or support will I need?
	· What will my success criteria be?
	Target dates for review and completion
	Review/
Reflection Comments

	Sept 2024 – Nov 2024

	Complete a nationally recognised qualification in HR at Associate Level 

	Enrol at Coleg Sir Gar / UWTSD to undertake the CIPD Level 5 Associate Diploma in People Management
	· Attend timetabled sessions
· Tutor support
· Research materials - Textbooks / Internet / hand-outs etc. 

	· Tutor feedback – assignment submission
· Completion of full 
qualification

	Dec 24

Feb 25

March 2025

Apr 25

June 2025

	Completed Assignment One

Found the writing style challenging, continue to learn and seek support and feedback from others 

Completed assignment Two 
· 
Assignment Three ongoing 


	Sept 24 – on going
	Change Management
	Enrol on ACAS, MCC and CIPD sessions 

Release time to attend sessions 

Opportunity to Introduce new processes to the organisation 

	· TBC
	· TBC
	
	

	Jan 2025 - ongoing
	Technology in HR 
	Talent Link Training – Digital recruitment Package 
	· Release time to attend training
	· Having an understanding of the online recruitment process
· Being able to generate a contract
·   
	May 2025
	

	
	
	Page Tiger 
	· Release time
	· 
	
	

	
	
	Use of AI in recruitment 
	· Release time 
	· How AI can support attendance and understanding where else in the organisation it can be used. 
	
	





	Time-frame
	What do I want/need to learn? 
	What will I do to achieve this?
	· What resources or support will I need?
	· What will my success criteria be?
	Target dates for review and completion
	Review/
Reflection Comments

	March 2025
	Employment Law – Bill 
	Understand the impact of the Employment Rights Bill 2025 
	· Release time 
· Attend courses, CIPD, relevant Law firms and ACAS updates 
· Hugh James event April 

	· Having an understanding 
· Ensuring MCC Policies reflect the changes in the law 
· Incorporate the changes into Training Developed to People Leaders in MCC
· 
	April 2025

May 2025

June 2025

	Initial review of key documents/publications

 



	Nov 24 – Aug 25

	Enhance School Governor (Incl. Headteachers) knowledge and engagement with HR processes
	Liaise with members of school Governing Bodies, ascertain feedback based on their needs and experiences when fulfilling their delegated committee led processes 
	· Links with EAS Governor Support / Chair of Governors
· Access to MCC/school policies and procedures
	· Schools ability to fulfil their statutory functions related to HR matters.
· Feedback from Governors 
· Feedback from statutory agencies i.e. Estyn
	
	Previous experience as a governor support specialist enable the support to be …..
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Foreword 
 


Our Community and Corporate Plan sets our overarching priorities to reduce 
the impact of inequality on citizens and address climate change. 


As Cabinet Member for Resources my role is to make sure that we make the 
best use all of our assets – finance, technology, buildings and people to help 
us achieve our ambitions and deliver the best possible service for residents, 
businesses and visitors.   


Almost everything we do to serve our communities is delivered by our people. 
This strategy has been produced to make sure that our workforce is able to 
give their very best for the people of Monmouthshire, making the most of the 
skills and talents they possess.  The starting point is making sure that we have 
the right culture and values.  These set the tone for the way in which we work.   


The strategy describes the steps we will take to create the capacity and 
capability to deliver services that meet the needs of residents. This includes 
having a diverse workforce, where people can be themselves; being innovative 
in how we work and solve problems and setting out how we will develop the 
skills and knowledge that will be needed by the workforce of the future.   


Taken together the commitments in this strategy will ensure that our workforce 
are able to give their very best, serving the people and communities of 
Monmouthshire for many years to come.  


 


 


Cllr Ben Callard 
Cabinet Member for Resources 
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Our Strategic Context 
 


The Community and Corporate Plan sets our ambition for the council and 
county of Monmouthshire. Our purpose is for Monmouthshire to be a zero-
carbon county, supporting well-being, health and dignity for everyone at every 
stage of life.  To achieve this, it’s important that we make best use of all of the 
authority’s resources, be that budgets, people, buildings or land. We have a 
series of enabling strategies and plans to make sure this happens. 


The world of work is changing.  We’ve seen a much tighter employment market 
in recent years making it harder to fill some key jobs.  New generations entering 
the workforce have different expectations to those who came before them.  For 
example, we see far more use of short-term contracts and people are more 
likely to have portfolio careers than stay with one employer for their whole life. 


Alongside this we face a growing financial challenge.  We have forecast a 
significant budget shortfall in the medium term.  This means we simply don’t 
have the money to keep doing everything we are doing now in the same way.  
This is because of challenges being seen across society such as greater 
demand and complexity in adult social care, increasing homelessness and 
rising prices for the things we buy such as fuel for refuse wagons and the 
buses that take children to school and heat the classrooms they are taught in.  
We also have a clearly stated ambition to work with and alongside our 
communities to deliver our purpose.  There are countless people throughout 
the county who care passionately about their place.  Achieving our ambition 
for Monmouthshire depends on the efforts of people on and off our payroll 
including volunteers, partners, foster carers and contractors.  This document 
does not cover the work of all of these groups, but it recognises that our 
colleagues need to have the skills and mindsets to work with them for the good 
of all. 


Our People Strategy sets out how we will maximise our colleagues’ 
contributions within the available financial resources.  This document does not 
set out what people do.  That is the preserve of our elected councillors, 
headteachers and governing bodies.  This strategy is about how people work.  
People are our most important asset, with payroll costs making up almost half 
of our revenue budget.  Almost everything we do to serve our communities is 
delivered by our people.  Our colleagues collect bins, repair roads, support 
vulnerable people to live at home, teach children in schools, drive buses and 
much more.  Our People Strategy exists to make sure we make the very best 
of these skills and talents.  
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Our Culture and Values 
 
A healthy and effective organisational culture is essential if we are to succeed 
in delivering our strategies and achieving our purpose.  A positive culture 
allows employees to understand the organisation and feel that their voice 
matters. This will translate into everything they do through to the quality of 
service received by our residents, businesses and visitors. Importantly it also 
leads to workforce satisfaction and retention. 


We pride ourselves on being a values-based organisation.  Values matter to us. 
They set our expectations for ourselves, each other and those we work with. 
Our value set was created by our colleagues many years ago and has stood 
the test of time. 


• Teamwork – Collaboration is at the heart of everything we do. We will 


work with you and our partners to support and inspire everyone to get 


involved. We will make the best of the ideas, and resources available to 


do the things that most positively impact our people and places. 


• Openness - We are open and honest. People have the chance to be 


involved and tell us what matters. 


• Flexibility - We are flexible, enabling delivery of the most effective and 


efficient services. This means working with everyone to embrace new 


ways of working.  


• Fairness - We provide opportunities for all people and communities to 


thrive. We will always try to treat everyone fairly and consistently; we will 


sometimes need to take positive action to overcome some of the 


challenges faced by people with different protected characteristics. 


• Kindness – We will show kindness to all those we work with, putting the 


importance of relationships and the connections we have with one 


another at the heart of all interactions. 


If we get this right, it should be clear to ourselves and those we work with.  
There’s a table further on in the strategy that sets this out, but first it’s important 
to understand some of the opportunities and challenges facing us – and to 
establish the things we need to prioritise as a result. 
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Our Workforce Context – Where are we now? 
  


Critical to the development of the strategy is to understand the current position 
of the organisation and the opportunities for development. These have been 
informed by the analysis of data and documentation as well as discussion with 
colleagues across the organisation including the People Working Group.   


Strengths and Opportunities 


• A loyal, dedicated and talented workforce, delivering the things they 


were employed to do. 


• We have traditionally attracted people from a wide range of 


backgrounds, drawn by the culture and profile of our organisation. 


• We’ve benefitted from strong retention of good people. Our 


organisational culture is central to this. 


• Monmouthshire is an attractive place to live and work.  We have great 


connections to large population centres like Cardiff, Newport and 


Bristol, which increases our potential recruitment area. 


• As a small organisation we can’t afford, or indeed justify, having every 


specialist we need on our payroll.  From time-to-time we use external 


consultants and advisors which is a cost-effective way to bring in 


technical expertise and expose our staff to new skills without incurring 


the ongoing costs. 


• A strong well-being offer, including the ‘Go To’ group, People Leaders 


Q&A, Digital Cwtch, free counselling and a well-regarded occupational 


health service. 


• We have a flexible approach and, for many jobs, people don’t need to 


travel to their base every day. This means we can recruit people who 


may live further afield and are enabled by technology to perform their 


roles remotely. 


• There are opportunities afforded by automation and generative AI, to 


increase productivity.  Some teams may previously have moved to a 


position of optimum efficiency, but developments in technology have 


reset the bar on what’s possible. 
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• Most people tell us that our organisation is friendly and welcoming.  We 


have some unevenness of practice but, in most parts, we operate as a 


networked rather than a hierarchical organisation.   


• We benefit from positive officer/member relations and good working 


relationships with trade unions, evidenced through the Joint Advisory 


Group. 


• A well-regarded defined benefits pension scheme can act as a draw to 


those looking to move from the private sector and increases our ability 


to retain workers in the final years of their careers. 


• We are a large employer and also have a significant spend with suppliers 


and contractors which gives us the opportunity to have a positive effect 


on the employment practices in other organisations, for example 


through the specifications in our tender documentation. 


 


Areas for Development and Challenges 


• We were an early adopter of remote and hybrid working, which gives us 


a good selling point when recruiting.  The pandemic accelerated the 


adoption of these approaches by others which has eroded that 


competitive advantage. 


• Hybrid working means that some teams do not come together in person 


or only do so infrequently.  This can inhibit creativity and stop new 


workers establishing the same sense of connection or growing 


networks within the wider organisation. However, this applies to only a 


small percentage of our total workforce. The vast majority of our 


colleagues perform roles that require them to be with clients, in vehicles, 


schools, libraries or leisure centres where they provide a service to the 


public. 


• There is an unevenness in management practices across the 
organisation, for example some colleagues have roles that are suitable 
for remote working but this isn’t being enabled. 


• We do not have all of the development pathways in place to retain 
younger workers who are more likely to have portfolio careers and want 
to gain development and transferable skills from an employer. National 
research indicates that this group are not as focused on final salaries 
and are more likely to job-hop to increase their earnings. 


• We have an older workforce, with an average (mean) age of 46 with the 
most common (modal) age being 55. Many people perform physically 
demanding jobs which become harder as we get older.  We don’t always 
have arrangements in place to help them transition into different types 
of work to enable them to remain in the organisation. 
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• Turnover in 2022-23 and 2023-24 was higher than we have typically 
seen in the previous ten years.  This is something we need to be mindful 
of.  This may be an adjustment after lower-than-average turnover during 
the pandemic when less people were moving jobs. 


• We have a large number of roles which are unique to one individual 
creating a single point of strength but also a potential single point of 
weakness. 


• Our sickness figures are broadly unchanged in recent years but are 
marginally above industry average. 


• 25% of absences were down to mental health in 2019-20 compared to 


24% in 2022-23. We now record work related stress as a distinct 


absence category. Around a third of stress absences were work related. 


We need to recognise that wider economic pressures are likely to be 


affecting many people outside of work. 


• High property prices in our area mean those in lower paid professions 


cannot always afford to live in the area and must travel into the county. 


• Our total payroll bill has increased by 3.6% over the past ten years which 


is significantly below the rate of inflation over the same period.  Public 


sector pay restraint means our payroll costs, and colleagues pay, has 


reduced in real terms. 


• We have increased the size of our workforce over the past ten years but 


the increased staffing is being costed to specific grants, usually from 


the Welsh or UK Government.  This creates a risk that we are 


increasingly dependent on insecure and short-term grant funding for 


core front line service delivery and therefore more vulnerable if they 


were to be removed.   


• Increased use of fixed-terms contracts increases uncertainty for 


colleagues who are worried about their own futures and can reduce the 


sense of attachment and belonging they have, potentially leading to 


increased turnover. It also creates pressure on support services like HR 


and Finance, where teams are doing more with less. 


• We have a low ratio of HR staff to employees meaning we are often 


reacting to problems and operational issues rather than deploying HR 


business partners to strategically support change.  


• The financial and demand pressures we face mean we need to 


continually redesign how we do things.  Our organisation development 


capacity is very small affecting our ability to implement 


transformational change. 
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What People tell us they need to Thrive and 
Succeed 
 
There is a rich body of research into the factors that increase employee 


motivation and engagement.  We’ve examined this and spoken with our 


colleagues about what matters to them.  This has resulted in a set of 


conditions, the things we need to have in place to make sure everyone is able 


to give their best for the people of Monmouthshire.   


• Autonomy – The freedom to make decisions, express creativity and 


navigate work with a sense of control. 


• Inclusivity – Colleagues perspectives are not just acknowledged but 
celebrated and there is opportunity to be involved in the discussions and 


decisions that shape how work is done. 


• Learning and Development – The opportunity to improve in their current 


role. 


• Career Progression Pathway / Opportunities – Many colleagues want 
the chance to develop new skills that will help them progress their 


career. 


• Recognition for their Effort and Contribution – People work hard, many 
put in more hours and effort than we have any right to expect. 


• Accountability – Sometimes people will not get it right. Pushing 


boundaries and mistakes made in the name of innovation are an 


opportunity to learn, but where people are consistently not delivering or 


under-performing they need to be held accountable. 


• Safe Working Environment – People need to feel safe and comfortable 
in their work environment. 


• The Tools to do the Job – People need to have the right tools to do the 


job, whether that is plant and machinery or a waterproof jacket. 


• Flexibility – Not all jobs are the same, but where possible employees will 
have flexibility in where and when they do their job.  Purpose and 


achievement are more important than where people are sat or the time 


they work. 


• Well-being – An offer which is integrated into how we work rather than 


an add-on. 


• Work/Life Balance – Many teams are stretched.  It’s important that 


people can take time away from work and are not continually checking 


e-mails or messages when they are on leave just to keep up. 
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• Certainty and Stability – We do not use zero hours contracts, but we 


also need to ensure that we do everything we can to provide stability 


and a sense of belonging for those colleagues employed on fixed term 


contracts. 


• Purpose – Ensuring a connection to the wider purpose of the 
organisation and an understanding their contribution to the whole. 


• Two-Way Communication – To be involved in developing ideas and 


having an understanding of the decisions that are being made and what 


it means for them. 


• Values – To know that the organisation is holding true to its values. 


• Belief / Hope / Confidence – that challenging times will not last for ever. 


• Social Connections and Professional Networks – Some groups of staff 
are spending more time working from home.  This can be isolating, 


reduce informal learning opportunities and loosen the bonds that exist 


between colleagues which can help people through difficult times. 


We have used this to inform the development of the objectives and action plan. 


This list isn’t static and we will continue to evolve our understanding through 


discussions with our colleagues and engagement with professionals and 


academics in the sector.    


 







 


 


Our Objectives  


We have drawn together all of this information to produce six objectives.  This is followed by a table that sets out what 


we expect people to see and feel if we get this right: 


 







 


 


What this Looks Like 


For Colleagues For Leaders For the Organisation For Residents  


• Colleagues understand their role 
and how it contributes to the 
authority’s purpose. 


• Colleagues can demonstrate 
how they live the authority’s 
values. 


• Colleagues are able to 
contribute ideas and are 
recognised for their 
contribution. 


• Colleagues have regular 
discussions about their 
performance and opportunities 
for development. 


• Colleagues are accessing 
training for their current role and 
to support career development. 


• Colleagues have the equipment 
they need to do their jobs 
effectively. 


• Colleagues have access to a 
range of tools to manage well-
being. 


• Colleagues have the skills and 
mindsets to work across 
geographical and organisational 
boundaries. 


• Leaders understand their role 
and how it contributes to the 
authority’s purpose. 


• Leaders demonstrate positive 
leadership underpinned by 
authority’s values. 


• Leaders communicate key 
decisions from Council and 
Cabinet. 


• Leaders take ownership of and 
proactively manage change. 


• Leaders have conversations 
with team members to manage 
their performance and keep 
them motivated. 


• Leaders take well-being and 
work/life balance seriously and 
help colleagues enhance these. 


• Leaders develop their teams 
and grow new leaders. 


• Leaders celebrate success and 
recognise effort and 
contribution. 


 


• We can evidence progress 
towards objectives in the 
Community and Corporate Plan. 


• We can demonstrate our values 
and this is recognised by 
councillors, residents and 
businesses. 


• We have confidence in our 
workforce to deliver – and 
celebrate success. 


• We make the best use of our 
peoples’ talents and create the 
capacity to deliver our 
objectives. 


• We are an employer of choice in 
our own sector and beyond. 


• We continually learn from and 
apply cutting edge practice. 


• We will always aim to put the 
customer at the heart of all we 
do. 


• Our staff will be polite, turn up 
on time and have a ‘can do’ 
attitude. 


• If you talk to someone and they 
can’t help you, they will do their 
best to put you in touch with 
someone who can. 







 


 


Action Plan  


The actions below describe some the immediate things we will put in place to help achieve our objectives.  There is 


additional activity being developed that will contribute and which will feature in future updates of this action plan. The 


action plan will also be enhanced by more detailed activity within service business plans at team level.  


 Objective Action Responsible Officer  Measures / Milestones & 
Timescale 


In
fo


rm
ed


 a
nd


 In
vo


lv
ed


 


A clear purpose, supported by an 
enabling culture where colleagues 
have the information they need and 
are empowered to make a 
difference to the people we serve. 


Develop a new approach to staff 
appraisal to ensure that everyone 
can articulate their contribution to 
the organisation’s purpose and give 
us a clear understanding of training 
and development needs. 


Head of 
Organisation and 
Workforce 
Development 


• New appraisal scheme 
launched – July 2024 


• Percentage of staff 
receiving an appraisal 


• Training needed 
analysis in place – 
March 2025 


A clear purpose, supported by an 
enabling culture where colleagues 
have the information they need and 
are empowered to make a 
difference to the people we serve. 


Develop a programme to roll-out 
the skills and tools taught as part of 
the InFuSe programme and ensure 
these are targeted at the biggest 
challenges facing the organisation 
alongside operational efficiencies.  
(This action is also featured under 
‘Innovative and Creative’) 


Chief Officer – 
People, Performance 
and Partnerships 
  
Deputy Chief 
Executive 


• Programme in place – 
December 2024 


A clear purpose, supported by an 
enabling culture where colleagues 
have the information they need and 


Improve briefing and cascade of 
information to our workforce about 
the business of Council and 
Cabinet to maintain the connection 


Chief Officer – 
People, Performance 
and Partnerships 


• New staff survey in 
place – March 2025 
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 Objective Action Responsible Officer  Measures / Milestones & 
Timescale 


are empowered to make a 
difference to the people we serve. 


to the direction set by, and 
decisions taken by, our politicians. 


• Measures to be 
informed by staff survey 
– March 2025 


In
fo


rm
ed


 a
nd


 In
vo


lv
ed


 


A clear purpose, supported by an 
enabling culture where colleagues 
have the information they need and 
are empowered to make a 
difference to the people we serve. 


Improve our use and analysis of 
workforce data. 


Chief Officer – 
People, Performance 
and Partnerships 


• Workforce data is 
featured in all service 
business plans and a 
whole authority 
dashboard – September 
2024 


A clear purpose, supported by an 
enabling culture where colleagues 
have the information they need and 
are empowered to make a 
difference to the people we serve. 


Ensure clear communication about 
new starters, leavers and internal 
promotions so colleagues and 
councillors always know who is 
responsible for key areas of work. 


Head of Human 
Resources 


• New section features in 
our regular staff 
newsletter ‘The 
Compass’ – September 
2024 


A clear purpose, supported by an 
enabling culture where colleagues 
have the information they need and 
are empowered to make a 
difference to the people we serve. 


Develop a series of face-to-face 
staff briefing and events which 
build on the Digital Cwtch and other 
online events to maintain the 
connections and networks that 
promote the values and culture of 
the organisation and involve staff in 
developing the ideas that will be the 
lifeblood of future public service 
delivery.  


Head of 
Organisation and 
Workforce 
Development 


• Programme of activity in 
place 


• Measures to be 
informed by staff survey 
– March 2025 
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 Objective Action Responsible Officer  Measures / Milestones & 
Timescale 


A clear purpose, supported by an 
enabling culture where colleagues 
have the information they need and 
are empowered to make a 
difference to the people we serve. 


Support our staff to take action to 
reduce their carbon footprint – both 
in the workplace, at home and 
while travelling. 


Head of Human 
Resources 
 
Head of 
Decarbonisation, 
Transport and 
Support Services 


• Measured by 
commuting data from 
Net Zero Carbon 
submission to Welsh 
Government 


D
iv


er
se


 a
nd


 In
cl


us
iv


e 


A workforce with a diverse range of 
experiences, skills and 
backgrounds where people can be 
themselves. 


Build on our recently attained 
Disability Confident Employer 
status to ensure we attract and 
retain a diversity of talent and 
reduce the disability pay gap. 


Equality and Welsh 
Language Manager 


• Average difference in 
pay between employees 
who are disabled and 
those who are not (£) 


A workforce with a diverse range of 
experiences, skills and 
backgrounds where people can be 
themselves. 


Undertake research to identify the 
actions likely to have greatest 
success in reducing the gender pay 
gap in the authority. 


Equality and Welsh 
Language Manager 
 
Head of Human 
Resources 


• Research concluded 
and recommendations 
made – September 
2025 


• Average difference in 
pay between males and 
females (£) 


A workforce with a diverse range of 
experiences, skills and 
backgrounds where people can be 
themselves. 


Encourage and support the 
development of staff groups to 
share experiences and identify 
opportunities for support, building 
on the example of the dyslexia 
group started by colleagues. 


Equality and Welsh 
Language Manager 
 
Head of Human 
Resources 


• Existence of more staff 
groups 
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 Objective Action Responsible Officer  Measures / Milestones & 
Timescale 


Le
ar


ni
ng


 a
nd


 
D


ev
el


op
m


en
t 


People can access the training they 
need to do their job and the 
development opportunities to take 
the next step in their career. 


Launch the new e-learning system 
(Thinqi) to ensure staff can access 
the training they need to do their 
current role and the development 
opportunities they need to take 
their career to the next level. 


Head of 
Organisation and 
Workforce 
Development 


• E-learning system 
launched authority-
wide – June 2024 


• Percentage of non-
teaching workforce 
accessing courses on 
Thinqi. 
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People can access the training they 
need to do their job and the 
development opportunities to take 
the next step in their career. 


Create a new training space for the 
organisation to reduce costs and 
ensure we have a physical space for 
learning to accompany our new 
online platform. 


Head of 
Organisation and 
Workforce 
Development 


• New training space is in 
place – 2025 


People can access the training they 
need to do their job and the 
development opportunities to take 
the next step in their career. 


Ensure our workforce have the 
knowledge and skills to achieve 
objectives in the Community and 
Corporate Plan. 


Head Organisation 
and Workforce 
Development 


• To be measured via 
individual performance 
appraisals 
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attracting talent from a wide range 
of industries with career pathways 
that enable us to retain the best 
people. 


Embed workforce planning across 
the organisation to address 
shortages and ensure career 
pathways are in place. 


Head of Human 
Resources 


• Staff turnover 
• Expenditure on agency 


staff 
• Measures to be 


informed by staff survey 
– March 2025 
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Timescale 


We are an employer of choice, 
attracting talent from a wide range 
of industries with career pathways 
that enable us to retain the best 
people. 


Create a pathway to enable 
colleagues in physically demanding 
roles to develop the skills and 
knowledge to secure other roles at 
later stages of their careers. 


Head of Human 
Resources 


• Pathway in place 
• To be measured by 


retention data in key 
departments 


We are an employer of choice, 
attracting talent from a wide range 
of industries with career pathways 
that enable us to retain the best 
people. 


Introduce a new scheme for work 
experience, apprenticeships and 
graduate recruitment. 


Head Organisation 
and Workforce 
Development 


• New scheme in place – 
December 2024 


• Number of i) 
apprentices ii) interns 
iii) graduates employed 
by the council 
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We are an employer of choice, 
attracting talent from a wide range 
of industries with career pathways 
that enable us to retain the best 
people.  


Launch a new e-recruitment 
system to improve process 
efficiency and improve the 
recruitment and onboarding 
experience for recruiting managers 
and potential and new employees. 


Head of Systems 
and Payroll 


• E-recruitment system in 
place – June 2024 


• Average number of 
applicants for each new 
role 


We are an employer of choice, 
attracting talent from a wide range 
of industries with career pathways 
that enable us to retain the best 
people. 


Promote career development 
opportunities to ensure that we 
keep good people in local 
government. 


Chief Officer – 
People, Performance 
and Partnerships 


• Turnover (%) 
• Measures to be 


informed by staff survey 
– March 2025 


We are an employer of choice, 
attracting talent from a wide range 
of industries with career pathways 


Build and use networks to attract 
talent and ensure our workforce are 
continually seeking the ideas and 


Chief Officer – 
People, Performance 
and Partnerships 


• Measures to be 
informed by staff survey 
– March 2025 
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 Objective Action Responsible Officer  Measures / Milestones & 
Timescale 


that enable us to retain the best 
people. 


cutting-edge practice that could be 
applied in Monmouthshire. 
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Colleagues have access to the 
resources to manage their own 
well-being and can access tiered 
support to help them back to work 
if they experience sickness related 
absence. 


Continue to develop and promote 
our well-being offer and staff 
benefits package. 


Head of Human 
Resources 


• New staff benefits page 
in place – September 
2025 


• Measures to be 
informed by staff survey 
– March 2025 


• Sickness absence (%) 
Colleagues have access to the 
resources to manage their own 
well-being and can access tiered 
support to help them back to work 
if they experience sickness related 
absence. 


Undertake audits of our culture to 
ensure that we have early signs of 
any emerging issues that need to be 
addressed.  


Head Organisation 
and Workforce 
Development 


• Culture audit 
undertaken – March 
2026 
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People have the mindset, skills and 
support needed to develop and 
implement the solutions, including 
the use of technology, to the 
biggest challenges facing the 
council and the communities we 
serve. 


Ensure that we have a good 
understanding of the future of work, 
in areas such as automation and 
artificial intelligence, and use these 
to inform our workforce 
development. 


Head Organisation 
and Workforce 
Development 


• Milestone to be 
identified as this work is 
developed. 


People have the mindset, skills and 
support needed to develop and 
implement the solutions, including 
the use of technology, to the 


Develop a programme to roll-out 
the skills and tools taught as part of 
the InFuSe programme and ensure 
these are targeted at the biggest 


Chief Officer – 
People, Performance 
and Partnerships  


• Programme in place – 
December 2024 
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Timescale 


biggest challenges facing the 
council and the communities we 
serve. 


challenges facing the organisation 
alongside operational efficiencies.  
(This action is also featured under ‘Informed 
and Involved’) 


Deputy Chief 
Executive 


 


 


 






