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1.	Executive Summary

This report analyses two different organisations, one using traditional and one using hybrid work environments. Analysis of how these organisations are influenced by external and internal factors, how they approach Human Resources (HR) and deal with concerns such as engagement, performance and diversity, and the role advancements in technology such as Artificial Intelligence (AI) will have in the future will enable this report to provide insights into the effectiveness and challenges associated with each model, together with recommendations for the future HR strategy. 


2.	Introduction 

This report will focus on two organisations, Goldman Sachs and Newport City Council. Goldman Sachs are currently operating a traditional work environment whereas Newport City Council have moved from this towards a more flexible, hybrid working model. 
The Goldman Sachs Group, Inc. is a leading global investment banking, securities and investment management firm that provides a wide range of financial services to a substantial and diversified client base that includes corporations, financial institutions, governments, and individuals. The firm is headquartered in New York and maintains offices in all major financial centres around the world (Goldman Sachs Website 2024) 
Newport City Council is a Local Government authority. The organisation employs approximately 6,000 individuals and delivers a variety of services to the residents of Newport. The organisation also has several corporate functions, such as human resources and organisational development which provides support for the day-to-day operation of the organisation.








3.	HR Strategies 
3.1      Goldman Sachs’ HR strategies
Goldman Sachs’ HR strategy is based on the concept of Human Capital Management (HCR). HCR is defined by Scarborough and Elias (2002) as “defining the link between HR practices and business performance in terms of assets rather than business processes” (Baron & Armstrong 2007). Specific to Goldman Sachs HCR allows the organisation to take a “strategic approach to attracting, developing and managing a global workforce”. To achieve this, HCR is divided into teams that deal with distinct areas of the employee life cycle, from recruitment and onboarding through people analytics, executive and firmwide compensation to change management (Goldman Sachs Website 2024)


3.2     Newport Council HR strategies

The Human Resources and Organisational Development Team at Newport City Council is comprised of 19 individuals and delivers all professional people management processes, including employee relations, learning and development opportunities, employee engagement activities, employee wellbeing initiatives, business partnering for transformation and change management and workforce planning. The overall Council HR strategy can be found in the ‘People Plan 2023 – 2028’ with the strategic themes being ‘representation & transformation’, ‘employee wellbeing’, ‘employee engagement’ and ‘employee experience’. 

            3.3    Internal and External changes impacting both organisations 

The HR strategies adopted and implemented by all organisations are in some way shaped and impacted by internal and external factors. Internal ‘micro’ factors can range from the organisational structure and culture through to the workforce demographic. External ‘macro’ factors can include economic, technological and societal changes, largely beyond the influence of the organisation itself (Vasave 2022) 



Internal factors that have influenced the HR strategy of Goldman Sachs include a recalibration of employee performance ratings in 2020 to increase clarity and improve performance, focusing on attracting a diverse workforce, particularly women and underrepresented ethnicities by launching initiatives to increase the diverse representation of the VP cohort in 2020, and the launch in 2020 of a second annual ‘career pivot series’ in order to help retain and develop staff (Goldman Sachs 2020 People Strategy Report). These and other initiatives have helped drive the HCR strategy in terms of working strategically to attract and develop staff. 
Internal factors which have influenced the HR strategy of Newport City Council, as stated within the People Plan 2023-28, range from increasing the diversity of the Council workforce by offering opportunities for apprentices, graduates and volunteers and promoting the use of the Welsh language through supporting wellbeing practices and increasing communication channels and reviewing of the onboarding and induction processes. This would be achieved by reviewing employee data held and the recruitment and selection processes, together with recruitment events aimed at attracting diverse entrants to the Council, offering online/virtual wellbeing sessions to all staff, increasing staff engagement activities such as staff surveys and reviewing the onboarding process for new staff to ensure relevance and fitness for purpose (Newport City Council People Plan 2023 – 2028)
External factors which have affected both organisations include recent global economic crises and the Covid-19 pandemic. In the case of Goldman Sachs, the financial crisis of 2008 significantly reduced revenue for the company to approximately half of the year before. Additional regulation introduced because of the crisis also served to reduce revenue (Shi 2022) 
External economic factors have also affected the ability of Newport City Council to provide services to the public, for example the historically high levels of inflation and increased demand for services provided by the Council such as social services and housing. To try and address this, measures implemented included increasing Council tax by 8.5% in 2024 (Newport City Council Budget 2024) 
The Covid pandemic also had far reaching consequences for both organisations in terms of the way they work and challenges for HR. Mergers and acquisition activity slowed dramatically in the wake of the pandemic however was expected to recover faster than previous downturns (Goldman Sachs Briefings newsletter 2020). The pandemic brought unprecedented challenges onto services provided by Newport City Council, in response to which the Council agreed four strategic recovery aims covering supporting education and employment, supporting the environment and economy, supporting the health and wellbeing of citizens and supporting citizens post Covid, which aligned with the current Corporate plan (Newport City Council Cabinet Report 2022). 


With regards to the effect of the Covid pandemic on HR, both organisations were forced to comply with restrictions imposed meaning a shift from office-based work to working from home. This required updating and implementing the agile and home working policies for Newport City Council which have largely stayed in place, with Council employees continuing to have the option to work flexibly if this does not impact on the ability to deliver service. The policy of Goldman Sachs has been substantially different; once restrictions were lifted, with the organisation actively, some reporting aggressively, required staff to return to their office based working environment, with even the CEO, David Solomon quoted as stating remote working was “an aberration that we’re going to correct as soon as possible”. This appears to be in line with the HR thinking of many other large financial institutions. (Sukhraj 2023, Perez 2021)

3.4	Specific organisations approach HR

The overall approach to HR taken by Goldman Sachs is that of Human Capital Management (HCR). This is achieved within Goldman Sachs by having dedicated teams responsible for each stage of the life cycle of an employee as follows: 
Benefits and Wellness, Business Partners, Change Management, Diversity and Inclusion, Employee Relations, Engineering, Executive Compensation, Firmwide Compensation, Leadership and Management, Learning and Engagement, Mobility, Organizational Design, People Analytics, People Experience Delivery, People Science, Performance Management, Product Management, Recruiting (Goldman Sachs Website 2024)
The approach to HR taken by Newport City Council is more holistic, with the HR & OD Team responsible for all aspects of human resources and development of staff within the Council. The core strategy is very ‘people centric’ as can be identified by the four key strategies below:
Representation & Transformation, Employee Wellbeing, Employee Engagement, Employee Experience (Newport City Council People Plan 2023 – 2028)
In contrast to Goldman Sachs, Newport City Council has continued to adopt a hybrid workplace policy, following consultation with staff in a ‘new normal’ staff survey. The results showed 62% of respondents were working their contracted hours from home, with 21% working some of the time at home and some of the time from the Civic Centre. Only 3% of respondents were working their contracted hours from a workplace (Newport City Council ‘New Normal’ Staff Survey)



3.5    Key HR concerns for both organisations

In 2021, a group of employees at Goldman Sachs took the unusual step of creating a survey relating to working conditions at the company, which detailed an unhealthy culture of excessive working hours (on average 95 hrs worked per week with only 5 hrs per night available for sleep) leading to a detriment to the employees mental and physical health. The results were released by the employees internally and immediately went viral, leading the organisation to issue a statement confirming they were “listening to their concerns and taking multiple steps to address them”. This highlights a key concern of ensuring an adequate work/life balance for employees (Markortoff 2021)
In early 2023 the HR & OD team at Newport City Council identified in consultation with senior management that following the change to hybrid working enforced by the COVID pandemic that levels of employee engagement needed to be improved upon. This presented a challenge to the HR team as the workforce within the Council is incredibly diverse, both in terms of the makeup of the workforce and the range of working locations.  In response to this concern a new annual employee engagement cycle was introduced, comprising events, an employee survey, and an employee conference. To also aid in employee engagement a review of the Council’s employee values was introduced in 2023. Employees were encouraged to engage to help develop and embed a new set of values and behaviours to reflect the ‘new normal’ way of working. 


4. HR strategy comparison 

4.1 Recruitment and retention
The recruitment policies of Goldman Sachs appear to focus on identification and hiring of candidates direct from academic institutions, with the organisation hiring from over 650 schools and universities globally in 2022 (Goldman Sachs 2022 People Strategy Report). The strategy of Goldman Sachs in respect of retention of staff focusses on internal mobility, which was a key focus in 2020. This strategy involved external analysis of data and staff surveys. The results highlighted potential barriers to mobility which were worked upon to improve the potential for and experience of staff wishing to diversify. (Goldman Sachs 2020 People Strategy Report) 


The recruitment policy of Newport City Council is focussed on recruiting the best candidate for the role, as such, a large degree of success with regards to delivery of the services the Council supplies rests on the competence and ability of the staff delivering the service. To achieve this the Council is an equal opportunities employer and committed to recruiting staff in a non-discriminatory way (Newport City Council Recruitment and Selection Policy) The strategy in relation to retaining staff is a core part of the Councils people plan, with three of the four strategic pillars of the plan relating to overall employee satisfaction, a prime factor in employee retention. 

4.2    Engagement 
Engagement with employees of Goldman Sachs revolves around the ‘Three conversations at Goldman Sachs’ framework. This involves formal discussions with employees at three points in the year – goal setting at the start of the year, a mid-year progress report and an end of year evaluation. In conjunction with this a twice annual ‘people pulse’ survey provides the opportunity for staff to share feedback on key areas such as career development, job satisfaction and trust. (Goldman Sachs 2022 People Strategy Report) 
Engagement with employees of Newport City Council has been a challenge to overcome since the implementation of the hybrid working environment and formed part of the Councils ‘People and Culture Strategy 2017-2022’, including a commitment to ‘improve engagement by creating a listening culture’. This was further refined in 2023 with the introduction of the annual employee engagement cycle. (Newport City Council People and Culture Strategy 2017-2022) 


4.3      Performance management

The performance management strategy implemented by Goldman Sachs revolves around the ‘KFCI’ framework (Know, Focus, Care, Inspire). The ‘three conversations at GS’ strategy ties into this framework to allow managers to provide focused feedback (Goldman Sachs 2020 People Strategy Report).
Performance management at Newport City Council is focused on monthly ‘check-ins’ between staff and their line manager where performance and personal and professional objectives are set and reviewed. 



5. Diversity and Inclusion

The HR strategy of Goldman Sachs relating to diversity and inclusion focuses on aspirational goals to increase the number of women and ethnically diverse candidates hired. This has led to the partner class of 2022 being the most diverse to date, with a makeup of 29% women, 24% Asian, 9% black, and 3% Hispanic, 3% LGBTQ+ and 3% veterans from a class of 80 students. In addition to this, in 2022 Goldman Sachs introduced the ‘We’re all in’ campaign to enhance self-identification within the organisation, to assist with data gathering, understanding the makeup of the workforce, and enabling tailored work and support packages based on the data. This has been a remarkable success, with 98% of the workforce disclosing their self ID. (Goldman Sachs 2022 People Strategy Report) 

Support networks within Newport Council’s workforce form a large part of the strategy relating to diversity and inclusion. The Council has established a diversity staff network for staff who are from a minority ethnic background, a Pride staff network for those who identify as LGBTQ+ and a disability inclusive IN-NCC network (Newport City Council website). 


6. Impact of AI on HR strategies

The advancement of artificial intelligence (AI) capabilities can have a considerable impact of the functions of HR, from more traditional HR functions through to strategic human resource management (SHRM). Advances in AI can streamline the more mundane HR practices, allowing HR staff to focus on more strategic objectives. AI can also assist with shaping HR strategy with increased data analysis allowing organisations to be more proactive in their strategic thinking (Sakka et al 2022) 
Goldman Sachs as an organisation is working to develop AI which could advance their business practices, however unlike some rival financial institutions they are currently concentrating on streamlining internal practices rather than developing client facing systems (Azhar and French 2023) 
Newport City Council has been slow to incorporate the possibilities of AI into their HR practices, and whilst advances have been made to automate parts of the HRM programme the Council currently does not use AI for this purpose. 



7. Conclusion 

While traditional office-based workplaces offer structure and face-to-face interactions, hybrid working models afford flexibility and autonomy that is preferred by an increasing number of today’s modern workforce. 

The two organisations detailed in this report have taken definite steps to enforce their preferred model of working, with Goldman Sachs returning to their office-based structure as soon as COVID restrictions would allow, whilst Newport City Council have chosen to maintain the hybrid working model, allowing staff to choose their working location where practical. Whilst criticised at the time, the stance taken by Goldman Sachs has allowed for closer collaboration between staff, and taken with advances in employee engagement and benefits has seen the organisation move a staggering 129 places into the ‘top 10 companies most admired for HR’ in 2023 (Colletta 2024) The HR strategies employed by Goldman Sachs are tailored to the industry in which they operate, such as recruitment straight from educational establishments and upward mobility within the organisation. By contrast, Newport City Council have attempted to put employees at the centre of their HR strategies, as can be seen by the employee focus in their People Plan 2023-2028. Extensive consultation was undertaken with regards to continuing to implement the hybrid working environment, as can be seen by the staff survey. Again, the HR strategies are tailored to the industry, with a focus on recruiting the right individuals for the role to ensure the required public services are provided. 

8. Recommendations 

8.1 Goldman Sachs 

From the analysis undertaken and conclusions drawn it is clear the traditional workplace model is working for Goldman Sachs, and therefore would recommend that this model of working continues to be implemented. Recruitment strategies, especially those relating to increasing the diversity of the workforce are working as shown by the increase in diversity in the partner class of 2022, therefore this should also be continued. Retention of staff is a concern, as highlighted by the employee survey relating to working conditions published in 2021, therefore I would recommend a focus on increasing initiatives relating to employee wellbeing and helping to restore an acceptable work/life balance for employees. Clearly steps have been taken to address this, as established by the substantial increase in the companies HR rating between 2022 and 2023, but this could change if these forward steps are not continued. 

8.2  Newport City Council 

From the analysis undertaken and conclusions drawn it is clear the hybrid workplace model is preferred by the staff of Newport City Council, and therefore would recommend that this model of working continues to be implemented, subject to service requirements. HR strategies are very ‘human-centric’ and focused on employee engagement and wellbeing, in contrast to those of Goldman Sachs. This can help with employee retention and performance and so these policies should be continued with a view to improving employee engagement. The Council has been slow to adopt any AI based technology to assist with HR practices. Given the positive impact such technology could have I would recommend that the Council undertake feasibility studies to understand whether such technology could be implemented to streamline/improve HR practices. 
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The New Normal Survey Results

Thank you to everyone who contributed to the New Normal survey over August and September – a total of 710 responses were received with an equal proportion across all service areas, giving a valuable and representative insight into the collective views of the workforce.

62% of respondents were working their contracted hours from home, with 21% working some of the time at home and some of the time from the Civic Centre. Only 3% of respondents were working their contracted hours from a workplace.

[image: ]



Over 70% responded to say that their working environment at home had appropriate lighting, ventilation and was a space free from noise and interruption, with fewer individuals having appropriate work station set up – 30% of people say their workstation set up is average or poor. This matches up with the responses seen to the question about DSE assessments – 75% of respondents confirmed that they had undertaken a DSE assessment and as result, 88% felt they had the right equipment to carry out their role from home.

Whilst the expected equipment was available in over 70% of responses (laptop, chair, desk, monitor, keyboard and mouse), fewer people are making use of risers or wrist rests (30%). 9% of respondents confirmed that they have specialist equipment at home, with chairs being the most common item.

99% of respondents have access to broadband at home, 97% of which had it prior to the Covid pandemic, and say that it is reliable – 83% have good coverage.
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13% of the workforce have visited a Council office to work in order to have quiet time away from home, with 4% not having suitable work space at home and 1% needing a safe working environment due to domestic issues at home impacting on work.
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The top three measures that would make staff feel less anxious about a return to the workplace were restrictions on the number of people in the building, a strong focus on cleaning and the use of face coverings. 
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We also asked how important it is for you to have a designated area to work and 50% of respondents felt that it was very important. Slightly fewer (45%) felt that it was also very important to have the same desk and office when returning to the workplace.

When we asked about what facilities you value the most, the top 3 were the ability to make tea and coffee, having fridges and microwaves and drinking water dispensers with the bottom 3 being shower facilities, reflection rooms and vending machines.

61% of respondents were not aware of the Welsh Government’s pilot project to launch public sector remote working hubs but 48% would be willing to work from one if available and close to home. 

With regards to commuting to a workplace, 83% of respondents drove by car with only 7% car sharing. Even fewer walk (10%), use a bus (8%), train (2%) or cycle (8%). Of the car users, 66% have petrol powered vehicles, 32% have diesel and less than 1% have an electric vehicle. If parking was restricted, 68% of respondents would consider an alternative means of transport to work, and would be encouraged by access to discounted public transport and better connectivity of public transport times/routes. An increase of those cycling to work could be achieved if lockers, showers and bike storage was made available (12%)

23% of respondents use their car every day for work purposes, 28% use it 2-3 times per week but 34% only use their car on an ad hoc basis.

3% of respondents are blue badge holders and would require access to a disabled parking space to attend a workplace.
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The most valuable factor of the flexi time scheme was chosen as being able to have time to balance work/life responsibilities e.g. caring responsibilities (49%), closely followed by the ability to accrue time, whereas the 7am-7pm bandwidth was the least popular response as being the most valuable factor of the scheme.



[image: ]







What happens next?

A report will be taken to Cabinet in December proposing some options for the future. These will include considerations about HR policies, the Civic Centre usage as a building, how the democratic process could adapt and the impact of technology. If Cabinet approve the report we will be in a position to start consulting with trade unions on the proposals and communicate with the workforce on what changes are likely to be made. The report has been drafted with your views taken into account and the results of the survey will be included for Cabinet to reflect upon. The Chief Executive will provide further detail nearer to the time of publication. 
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oldman
achs INVESTMENT BANKING

DIVISION

Working Conditions Survey

Goldman Sachs & Co. LLC

February 2021

Goldman Sachs does not provide accounting, tax, or legal advice. Notwithstanding anything in this document to the contrary, and except as required to enable
compliance with applicable securities law, you (and each of your employees, representatives, and other agents) may disclose to any and all persons the US federal
income and state tax treatment and tax structure of the transaction and all materials of any kind (including tax opinions and other tax analyses) that are provided to
you relating to such tax treatment and tax structure, without Goldman Sachs imposing any limitation of any kind.





oldman INVESTMENT BANKING
S Hours Worked KA

On average, first year analysts are working over 95 hours per week and sleeping 5 hours per night

Question Mean

How many hours have you worked this week (ending

2.13.21)? 105 hours
How many hours haV(_e you worked per week on average 98 hours
since January?
How many hours do you sleep on average per night? 5 hours
On average, what time do you sleep? 3am

Source: Survey of first-year analysts, 13 respondents






S Near Term Retention

INVESTMENT BANKING
DIVISION

If working conditions do not change in the next 6 months, most 15t year analysts say they are unlikely to stay at

Question

Mean

If working conditions stay the same, what is the
likelihood you’ll still be working at GS in 1 month?
(1-10, with 10 being most likely)

8.1

If working conditions stay the same, what is the

likelihood you'’ll still be working at GS in 3 months?
(1-10, with 10 being most likely)

5.2

If working conditions stay the same, what is the
likelihood you’ll still be working at GS in 6 months?
(1-10, with 10 being most likely)

Source: Survey of first-year analysts, 13 respondents
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hid  Effect on Physical and Mental Health INVESTMENT BARKING

1st year analysts report that the stresses of work have been detrimental to both their mental and physical health

Question Mean

yo
Id@c,.
@ase
Rate your mental health before and after starting this
job
(1-10, with 10 being healthiest) 2.8
Before After
Rate your physical health before and after starting this
job
(1-10, with 10 being healthiest) 23
Before After

Source: Survey of first-year analysts, 13 respondents






SHE Analyst Treatment (1/ 3) NVESTMENT BANKING

All respondents feel as though work hours have negatively impacted their relationships with friends and/or
family. The majority of 15t year analysts feel they have been the victim of workplace abuse and have or
considered seeking help due to deteriorating mental health

Question Percent

Have your work hours negatively impacted
relationships with family and/or friends?

Do you feel like you’ve been a victim of workplace

abuse?

Have you sought or considered seeking counseling,
therapy or any additional services for your mental
health due to the stress of this job?

Source: Survey of first-year analysts, 13 respondents






SHE Analyst Treatment (2 / 3) NVESTMENT BANKING

All respondents have experienced unrealistic deadlines and a large majority have been ignored in meetings
that they worked hard to prepare for

Question Percent

Have you frequently experienced:
Unrealistic Deadlines

No
8%
Have you frequently experienced:
Shunned / Ignored in Meetings

Have you frequently experienced:

Unwarranted, Invalid or Public Criticism

Source: Survey of first-year analysts, 13 respondents






SEEE Analyst Treatment (3 / 3) NVESTMENT BANKING

Some analysts have been shouted at and/or sworn at

Question Percent

Have you frequently experienced:
Blaming without Justification

Have you frequently experienced:
Shouting or Swearing

Have you frequently experienced:
Excessive Monitoring or Micromanagement

Source: Survey of first-year analysts, 13 respondents






oldman - " INVESTMENT BANKING
SHEE  Analyst Satisfaction S

On average, 15t year analysts are very unsatisfied with the firm, work life, and as a result our personal lives

Question Median

How satisfied are you with this firm?

(1-10, with 10 being very satisfied) 2.0

How satisfied are you with your work life? 20
(1-10, with 10 being very satisfied) )

How satisfied are you with your personal life? 10

(1-10, with 10 being very satisfied)

Source: Survey of first-year analysts, 13 respondents






SHd  Possible Impact to GS

INVESTMENT BANKING
DIVISION

On average, 15t year analysts are unlikely to recommend GS as a place to work

Question Mean
If you were to move on to another finance-related role,
how likely would you recommend your team work with
5.4
Goldman Sachs?
(1-10, with 10 being most likely)
How likely are you to actively recommend against using
GS as a financial advisor should you have the capacity 38
to do so? '
(1-10, with 10 being most likely)
How likely are you to recommend GS as a place to work
to aspiring talent? 4.2

(1-10, with 10 being most likely)

Source: Survey of first-year analysts, 13 respondents






INVESTMENT BANKING
Select Analyst Quotes DIVISION

“The sleep deprivation, the treatment by senior bankers, the mental and physical stress...I’'ve been
through foster care and this is arguably worse”

‘I can’t sleep anymore because my anxiety levels are through the roof”

“‘My body physically hurts all the time and mentally I’'m in a really dark place’

“Being unemployed is less frightening to me than what my body might succumb to if | keep up this lifestyle”

“There was a point where | was not eating, showering or doing anything else other than working from morning
until after midnight”

“l didn’t come into this job expecting a 9am-5pm’s, but | also didn’t expect consistent 9am-5am’s either”

“What is not ok to me is 110-120 hours over the course of a week! The math is simple, that leaves 4 hours a day
for eating, sleeping, showering, bathroom and general transition time. This is beyond the level of ‘hard-working’, this
Is inhumane / abuse”
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Rectifying the Situation INVESTMENT BANKING

B 80 hours per week should be considered max capacity

— In order to do our best work and deliver for the firm’s clients we need to be rested and free from juggling an insurmountable
amount of conflicting work streams

B CSwork should be appropriately de-prioritized versus live deal work
— Although CS work is important, completing CS work should not come at the detriment of live deals

— CS work should not be completed after an appropriate time of night (midnight) so that analysts can get sleep when they are
not working on something that is not truly urgent

B Client meetings requiring materials should be scheduled at least 1 week in advance of the meeting date
— In order to avoid unnecessary time crunches teams need ample time to prepare for meetings

— Doing so should lighten stress levels and give teams time to be thoughtful and produce their best materials

B Teams should be required to meet ASAP when a meeting is set to align on content, timing, and capacity

— Often times, VPs create shells for decks that do not align with what senior team members want to show, which results in
junior teams creating the wrong materials. Ultimately, senior team members see these materials and junior team members
often have to start from scratch on incredibly short timelines (less than 24 hours) — resulting in unnecessary stress, subpar
work, and lack of sleep

B For client meetings, teams should be pencils down 12 hours before the meeting

— Junior team members often receive many comments right before meetings with the assumption that they can incorporate
comments at a moment's notice. This adds undue stress and is unreasonable as senior folks are essentially asking them to
put everything else to the side immediately, when instead these comments could have been given and addressed at a more
reasonable time

B The Friday night 9pm policy, and Saturday policy need to be respected

— Junior bankers should not be expected to do any work after 9pm Friday or all day Saturday without a pre-approved
exception, as that is the only safe-guarded personal time that we get

— Often times, junior people are asked to do “quick” work without an exception and it is incredibly hard to push back
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