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Contributing to Coaching and Mentoring

LO1	Be able to assess the impact of coaching and mentoring activity within an 	organisation and make recommendations for further development.

1.1 Investigate the extent to which coaching and mentoring takes place within an organisation.

To enable effective coaching and mentoring programmes, Organisations need to incorporate coaching and mentoring into the Organisational Development Strategy and thus gaining ‘buy in’ from Strategic Management.  This providing a clear understanding of the benefits such concepts can bring to both individuals and the Organisation as a whole, (CIPD, 2020).

The Organisational Development Strategy 2017 - 2022 within Swansea Council (EV1) is led by the HR & OD Department, developed in conjunction with relevant Stakeholders.  This being in line with best practice approach as detailed by LinkedIn, (2019), outlining the role of HR & OD in ensuring managers and stakeholders understand the benefits of effective coaching and mentoring in supporting an Organisation in reaching its business objectives.

One of the main aims within the OD Strategy is ‘Develop Future People’, recognising that people are the most important assets to the Council and are crucial to the success of the Future Council vision.  In order to meet the objective, the Authority are committed to ‘create a coaching buddies & mentors support framework’.

In addition to the OD Strategy, Swansea Council have a Learning and Development Policy which includes a number of learning initiatives offered to employees including coaching and mentoring, (EV2).  When considering the options available, if became apparent following a discussion with the Innovation Officer, (EV3) that due to the ongoing budget savings, the focus on coaching and mentoring has been on cost savings rather than from a developmental perspective.  Therefore, the aim has been to utilise the resources within the Council, identifying where the skills are rather than paying for external trainers/courses.

1.2	Evaluate how current coaching and mentoring activity supports achievement 	of individual, team and organisational objectives.

Effective coaching and mentoring when embedded into the organisational culture and led from a strategic level can support the achievement of organisational objectives.  It is recognised that both individuals and groups have higher levels of engagement, enhance their performance which in turn maximises productivity, Coach Mentoring (2018).

Whilst Swansea Council has incorporated coaching and mentoring into the OD Strategy and L&D Policy, it is evident that Senior Managers don’t have a thorough understanding of the concepts and as such, are not fully engaged with the programmes being delivered, (EV2).

Prior to the pandemic, the Innovation Officer was taking the lead on implementing a Mentoring Programme, (EV4), attending Senior Management Team on a regular basis with myself in attendance as the HR Business Partner for Education.  We produced a presentation (EV5), detailing the benefits of such programme, success stories and the next steps with the aim of Senior Managers encouraging staff to engage.

Unfortunately, due to the pandemic, it is difficult to determine the success of the Mentoring programme in achieving objectives as the ever changing situation has resulted in limited capacity for both mentors and mentees.

In reaching individual, team and organisational objectives, it is clear within the Performance Management policy (EV6) that Managers are responsible for interpreting Corporate, Service and Individual objectives for their staff and in turn staff have a responsibility to deliver on those objectives with the relevant support.  This is reflected within the corporate 121 form for discussion in line with the performance management process, (EV7).

If organisations consider coaching and mentoring as a way of developing and enhancing knowledge and skills of their current workforce, this in turn will save money, improve performance and increase productivity, (Coach Mentoring, 2018).

1.3	Assess factors in the organisation including other learning strategies which 	could impact on the further development of coaching and mentoring.

CIPD, (2020) recognise the importance of linking coaching and mentoring with overall learning and development strategies.  The value of which need to be considered alongside other types of interventions.

Unfortunately, due to the ongoing budget cuts within the public sector, Swansea Council are limited in offering external training and development opportunities and as such are considering ways in which internal resources can be utilised to upskill the workforce in line with the OD Strategy, (EV1) which evidences a learning culture in ‘developing future people’.

An important factor for consideration is the management structure within an organisation which will determine the communication and decision making processes.  Swansea Council have a typical hierarchical structure, (EV8) and as such if the benefits and added value of coaching and mentoring are not clearly understood, there will be lack of engagement from lower level management and staff alike.

When considering future developments of coaching and mentoring, the Strategic HR&OD Manager is currently in the process of updating the HR&OD Strategy, aligning to the Recovery Plan as set out by the Corporate Management Team.  The Strategy identifies ‘Workforce Training and Development’ as a specific strand within the project.  The aim of which will be to ensure Swansea Council have the people with the right skills, knowledge and experience who are effectively led and organisation to deliver the strategy, both now and in the future, (EV9).  Coaching and Mentoring has also been identified as a key action point as part of staff development initiatives by HR&OD, this again encompassing a learning culture within the Organisation.

The consideration of Stakeholder engagement is another important factor.  The role of HR & OD is to ensure engagement from stakeholders providing them with an understanding of the added value to coaching and not just a way of delegating responsibility, LinkedIn (2019).  The draft HR&OD Strategy, (EV9) outlines engagement and consultation with key stakeholders in informing and developing the proposed strands within the strategy.

As noted by Linkedin (2019), Coaching and mentoring when used effectively can bring stability to an organisation whilst incorporating employees into the organisational culture.  This in turn builds resilience, supporting stakeholders in enabling their teams to deal with the ever changing environment.

1.4	Make justified recommendations for how coaching and mentoring activity can 	be developed to benefit the organisation.

It should be recognised that coaching and mentoring is not only beneficial to the individual but also to the coach/mentor and organisation as a whole, Guider (2019).

Therefore, following consideration of the current approach within Swansea Council and the activity already being undertaken, it seems that further understanding of the benefits of such concepts would encourage ‘buy in’ from the Corporate Management Team and further embed a learning culture within the organisation.

It is therefore, recommended for HR&OD to recommence attendance at Senior Leadership Team meetings, clearly outlining the purpose of coaching and mentoring programmes and the added value such initiatives can bring.  It is proposed for the scheme to be introduced in 2 phases, the 1st being development of the mentoring scheme and the 2nd phase developing a coaching scheme, (EV10).

It should be noted that due to the global pandemic and the ongoing budget savings within the public sector, unfortunately the focus of training and development has not been high on the agenda however, the importance of staff development remains and as such is incorporated within the draft HR&OD strategy, (EV9).

The cost implications or designing and implementing the programme are detailed below.  Whilst there is an initial cost, it could be seen as an ‘invest to save’ scheme which would enable the organisation to reach its objective by ensuring the workforce have the necessary skills, knowledge and experience both for now and for the future needs of the organisation.
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Going forward, following discussions with the Innovation Officer (EV3), it is recommenced for mentoring to be discussed as a solution to skills gaps.  The aim is for employees to actively share their experiences by word of mouth in relation to their successes and what they have learnt.  In addition, it would be beneficial to incorporate into the Management Development Programme, (EV11) with a specific topic on coaching, providing managers with the tools to enable them to push back to employees.  This could be delivered by the Innovation Officer with limited cost implications.

The recommendations outlined above are in with the GROW model as cited in Mindtools (2020), which is recognised as a ‘process for developing your people’.  It is a process to assist with structuring coaching and mentoring sessions with colleagues.

GROW - What does it mean?
Think about how you would plan a journey:
· GOAL – decide where you are going
· CURRENT REALITY – where are you now?
· THE OPTIONS – explore the different ways in which you can reach your destination
· WILL – ensure you are committed in making the journey and prepared for potential hurdles you may have to overcome along the way.

This model can enable individuals to improve performance and assist them in reaching their longer-term career objectives.



LO2	Be able to support the implementation of coaching and/or mentoring 	programmes within an organisation.

2.1	Promote the benefits of coaching/mentoring within the organisation, 	recognising and addressing the potential barriers.

As noted by Linkedin (2019), Coaching and mentoring when used effectively can bring stability to an organisation whilst incorporating employees into the organisational culture.  This in turn builds resilience, supporting stakeholders in enabling their teams to deal with the ever changing environment.

During a meeting with the Director of Education, discussions took place regarding current capacity within the team and the requirements to enhance the skills set of 3rd tier management providing development opportunities which also consider succession planning for the future, (EV12).  Having undertaken research in relation to the benefits of coaching and mentoring, I took the opportunity in discussing coaching and mentoring as an option to enhance skill set within the current team but also recognising the limited resources which would have an impact of the effectiveness of the programme.

The Director wished to progress with considerations of such options and as a result, further work is being undertaken by the Project Officer in conjunction with myself and the Principal HR Business Partner in analysing the workforce data and consideration of Learning and Development for staff to enable the service to meet their objectives and build resilience within the Department.

If the HR Team aim to promote the mentoring programme, with a joint up approach employees/managers can be identified to engage in the programme which will utilise the knowledge, skills and expertise within the current workforce whilst also provide networking opportunities across the organisation.  This approach again supporting the objective of providing staff within the necessary skill set for the future of the organisation.

With regard to promoting the current mentoring programme (EV4), both myself and the Innovation Officer aim to attend Senior Management meetings on a regular basis outlining the benefits such programmes can bring but also identifying what is needed in order for the programme to be successful, (EV10).

BrightHR (2019) recognises that when staff engage with learning opportunities, they understand the value they bring to the organisation, whilst gaining confidence both personally and professionally which in the longer term could lead to a strong, workplace culture and as such identify the organisation as a ‘attractive employer’.

2.2	Contribute to the development of organisational coaching/mentoring processes.

As detailed within CIPD, (2020), coaching and mentoring needs to be incorporated into the overall Organisational Development strategy and thus creating a coaching culture with ‘buy in’ from Strategic Management.

With regard to the development of organisational coaching/mentoring processes within Swansea Council, unfortunately due to the pandemic and ongoing budget cuts, there are limited resources and people don’t have the capacity or time to give to such programmes, (EV3).  As a consequence, to date, the Authority has been unable to progress to phase 2 of implementing a Coaching Programme, (EV10).



A review of the HR&OD Strategy is currently being undertaken, led by the Strategic HR&OD Manager with input from the HR Team.  The strategy identifies the importance of ‘developing future people’ with the commitment of creating a coaching buddies & mentors support framework to meet the objective of enabling and building capacity in the people through the development of the Future Academy Framework by 2022, (EV1).

Whilst specific development of such framework is currently unknown, it has been identified for the Management Development Programme to be amended, with the aim to incorporate Coaching and Mentoring, (EV11), (EV1).

In recognising the importance of continuous development of Coaching and Mentoring, the Innovation Officer in conjunction with the relevant HR Business Partner is linking with Senior Management to encourage engagement with such programmes.  All guidance in relation to the Mentoring Programme is available on the Intranet, (EV4) along with the development of a mentoring agreement, (EV13) enabling Mentors/Mentee’s to record their Mentoring Journey and track progress with the Mentoring Relationship.

2.3	Support coaches/mentors to build and develop the knowledge, skills and 	behaviours required for the role.

Whilst coaching and mentoring have similar outcomes, the approaches of each are slightly different.  Both concepts require effective questioning, listening and clarifying skills however, coaching requires a formal trained coach whereas mentoring in usually undertaken by a Senior Manager, (Brighthr, 2021).

In order for the Organisation to ensure Coaches/Mentors have the necessary knowledge, skills and behaviours in order for them to undertake the role effectively, it is important to consider what inspires/attracts employees to engage in such programmes and identify the benefits such role will being.  The presentation created for Senior Managers, (EV5) outlines the benefits being ‘the more skills, experience and knowledge we share in the organisation, the better working relationships we see, better engagement and better productivity’.

As detailed above, Swansea Council have an established mentoring programme providing employees with the opportunity of becoming a Mentor/Mentee.  Once engaged with the programme, HR&OD provide support in ensuring the Mentor is equipped in undertaking the role effectively.  A Mentoring pack has been produced (EV14), providing guidance in setting up and developing a mentoring relationship/partnership and it gives insight into the Mentee’s personal and professional development.

David Clutterbuck Partnership (2018) refers to the crucial role of Line Managers in the development of their staff and identifying coaching and mentoring as two of the most effective ways of supporting and developing employees.

As part of the Management Development Programme previously launched within Swansea Council, Heads of Service were required to identify appropriate line managers within their Service Areas to commit to the programme, (EV15).  This approach evidences the support provided to managers enabling them to gain the necessary skills and knowledge to undertake the role of Coach/Mentor.  In addition, the Development Programme also provides managers with ‘soft skills’ enabling effective questioning and listening skills which are essential for effective Coaching and Mentoring, BrightHR (2021).
 
As outlined during a meeting with the Director of Education, (EV12) it was suggested for the Project Officer, with support from myself and the Principal HR Business Partner in conducting workshops with Managers regarding workforce planning, identifying aspiring managers and considering what support would provide employees with the necessary skills in order for them to undertake effective Coaching and Mentoring.

2.4	Assist potential coachees/ mentees to understand and participate fully in 	coaching/mentoring programmes.

Unfortunately due to the operational demands on my role as HR Business Partner, I have had limited opportunity in understanding how employees are encouraged to participate in the mentoring programme.  However, following completion of the ‘Understanding Coaching and Mentoring’ module and undertaking research within Swansea Council, I feel I am now able to assist employees in becoming potential coaches/mentees.

As detailed within the Coaching and Mentoring Strategy, (EV16) there are two options where individuals can put themselves forward in expressing an interest in becoming a mentee/coachee.  These being during informal 121’s or an annual appraisal.  It is important during these discussions for Managers and employee’s to identify the appropriate form of development and ensure they understand how they can fully participate in such programme.

During a discussion with the Innovation Officer, (EV3) it became apparent that the take up of the Mentoring Scheme has not been as successful as initially thought due to the difficulty in getting the Communications Department on board for support and engagement.  Without the appropriate communication, there are barriers in employee’s understanding ways in which the can participate.

Having considered this, going forward, the Authority is considering incorporating coaching and mentoring into Performance Management and personal development plans to identify skills gaps and obtain skills through a mentor programme.  Success stories are able also identified as a way of engaging people in understanding the benefits however, to date this has been difficult as people don’t want to be filmed.

The HR&OD strategy, (EV1) details ways of embedding coaching and mentoring within the Organisation.  It is important for employees to undertake both concepts as being a solution to skills gaps with the aim to actively share experiences by word of mouth in relation to their successes and what they have learnt.  If Senior Managers relay the key messages and signpost individuals to the intranet, (EV4) via team meetings, 121’s, annual appraisals, this will provide employees with an understanding of the programme, the added value and ways in which they can participate.

2.5	Support the on-going evaluation and continuous improvement of the 	organisation’s coaching/mentoring programmes.

It should be recognised that coaching and mentoring is not only beneficial to the individual but also to the coach/mentor and organisation as a whole, Guider (2019).  Organisations should therefore support on-going evaluation and continuous improvement of the programmes.

With regard to the Mentoring Programme within Swansea Council,, surveys are conducted by HR with the first being the 1 month review (EV17) and the second being 3-6 months review (EV18).  The purpose of undertaking the surveys if to evaluate what the employees are getting out of the experience, identify any problems and gather feedback as to whether the programme is working or identify areas of improvement.

On considering the feedback following the 1 month review, the majority of the feedback is very positive from both Mentors and Mentees.  Unfortunately, the feedback from the second survey was disappointing however, following a discussion with the Innovation Officer, (EV3) this could be as a direct result of the pandemic in that employees are being required to work during challenging times.

Both Mentors and Mentee’s are encourages to take responsibility for their own experience, therefore the mentoring forms, (EV19) (mentoring action plan – what do I want to achieve, Mentoring Review Form – how am I progressing, Mentoring Log – mentor and mentee’s own reflection) are to be used as part of the mentoring pack to provide an evaluation criteria such as co-ordinating their own meetings (recommended once a month), recording how the mentee is progressing from one meeting to the next and providing 360 degree feedback and self-assessment in the mentoring meetings.

On conclusion of undertaking an analysis of the contributions made to Coaching and Mentoring within Swansea Council, from a personal perspective I feel I have enhanced my understanding of Coaching and Mentoring and have the confidence to engage Senior Management in discussions regarding the benefits and encourage engagement from employees.

In addition, I have the knowledge to provide advice in relation to training needs analysis and identify where Coaching and Mentoring could be used as a tool to fill skills gaps and provide development opportunities for both Mentors and Mentees.

Going forward, I feel I can fully engage with the development of both concepts however, to further enhance my knowledge, skills and experience within this area, I have requested to attend Action Learning sets as the subject matter expert, and continue to work in conjunction with the Project Officer and Principle HR Business Partner in undertaking Workforce Planning within the Education Department, (EV20).
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Notes on candidate evidence matrices

Candidates should be encouraged to develop a matrix indicating how their evidence relates to each unit/module and learning outcomes/assessment criteria. This helps advisors and assessors to support candidates to draw links between units and encourage cross-referencing and the possible multi-use of evidence.

Evidence matrices can be developed using the unit/module and learning outcomes/assessment criteria, giving candidates an opportunity to link their evidence to each outcome. 

Another approach is to have a more generic form where candidates list evidence and tick relevant boxes to show coverage.

Whatever approach is employed candidates should be encouraged to complete these forms themselves and not expect assessors to do this for them.
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Organisational Development (OD) 



Strategy Aspirations 2017-22




1.0 Strategic Context


1.1 The Council’s workforce is one of the most important elements in service delivery. Welsh Councils employ 140,000 people, which means 1 in 9 of the total Welsh workforce is directly employed in delivering services that communities need. A Welsh Local Government Association (WLGA) workforce spokesman said recently:


“The sustainability of public services is identified by the sustainability of the workforce delivering them”


This concept of a sustainable workforce is the keystone of this OD strategy. Only a sustainable workforce approach can deliver the aspirations and well-being objectives in the Swansea Council Corporate Plan. This strategy delivers particularly on the Transformation & Future Council priority within the Corporate Plan.


1.2 The external environment continues to be volatile and uncertain, exerting both positive and negative influences, with the potential to affect the Council’s organisational development. Key areas include:

· Continuous or perma-austerity, meaning staff and managers have to continually innovate to meet rising demand for services, thinking commercially and digitally about how to deliver, commission and fund services

· The importance of sustainable local communities, which has seen a significant increase in community ownership and the need to develop services in partnership with residents. Staff, managers and councillors are using a holistic approach now more than ever

· Workforce integration and movement across sectors as the Social Services and Well-being Act (SSWBA) brings community health services staff together and as staff move between public / third sectors and higher education organisations in Swansea

· Agile working practices are growing and an agile culture is developing which has an impact on leadership and management styles

· Local government reform (LGR) and the drive towards regional and shared services with partners’ means different ways of working and delivering services, in some cases new governance models such as joint ventures or arm’s length companies. This is leading to a rise in generic cross-sector skills not just techno-professional competence and greater matrix working across teams

· The need for transformational leadership skills to embrace change and deliver on the Council’s priorities at pace

· Emerging new technologies and the drive towards digital, embracing and interpreting these changes into innovative new ways of working and delivering projects. This includes growing business intelligence capability to inform decision-making. This also has brought a heightened emphasis on data management and security

· The success of the City Deal which is driving new ways of thinking, governance models, new relationships and networks, and driving innovative solutions for the City.


1.3 Current Capabilities and the Gap


1.3.1 The Council’s current OD function is small and focused primarily on generic business support training and learning courses. Training and learning activity and budgets are mainly dispersed across Directorates, with little corporate co-ordination or visibility. Training and learning for Social Services has recently moved into the corporate OD function and significant change is taking place to ensure the future model for Social Services training is sustainable and effective. 



1.3.2 Incremental progress is being made around OD however, this strategy aims to significantly accelerate the pace and scale of OD projects and transform the way of working. 

Examples of existing projects include:

· The Innovation Community, which comprises staff from across the Council. Projects have already delivered positive results for both staff and the organisation. Further work is needed to engage more staff from across all services and grow the community. A review is underway with recommendations due in November 2017

· Talent management capability is growing as new digital solutions are released, including business intelligence and toolkits to support managers. Corporate information needs improving. A rewards and recognition project is underway.

· Workforce planning is now embedded as part of the service planning process however, despite some good practice examples it lacks maturity and consistency Council wide

· The Sustainable Swansea – Fit for the Future (SSFFF) programme is well established. It has delivered significant change and contributed to £48m of savings across the organisation. The programme is reviewed and updated annually. The programme currently has three areas of focus: Transformation, Digital, and Future Council. This strategy forms part of the Future Council programme of work

· A role description for the Swansea Manager has been developed and agreed with a greater emphasis on generic leadership and management skills. However this needs further work to fully embed across the Council and further into other roles, not only management

· The Change Plan was developed and agreed in 2015 and has been partially delivered. This needs to be reviewed on an annual basis alongside SSFFF and updated accordingly

· The agile working programme has been very successful and will continue to roll out further. The programme is driving new behaviours, management and leadership styles and pushing out new digital skills to staff and Councillors

· The Apprenticeship and Traineeship Scheme has been very successful and will continue to roll out further across Directorates

· The Councillor Induction programme is being expanded and developed with Members seeing a significant increase in training and learning over the past twelve months, especially with regards to digital skills and the handling of data.


1.3.3 This strategy has a five year focus, however, there are gaps and risks emerging for Swansea Council which this strategy seeks to align:


1. The age profile of the current workforce. 40% of the organisation (excluding schools) is aged over 50, whilst over 60% are over 45

2. Leadership and management development for middle managers. Following a significant number of early retirement / voluntary redundancies and subsequent restructurings, a skills gap has occurred and a loss of identity resulting in a potential lack of engagement. Managers may not have been through a corporate programme for some time, or are finding the need for new additional leadership and management styles because of the changing environment. Evidence has also pointed that there is lack of identity in this tier of managers and as a result the view is that engagement opportunities are limited 

3. The Council needs to improve its ability to regularly horizon scan both corporately and within Directorates, so that OD plans ensure the Council has the workforce for the future

4. Staff perception around the lack of development, rewards and recognition, and career opportunities within the Council. This theme emerged from both the staff survey and staff event last year

5. Generalist skills and knowledge moving towards a modern multi-skilled approach are needed to complement the current technical / specialist and management skills. By way of example, there is an urgent need to develop commercial and digital knowledge across everyone

6. Council Culture (the way we do things around here). There is not a consistent culture meaning that the degree and pace of transformation depends on the Service, as opposed to it being a whole organisation approach

7. Local government is traditionally configured around the standardisation of work processes and skills compared to entrepreneurial or innovative organisations in other sectors that would have flatter structures and more multi-skilling / generic management skills. Despite de-layering initiatives between 2015-2017 there are still the same number of posts at grade 10 and above, some of which is due to successful Job Evaluation appeals

8. Decision-making skills and accountability are needed in order to ensure quick and effective decision-making at the appropriate levels, but to also ensure true organisational agility and increase speed of reactions. Whilst it is essential to log risks and escalate where necessary in a universal way

9. Digital support systems need improving so the organisation has access to the tools, data and business intelligence to get involved in the OD projects within this strategy

10. Delivering in partnership. Swansea Council is not the only organisation facing these challenges and a joint approach shares learning and provides opportunities for efficiency. Taking the concept a step further, partnership working could enable job rotation across sectors - particularly at management level - increasing the talent pool regionally.


1.4 This strategy has been developed alongside the OD Review, informed by:

· Workshops with staff and managers

· 1 to 1 conversations with Directors and Heads of Service so the strategy reflects ‘global and local’ needs

· Good practice research nationally and internationally

· Research in England into 21st century public servant and 21st century councillor and the work of the LGA-SOLACE-PPMA 21st century public servant steering group

· Work of Academi Wales particularly leadership and management

· Workforce development plans within Health in Wales including through the NHS Wales Informatics Service (NWIS) 

· Work of ARCH (A Regional Collaboration for Health) developing the health and care workforce, leaders and innovators of the future

· Work of the all-Wales Continuous Improvement Community. 


1.4.1 This is the first iteration of the strategy and it will require further input from staff, councillors and relevant partners. As the implementation plan delivers, the approach and direction will be reviewed and updated on an annual basis.
All tasks and objectives will be co-designed and co-produced with staff.



1.5 Definition of OD

There is no unilateral single definition of OD. For the purposes of this strategy, Swansea Council is defining OD as encompassing:


1. Talent management: Managing talent through effective recruitment, retention, rewards and recognition 

2. Development at all levels: Individual, team, and organisation through Training, learning and development for the whole workforce and Councillors

3. Management and Leadership capability in the organisation

4. Workforce planning and succession planning

5. Developing an agile workforce and 21st century public servant / councillor

6. Developing organisational agility 

7. Specific technical skills issues emerging within specialist services / Directorates

8. Organisational culture (the way we do things around here)

9. Innovation capability in the organisation (including transformation and improvement of processes)

10. Transformational leadership capability.



2.0 The Vision for Organisational Development



“OD will be a real tool of organisational success at Swansea Council by 2022”



3.0 Organisational Development Strategic Approach and Implementation



The vision for OD will be delivered through 4 main aims:



· Develop Future People



· Develop Future Information Governance, Systems, and Processes around OD



· Create Engagement Within and Outside the Council



· Become an Agile Organisation



Each of the aims will be supported by a number of objectives and tasks. The 4 main aims support a ‘whole system’ approach, supporting other strategies and implementation plans already in flight across the Council. The proposals within this strategy will give due regard to the existing Job Evaluation scheme. This OD strategic approach and implementation will directly support and influence the areas identified below and will be underpinned by the change plan being developed by the Future Council strand of the SSFFF programme:
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3.1 Develop Future People 



People are the most important assets to the Council and are crucial to the success of the Future Council vision. To achieve this, there is a need to develop a multitude of 21st Century skills and behaviours in all people, and ensure they are led and managed in an effective way, to work together to meet the vision and aspirations of the Council. 



The objectives to achieve this aim include:



1. To enable and build capacity in the people through the development of the Future Academy Framework by 2022

2. To collaborate and increase the co-ordinated use of apprenticeships by 2019



To meet the objective of enabling and building capacity in the people through the development of the Future Academy Framework by 2022 we will: 



· Develop future development programmes for every level of the Council

· Implement the leadership café concept to create an informal forum for people at every level of the Council to discuss and develop leadership. 

· Create a coaching buddies & mentors support framework 

· Develop a graduate programme in collaboration with Academi Wales

· Further develop and refine the manager toolkit to enable easy access to information for managers

· Adopt a senior leadership behaviour programme



The Components of the Future Academy Framework:











To meet the objective of collaborating to increase the co-ordinated and use of apprenticeships by 2019, we will: 



· Align OD to existing processes and procedures for all job adverts, redeployments, and secondments to embed apprenticeship consideration





11



Diagram representing the Future Skills model across the organisation
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3.2 	Develop Future Information Governance, Systems, and Processes around OD



In order to increase effective evidence based decision making, there is a need to ensure that the relevant information is available to managers and leaders so that they are able to make effective decisions confidently. In a time of austerity, there is a need for greater governance and visibility of development opportunities to take advantage of economies of scale and external funding opportunities. In order to ensure a cost effective and high quality delivery, there is also a need for new innovative and digital methods of delivery. 



The objectives to meet this aim are to:

1. Further develop digital talent management and succession planning systems and processes by 2021

2. Further develop information governance around OD by mid-2018

3. Review 100% of courses we need to deliver by 2019 and develop the alternative methods of delivery



To meet the objective of further development of digital talent management and succession planning systems and processes by 2021, we will:



· Further develop IT systems to enable the recording and analysis of learning, training and development requirements and link in with performance management dashboards. 

· Review and develop an integrated recruitment, retention and induction framework

· Review the appraisal process with key stakeholders

· Build on existing apprenticeship registers to create a central reporting system for both higher and lower apprenticeships



To meet the objective of further developing information governance around OD by mid-2018, we will: 



· Develop a communication network through the design and development of reporting and consultative forums/hubs.



To meet the objective of reviewing 100% of courses that we need to deliver and develop the alternative methods of delivery by 2019, we will: 



· Train local SME's to deliver their expertise through courses, whilst also making greater use of webinars and videos to increase efficiency and effectiveness for all applicable courses.





3.3 Create Engagement Within and External of the Council



To enable organisational success, there is a need to ensure that all the people of the Council understand and are working towards the Councils vision, aims and priorities. To achieve this, the Council must work in a collaborative and inclusive manner where all people understand how they contribute and how they feed into the bigger picture. 

The WBFG Act, SSWB Act and the recent LGR paper means that the Council must begin to work in a more collaborative way with partners to co-design, co-deliver and co-own issues and initiatives. 



The objectives to meet this aim are:



1. Extend the culture where all staff feel empowered, motivated, engaged and valued by 2022 and beyond. 

2. Extend the culture of collaboration internally and externally and increase matrix working by 2022 and beyond.



To meet the objective of further developing a culture where all staff feel empowered, motivated, engaged and valued by 2022 and beyond, we will: 



· Review & co-produce an employee charter where managers and employees agree expectations 

· Build on engagement initiatives to enhance peoples understanding of how they fit into the bigger picture

· Define and create an identity and community for 3rd and 4th tier managers

· Develop staff 'idea' and ‘knowledge’ hubs to co-develop and test potential ideas and share knowledge and experience 

· Review gaps in the innovation community and direction of focus 



To meet the objective of extending the culture of collaboration internally and externally and increase matrix working by 2022 and beyond.



· Create a strategy to develop behaviours and capacity for co-creation & co-production by building upon existing relationships with other Local Authorities, Agencies and the WG 



3.4	Become An Agile Organisation



In today’s world of austerity and ever-changing circumstances, flexibility and speed are considered key components to adapt, survive and thrive. Therefore, there is a need for effective and decisive decision making at the right level, whilst relevant risks and issues are highlighted and reported. There is also a need to ensure that the Council has the right skills and experiences within teams, so they can react quickly and effectively to any given situation and work across boundaries.



The objective to meet this aim is: 



1. To enable individuals and teams to work across departmental, directorate and organisational boundaries by 2021



To meet this objective we will:

· Review policies and practices in ways which increase secondments and job sharing across the Council and actively support progression opportunities

· Review how to empower decision making at the appropriate levels and assess and log the risks 

· Review ways to increase matrix working

· Review the change plan, update actions, responsibilities, and communicate



4.0 Potential Risks around Implementation


Key risks and suggested mitigations identified as part of compiling this strategy include:

· If developments are not delivered quick enough, then some of the risks identified at 1.3.2 may become issues for the organisation. This risk will be mitigated by embedding OD into service planning priorities.

· If the organisation is unable to devote sufficient time to the changes, then developments will not be achieved. This risk will be mitigated by embedding OD into service planning priorities.

· If further investment is not made into OD, then the some of the risks identified at 1.3.2 may become issues for the organisation. This does not necessarily have to be internal investment. This risk will be mitigated by seeking out grants and funding, or existing networks / partnerships to build capacity.

· If services do not have the capacity to focus on OD then workforce and service sustainability issues may escalate further.



5.0 High Level Implementation Plan



The high level plan in the diagram attached identifies proposed implementation across years with the priority areas started in year one (2018).
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1. Policy Statement 


 
1.1  The City and County of Swansea is committed to the training and development 


of all its employees in order to ensure the consistent delivery of quality services 
to its customers and clients. The aim of the Council is to embrace best practice 
and is demonstrating this commitment by striving to develop its Investors in 
People status. 


 
1.2 As a guiding principle, all staff must be offered appropriate and relevant 


development opportunities in order to: 
 
 Create a flexible workforce 
 Utilise existing staff more effectively 
 Increase their skills and improve their performance 
 Ensure retention of employees 
 Offer enhanced career opportunities and increased job satisfaction 


 
However, certain “business considerations” should be applied, namely that: 
 
 The development intervention must be affordable and cost effective  
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 The training/development must be directly relevant to the employees 
role  


 The training/development must be based on the needs of the 
department identified, in part, through workforce and succession 
planning activities 


 
1.3 Individuals must take responsibility for their own self development by identifying 


their own training requirements in line with their performance in their current role 
and their future career aspirations. They must also take the Council’s Skills 
Pathway framework into consideration. This must be discussed with line 
management as part of the employee’s routine performance and development 
review processes. 


 
1.4 Line Managers are responsible for ensuring that all employee training needs are 


identified in line with current post requirements and any potential future 
succession planning requirements, ensuring the sustainability of the service.  
Managers will ensure that personal development plans are developed; work 
standards are set and work performance evaluated. This is to be done through 
the Business planning and Performance Appraisal processes (in that order). 


 
1.5 It is also recognised that colleagues of similar grade and status need to meet to 


share and exchange experiences and knowledge etc. it is also important that 
development opportunities involve employees of different grades, disciplines, 
departments and take account of regional/national benchmarking and 
improvement initiatives.  


 
1.6 The mixing of employees from different grades and departments and 


organisations during workforce development activities (both formal and informal) 
is to be encouraged, when appropriate, in order to build experience and 
knowledge, help team building across the Authority and beyond, reduce the risk 
of silo working and develop a greater understanding of roles and problems 
encountered. 


 
1.7 There are several key areas and types of development opportunity that exist for 


all employees of the Swansea Council. 
 


 Induction Training (Mandatory) 
 Corporate Training and Departmental Training (Either Mandatory or 


Optional) 
 E-Learning – both formal (via Learning Pool) and informal 
 Management Development (both for existing/established managers as 


well as employees newly appointed to a management role)  
 Short Term Externally Provided Training (e.g. one or two day external 


courses) 
 Longer Term Further Education/Study (e.g. NVQs, MAs etc) 
 Professional/Vocational Training  
 Informal Development Opportunities (e.g. Coaching, Shadowing, Action 


Learning Sets etc) 
 


1.8 Managers must be aware of and comply with the Public Sector Equality Duty 
(Welsh Regulations) and the requirement to record information in relation to 
training requests submitted by employees.  Guidance on the recording and 
reporting process is available from Human Resources.  Managers should also 
be aware of the training provisions contained in the Redeployment Policy. 
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2. Scope 


2.1. This policy applies to all employees other than those in educational 
establishments with delegated powers 


3. Induction Training 


3.1. Line managers should assess the training needs of all new staff to their 
department in order to help them perform to a satisfactory standard from the 
outset.  


3.2. They should design a departmental induction programme to meet the specific 
needs of individual starters, together with the Corporate Induction programme 
which must be attended by all new employees to Swansea Council. 


3.3. Newly promoted staff should also have an individual training plan in order to 
prepare them for their new roles and responsibilities; this should also include 
colleagues appointed to a supervisory/management role. 


4. Corporate Training/Departmental Training  


4.1. Developing employee skills in order to enable an individual to do their job 
both effectively and efficiently is a priority for the council.  


4.2. These skills requirements (training needs) must be: 


 
 Directly relevant to the job currently being done 
 Based on the needs of the department as specified in its business 


plan with consideration being given to issues relating to workforce 
and succession planning activities 


4.3. The Corporate Training & Development Team (CT&D) is available to provide 
support and guidance to all Line Managers and should be consulted on such 
training issues. CT&D will provide a detailed Training Brochure outlining 
regular training courses that are available to all council staff (most of which 
are at no cost) together with periodic training bulletins informing employees of 
impending courses, workshops etc. 


4.4. Employees should only book/be booked onto these courses after gaining 
consent from their line manager. 


4.5. It is expected that, once booked onto the course, employees should make 
every effort to attend the training. Failure to attend the course (without prior 
notice of cancellation) will result in a charge being incurred by the respective 
service area (£50 for a full day and £30 for a part day’s training course – 
exceptional circumstances not withstanding). 


4.6. The Corporate Training & Development Team also provides a bespoke 
service, tailoring interventions to specific needs on a one to one or whole 
team basis; including issues dealing with Team Effectiveness, Team Building 
etc. 


4.7. Departmental training functions e.g. H&S, Housing and Social Services also 
offer a range of technical specialist training interventions which can also be 
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accessed by the relevant service areas.  Any departmental training should be 
conducted inline with the principles outlined in this policy.   


5. Mandatory Corporate Training & Development Courses 


5.1. There are a suite of Corporate Training Courses that are mandatory for all 
staff to attend. A list of these courses can be found on the intranet pages of 
the Corporate Training & Development Department.  


5.2. Managers are responsible for ensuring that their team members have 
attended these mandatory training courses. 


6. E-Learning  


6.1. The Council has developed a Corporate wide E-Learning portal, using 
Learning Pool software. E-Learning is an electronic, interactive and online 
tool that enables employees to learn new information and skills in an 
accessible and cost effective way at a time and place that is convenient.  


6.2. This provision is intended to support a blended learning approach to staff and 
management training; it is not intended as a replacement for face to face 
training provision. 


6.3. There are a number of ‘stand alone’ courses on the Council’s E-learning 
portal for completion and review by staff and management. Additionally, a 
number of E-Learning courses have been developed to compliment face to 
face courses. Many of these courses require the successful completion of the 
E-Learning module prior to attendance on the face to face course. Where this 
requirement exists it is stipulated at the enrolment stage of the face to face 
course. 


6.4. Where employees are required to complete E-Learning courses, they may do 
so in one of the following ways by prior agreement with their line manager: 


 At their desk/hot desk/workstation    
 By booking into the Corporate Training & Development’s IT suite  


6.5. Time, as well as a conducive learning environment, must be provided by line 
management to ensure uninterrupted time in order to complete the 
designated E-Learning course. 


7. Management Development  


7.1. Management Development is essential to the success of the Council in 
increasing the effectiveness of first level, middle and senior management 
staff.  


7.2. The council must prepare its managers for the growth and changes that 
regularly occur in the working environment especially given the current 
financial climate and the push towards collaborative management.  


7.3. Management Development must focus on developing the key skills required 
to be successful in the organisation and this will correlate with the Council’s 
competency framework and role profiles.   
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7.4. There are a suite of Corporate Training Courses that are mandatory for all 
managers to attend. Attendance on these will be recorded and regularly 
monitored. This list of mandatory courses, along with further detail regarding 
the Swansea Council’s Management Development Policy, can be found on 
the intranet pages of the Corporate Training & Development Department.  


 


8. Short Term, Externally Provided Training 


8.1. N.B.  There is an expectation that training and development interventions 
must only be sourced externally if internal solutions are impossible. 


8.2. Managers that require staff to attend short term, specific training and 
development interventions must confirm, with both the Corporate Training & 
Development Dept. and their own departmental training functions (if 
applicable), that the training can not be sourced internally before seeking 
approval to source training from external providers. 


8.3. Where neither the Corporate Training Team nor the relevant departmental 
training function can provide the required training/development it may be 
necessary to source training from an external provider.  


8.4.  Where this is the case: 


a. For training costing under £1,000 permission must be granted by the 
relevant first line manager and HOS.  For training costing in excess of 
£1,000 permission must also be sought from the relevant Director. 


b. Relevant and applicable procurement regulations must be complied 
with  


c. The development costs, and associated on costs, will be met by the 
employee’s own section/department 


d. The training/development must be directly relevant to the job currently 
being done 


e. Based on the needs of the department as specified in its business 
plan.  


f. Longer Term/Further Education Study 


8.5. All employees of the Council may be eligible for assistance subject to the 
following criteria: 


 The qualification to be studied must be directly relevant to both the 
needs of the department as specified in its business plan, the 
employee's post and to the employee's future development within the 
Authority.  


 The relevant Director will authorise the course in consultation with the 
Head of Service and/or the direct line manager. 


8.6. Support is subject to the availability of resources within the department and 
each application will be dealt with on its own merits. 


8.7. Support is not normally available for employees with less than one year's 
service. However, there may be occasions when the Director feels that an 
employee should begin studying sooner, and ultimately it will be left to his/her 
discretion. 
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8.8. Where alternative arrangements are available for gaining the appropriate 
skills, the option most cost effective to the Authority will be taken.  In all cases 
the Council will be mindful of its Equality Policy Statement. 


8.9. Where an employee fails to sit an examination, submit coursework, fails to 
show satisfactory progress in his/her studies, or discontinues his/her course 
for no good reason (from the employer's viewpoint) the Authority will withdraw 
the support facilities under this scheme and require the refunding of the 
current year's study costs (in exceptional circumstances repayment of 
previous years costs may also be required). 


8.10. Where an employee (who has been granted support for a qualification 
specific to a department) is promoted to another job outside of their current 
department, any issues surrounding the employee's study commitment 
should be discussed in advance of their appointment and acceptance of the 
new terms and conditions attached to that job.  If the department agrees to 
accept the new employee they must honour the employee's study 
commitments for that academic year. A decision on whether or not to 
continue the support in future years should also be made before the 
appointment is confirmed. N.B. It should be noted that decisions of this nature 
should be reached, taking the council’s Principles of Training & Development 
(as outlined above) into account. 


8.11. Where the council has paid for the costs of a qualification for an employee, 
and the employee leaves the Council of their own volition before completing 
the qualification (or at any time up to two years after qualifying) the current 
year’s, or last year’s, costs must be repaid to the council by the employee. 


8.12.  If an employee is unable to attend the course/college for whatsoever reason 
the employee must, as soon as is reasonably practicable, inform both their 
line manager and the college/course provider. Failure to do so will be viewed 
very seriously and may be treated as a potential Gross Misconduct. 


9. Procedure to be followed when applying for Longer Term/Further 
Education Study 


9.1. An employee wishing to complete Longer Term/Further Education Study must 
complete the ‘Training Application Form’, and an 'Agreement for the 
Repayment of Education and Training Fees' form.  Copies will be retained by 
the employee, the employee’s manager and the originals sent to Corporate 
Training & Development. 


9.2. Any application must: 


a. Include the subject matter of the proposed training or study  
b. State where and when the proposed training or study would take place  
c. State who would provide or supervise it  
d. Detail what qualification it would lead to (if any)  
e. Detail how the employee thinks the proposed training or study would 


improve their effectiveness in their job role  
f. Detail how the training/development will benefit the Council 
g. State the date of the employee's last application (if any)  
h. Be signed and dated  
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9.3. This form should be sent to the line manager and a copy forwarded to the 
Corporate Training and Development Manager. 


9.4. Once the employee’s line manager is in receipt of the request form, they must 
meet with the employee to discuss their request within 28 days of receiving a 
valid request 


9.5. If it is unable to arrange a meeting within 28 days after the application has 
been received, the manager should seek the employee’s agreement to 
extend the period by a further 14 days. 


 


10.  Consideration and Decision 


10.1. In order to determine the decision as to whether a request should be 
accepted consideration will need to be given to how the costs of the training 
will be met and that budget provision exists. 


10.2. The relevant Director will authorise the course in consultation with the Head 
of Service and/or the direct line manager. 


10.3. The manager must inform the employee and the Corporate Training & 
Development Manager of their decision, in writing, within 14 days after the 
day of the meeting. If more time is needed to make a decision then the 
manager must obtain the agreement of the employee for an extension to the 
14 days. 


10.4. There may be cases where the manager is content to accept in full the 
employee's proposals for training as set out in their request. There may also 
be cases where the manager is content to accept the request, but thinks the 
training need can be met in a different way to the request proposal. For 
example, they may prefer to deliver training in-house rather than using an 
external training provider, or they may be aware of different courses or 
qualifications that they believe would better meet the training need the 
employee has highlighted. In such cases, they will need to discuss the 
employee's request with them before reaching a final decision and confirming 
it in writing to the employee. 


10.5. The Council may refuse an employee's request for time to train for one of the 
following business reasons: 


a. If the course is not deemed to be directly relevant to the business 
needs of the organisation, or the individual’s development within the 
organisation as set out in the relevant Business Plan and employee 
appraisal. 


b. Burden of additional cost to the section 
c. Detrimental effect on ability to meet service demands  
d. Inability to reorganise work among existing staff  
e. Inability to recruit additional staff  
f. Detrimental impact on quality  
g. Detrimental impact on performance  
h. Insufficiency of work during the periods the employee proposes to 


work  
i. Planned structural changes  
j. Imminent risk of redundancy/redeployment of the applicant 
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10.6. It will not always be possible to agree a request.  In such circumstances the 
manager must, in writing: 


a. State one or more of the business grounds (see list above) why the 
request cannot be accepted  


b. Provide an explanation of why the business reasons apply in the 
circumstances  
 


11. Professional/Vocational Development 


11.1. Where an employee has to conduct a programme of Continuing Professional 
Development (CPD) in order to maintain a professional or vocational status, 
so that they can carry out their employment duties (e.g. a practising lawyer or 
electrician), the relevant council department/section will support (both 
financially and time) the formal development activities, up to the level required 
by the employee’s relevant professional body. 


11.2. Staff are expected to carry out “informal” development activities, such as 
reading journals etc, in their own time. 


11.3. The cost of all professional body fees must be borne by the employee in line 
with the Authority’s Terms & Conditions.  The Council will pay any fees where 
registration or membership to a professional body where it is an essential 
requirement for an employee to carry out their duties. 


 


12. Informal Development Opportunities 


12.1. In addition to the types of training referred to above, less formal types of 
learning & development can be considered by managers, these include: 


a. Coaching and Mentoring  
b. Increased Responsibility  
c. Job Rotation  
d. Secondments and Projects  
e. Problem Solving Groups  
f. Action Learning Sets 
g. Any other opportunity where learning can be achieved and 


development enhanced 


12.2.  Managers, or individual employees, can consult with the Corporate Training & 
Development Team to consider these types of development interventions and 
the Corporate Training& Development. Team can support managers in 
building a development programme for individuals or whole teams/sections, 
including the facilitation of Action Learning Sets. 


 


13. Claiming Time/Expenses for Training Undertaken 


13.1. Generic Issues 


13.2. Where an employee has completed formal taught sessions with the 
University/F.E. establishment and is then required to complete an extended 
written study/dissertation, contact time with tutors/support staff will be 
allowed, up to and including the previously allocated time commitment for 
taught sessions. 
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13.3. Paid time off to sit a scheduled examination will be granted for the duration of 
the examination. However, this must be clearly communicated with line 
managers well in advance of the examination date.  Travel time can be 
claimed if the examination is sat outside of the boundaries of Swansea. 


13.4.  Support will be available for one examination re-sit/course work re-
submission only as outlined above.  


13.5. Where employees are required to take block release, for a number of month’s 
duration, for whatever reason e.g. preparation of portfolios, then the relevant 
Director, in conjunction with the Head of Service and Head of Human 
Resources, must give prior authorisation.  This leave will be unpaid and the 
replacement of these employees will be dealt with under the Authority's 
normal recruitment procedures. 


13.6. Text books paid for by the Council will remain the property of the Council and 
must be returned after the course of study. Receipts for books should be 
given to the line manager who will authorise payment.   


13.7. Any subsistence fees incurred for overnight stays, travel costs etc will be 
borne by the employees team/service area and will only be paid in line with 
the Authority's policy on Car, Travel & Subsistence. Employees must 
complete the Travelling Expenses, Subsistence Allowance and Motor 
Car/Cycle Allowance (All Types) Claim Form when claiming these expenses. 


 
Please see below for specific provisions 


 
Corporate/Internal Departmental Training 


13.8. Employees attending Corporate or other internal departmental training 
programmes will only be able to claim for the actual time spent attending the 
training course up to a maximum of 3hours 42 minutes per half day or 7 hours 
24 minutes daily  


13.9. Subsistence claims (e.g. lunch expenses) will not be accepted for any 
Corporate/Internal Departmentally run training courses; predominantly these 
courses are run locally. 


13.10. Travel expenses can only be claimed in line with the Authority's policy on Car, 
Travel & Subsistence. Employees must complete the Travelling Expenses, 
Subsistence Allowance and Motor Car/Cycle Allowance (All Types) Claim 
Form when claiming these expenses. These fees will be borne by the 
employee’s team/service area. 


 
Short Term, Externally Provided Training  


13.11. Where employee attendance on a short term external training programme 
necessitates the commencement and termination of work at times outside the 
flexi bandwidth, i.e. 07.30 to 18.30, due to extended travel times, time can 
only be claimed up to a maximum of 10 hours 30 minutes (deduct half hour 
for lunch) per day. Any amount of time more than 10hours 30 minutes is 
considered as the employee’s contribution to the development opportunity.   
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13.12. Any subsistence fees incurred for overnight stays, travel costs etc will be 
borne by the employees team/service area and will only be paid in line with 
the Authority's policy on Car, Travel & Subsistence. Employees must 
complete the Travelling Expenses, Subsistence Allowance and Motor 
Car/Cycle Allowance (All Types) Claim Form when claiming these expenses. 
 


Longer Term/Further Education Study 


13.13. By its very nature longer term study requires a more lengthy time commitment 
and managers must consider the effect of this on their service. Account must 
be taken of the impact on service needs and other staff when making a 
decision as to whether to approve time off for training. 


13.14. Employees will have the right to request that the Council allows them time to 
undertake training. However, they do not have the automatic right to be paid 
for the time spent training if a request is agreed. 


13.15. It may be that a manager agrees to a request for time off to train, and reaches 
agreement with the employee that they will work flexibly to make up the time 
spent training, or that they will take unpaid time off to train. 


13.16. The decision will be dependent on the type and length of study and the 
benefits to the Council. 


13.17. If paid time off is agreed for longer term external training programmes the 
employee will only be allowed to claim the actual time spent training up to a 
maximum of 3 hours 42 minutes per half day’s training and 7 hours 24 
minutes for a full days’ training.  Any time above would be considered the 
employees contribution to the course.  


 


14. Optional and Supplementary Course Arrangements 


14.1. Optional and supplementary course arrangements (e.g. visits, etc.) which are 
not essential in order for the attendee to qualify, will not be supported.   


 


15. Compulsory Course Arrangements 


15.1. Where supplementary course arrangements are compulsory (e.g. visits / trips 
etc), time off would be by agreement and time will be taken out of the 
employees leave entitlement.  The employee must meet the costs of the trip 
including travel and accommodation.  


 


16. Study Leave 


16.1. No paid study leave will be allowed for preparation for any examinations 
being sat or coursework/assignments being completed in relation to any 
courses/qualifications completed by employees; regardless of the duration or 
level of the course/qualification.  


16.2. Employees are expected to commit their own leave time (Flexi/Annual or 
TOIL) in order to adequately prepare for any/all relevant assessments.  This 
should be considered to be part of their contribution to the course.    
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16.3. The above does not apply to staff employed in Social Services who are 
required to undertake programmes which are essential to their roles.  Some 
of these programmes are mandatory for re-registration without which they 
would be unable to continue to practise as Social Workers.  Requirements for 
study leave have been recommended following consultation with such bodies 
as ADSS (Association of Directors of Social Services) and programme 
providers.   


16.4. The following programmes have recommended study leave :- 


 
 Open University Degree in Social Work (for seconded staff) –1 half 


day per module studied per week.   
 Graduate Certificate in Consolidation of Social Work Practice – 3 


days 
 CPEL Programme (including Experienced Practice Programme, 


Senior Practice Programme and Consultant Social Worker 
Programme) – 3 days per year of study 


 SWM9 ( Practice Assessor Programme) – 2 days 
 Oxford Brookes programmes – Team Manager Development 


Programme and Middle Manager Development Programme – 3 
days 


 Social Services Practitioner Programme (Cert HE)- I half day per 
module studied per week.    
 


17. Evaluation of Training 


 
Corporate/Departmental Training  


17.1. All employees who attend Corporate Training & Development courses must 
complete a full and meaningful evaluation of the course. This evaluation will 
be led by CorporateTraining & Development team. However, a responsibility 
lies with relevant employee line managers to ensure that course attendees 
comply with and complete the requirements of the evaluation process. 


 
Short Term, Externally Provided Training and Longer Term/Further 
Education Study 


17.2. A full and meaningful evaluation of the learning achieved, as a result of the 
development opportunity, must be carried out by the course attendee 
supported by their line manager. This evaluation must cover all elements as 
laid out below; in order to determine any value added by course attendance. 


a. The reaction of the attendee to the training (what they thought and 
felt about the training) 


b. An evaluation of the increase in knowledge and or capability of the 
attendee 


c. An evaluation of the extent and scale of the improvement in the 
attendee’s performance/capability after the training. 


d. An evaluation of the effects on service provision or environment 
resulting from the attendees enhanced performance. 


17.3. The Corporate Training & Development Department are available to support 
managers when evaluating an employee’s attendance on any training course; 
evaluation data should be fed back to the Corporate Training & Development 
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Department and need to comply with departmental training procedures and 
requirements of IIP. 


17.4.  Elements of the evaluation process can be incorporated into an employee’s 
yearly appraisal interview. 


 


18. Policy Monitoring 


18.1. The Council will monitor the application of this policy and has discretion to 
review it at any time through the appropriate consultation mechanisms.  


18.2. Responsibility for the implementation, monitoring and development of this 
policy lies with the Head of Human Resources. Day to day operation of the 
policy is the responsibility of nominated officers who will ensure that this 
policy is adhered to. 


 
 


Version 
Number 


Details of Change Date 


2.0 Paras. 16.3 to 16.4 added – regarding 
Study Leave for Social Services staff 


5th February 2018 
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Activity 1

Meet with your line manager or relevant person to thoroughly understand your organisation’s approach to coaching and mentoring, if possible attend a formal coaching session or observe a mentoring relationship.



During a discussion with the Innovation Officer who has taken the lead on implementing a Mentoring Programme and reviewing coaching and mentoring within the Organisation, I now have a thorough understanding of the approach within Swansea Council.



Due to the ongoing budget savings, the focus on coaching and mentoring has been on cost savings rather than from a developmental perspective.  Therefore, the aim has been to utilise the resources already within the Council, identifying where the skills are rather than paying for external trainers/courses.



The proposals in implementing a coaching and mentoring programme are linked with knowledge management and succession planning to share knowledge and skills.  A mentoring scheme has been launched to provide staff with the opportunity to learn from others or pass on their own knowledge/skills, (Swansea Council, 2021).  The Innovation Officer attend Senior Management Team meetings across the Authority to encourage engagement with the scheme and establish interest from employees.



If individuals are interested in becoming a Mentor, firstly they need to complete an E-Learning course, trusting them in relation to their specific skill set.  Each relationship depends on the requirements identified by the Mentee and is typically for a 12 month period.



Individuals who are interested in becoming a Mentee are signposted to the mentoring programme via the staff net, (Swansea Council, 2021), registering their interest which is then checked against the ‘pool’ of Mentors to determine whether anyone is compatible.



There are currently 15-20 mentors within a pool with specific knowledge and skills linked to them.  More people are engaged with the welsh language scheme as it is more specific, natural programme for support linking with the University.



HR Facilitate the initial agreement, and 6 monthly reviews are undertaken by the Innovation Officer, issuing a survey, record kept of mentor/mentee’s, identify if relationships have expired.  Unfortunately due to the pandemic, a number of relationships have ceased.



Whilst Swansea Council identify that mentoring is critical to career progression with individuals understanding the value they bring to the organisation which is supported by (BrightHR, 2019), unfortunately due to Covid and budget cuts, people don’t have the capacity to provide resources to the time it deserves and as such, mentoring relationships are one of the first things to cease.



Unfortunately the take up of the scheme has not been as successful as initially thought due to the difficulty in getting the Communications Department on board for support and engagement.



Going forward, the Authority is considering incorporating coaching and mentoring into Performance Management and personal development plans to identify skills gaps and obtain skills through a mentor programme.  Success stories would be a way of engaging people in understanding the benefits however, to date this has been difficult as people don’t want to be filmed.



Swansea Council also have a specific Welsh Language mentoring scheme which is linked to free welsh lessons that are provided by Swansea University.  The Authority offer a mentor as a go to person to practice the skills they have learnt, details can be found at (Swansea Council, 2021).



In relation to coaching, active learning sets have been implemented whereby individuals attend a session and identify a problem/barrier they are facing, they present their problem with others asking questions and they come to a solution.  It provides individuals with an idea of where they need to go, identify if they came to a solution and if so they drop out of the set.



To enable a successful programme, buy in from CMT is essential however, dues to the knowledge within the Strategic Team, views seem to differ.  If Senior Management don’t understand the concept and benefits of coaching and mentoring, there is lack of ‘buy in’ and engagement.



Going forward, embed within the Organisation, mentoring discussed as a solution to skills gaps.  The aim is for employees are actively share their experiences by word of mouth in relation to their successes and what they have learnt.  In addition, it would be beneficial to incorporate into the Management Development Programme with a specific topic on coaching, providing managers with the tools to enable them to push back to employees.



I have learnt that funding is available to Social Services for staff to undertake ILM Level 5 and Level 7 Coaching and Mentoring qualification however, this is specific to the requirements of the roles and as such is not available for the rest of the Organisation.
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Mentoring Programme
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Anyone can sign up to be a mentee, so long as you have run it past your line manager. This is so you both agree
and understand the time commitments involved with mentoring. You will need to have an idea on what you want
to be mentored on; such s career progression or learning/developing a new skillfor example.

Mentors are able to put forward the varieties of experience and knowledge they can offer and enrol onto
‘mandatory e-learning, "Mentoring for Mentors'. Mentors will also have to put forward what they want to mentor
50 that this can be put forward for potential mentees.

Aquick and easy review form will be sent out from HR+OD within the first month of matching and at 6 month and
12 month intervals thereafter to ‘check-n’ on how the mentoring relationship is embedding and if any additional
support is needed for both mentor/mentee.

Welsh language

Are you a Welsh language learner and want to extend your language skills through mentoring? O, are you a
Welsh speaker, interested in mentoring a Welsh learner? The mentoring programme can be used to support
Welsh language in the work place also.

Dewch yn Fentor Cymraeg/ Become a Welsh Language Mentor
Mentoring resources
"2 Mentoring pack (PDF, 490KB) & - information and top tips for a successful mentoring experience.

) Mentoring agreement, log and review (Word, 383KB) = - keep a record and keep your mentoring journey on
track.

*Please download these documents and use digitally. Do not print unless necessary. For printable text-only
versions email purple.room@swansea.gov.uk *

e-Learning is available and is mandatory for all mentors and can be found on Learning Pool 2. Search for the
course titled 'Mentoring for Mentors'.
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Interested? Get signed up in five easy steps

1. Register interest by clicking on the applicable link below:
- Register interest to be a mentee &
Register interest to be a mentor &

2. Pool of mentors forwarded to mentee to pick from.

3. Mentee(s) choices are forwarded to mentor to confirm final match.

4. Mentor gets in touch with mentee to setup an initial meeting, to set out the outcomes for the mentoring
relationship.

5. The rest is up to you where HR+0D will send out feedback forms at one month, six month and twelve month
intervals to check in with both mentor and mentee.

Further details can be requested by emailing purple.room@swansea gov.uk

Dewch yn Fentor Cymraeg / Become a Welsh Language Mentor

‘Ydych chin siarad Cymraeg? Oes gennych ddiddordeb mewn mentora dysgwr Cymraeg? Are you a Welsh speaker,
interested in mentoring a Welsh learner?
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 Purpose for Mentoring Programme 

Share internal knowledge, skills, experience and information across the council.

Upskill both Junior and Experienced Employees throughout the programme or anyone who wants to develop!

A support measure to Learning and Development, Career Progression and Talent Management in the Council.

Can support a Knowledge Management Strategy – retaining Organisational Knowledge, Skills and Experiences

Support Apprenticeships.
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 How does it work?

A matching process between Mentee (their desired focus to be mentored on) and Mentors (with their desired focus to mentor on).

Mentee to choose Mentor from Mentor Pool

Mentor picks Mentee based on capability to Mentor



Compulsory ‘Mentoring for Mentors’ eLearning Training for Mentors



Mentoring Pack

Mentoring Agreement Forms

Mentoring Contract 

Mentoring Information 

    (both for Mentor and Mentee)
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Results

Summer Pilot 2019
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 Results – The Facts



4 Star Rating on Mentoring Experience

Two Mentoring Relationships Setup 

Focusses include Strategic Report Writing and HR Skills 

"It is early days at the moment and have only had one session to date. Needs time to embed as my Mentor is outside of the organisation“ - Mentee

"The Mentor makes or breaks the success and I am lucky that I have a great mentor who thinks about the requirements and brings value to the sessions”. - Mentee

“Good relationship with mentee. Clear focus for areas of support“ - Mentor

‘Personal Development’ and ‘Gain Experience, Skills and Knowledge’ were top reasons for Mentoring (both Mentor and Mentee).

Mentor and Mentee Comments

1=bad, 3=ok, 5=excellent
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Proposed Next Steps…
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 Next Steps… 

Communicate Organisational Launch through HRBP’s and Service Areas across the Organisation. 



RC via HRBP’s to attend various SMT’s to get managers and their teams to sign up to the programme to address any skills gaps, experience or development areas across the organisation. 



Coincide with the Welsh Language Mentoring that has also been initially setup. 



Setup a page on StaffNet for employees to refer to
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 What I need… 

Managers to communicate the message to attract Mentors and Mentees to the programme and get names back to myself initially. 



The employees will be asked to fill in an online form to help gather more details and find the perfect Mentoring Match! 



Identify not just an interest, but identify who holds the skills, experience and knowledge within their Service Area/Teams and inspire/attract these employees as mentors to the programme?

Why? The more skills, experience and knowledge we share in the organisation, the better working relationships we will see, better engagement and better productivity. It will also save on expensive Training where the 70/20/10 rule works much better. 



Identify in your areas those looking to retire where Mentoring can be used to develop our junior employees. 



Link into Development Conversations e.g. Appraisals/121’s 
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Further details? 



Please contact Rhys Curtis 

via email or Skype 
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1. Policy Statement 


1.1. Performance management is a process which contributes to the effective 
management of individuals and teams in order to achieve high levels of 
organisational performance.  It is about establishing a culture in which 
individuals and groups take responsibility for the continuous improvement of 
business processes and of their own skills, behaviour and contributions as 
appropriate.     


1.2. Effective performance management involves sharing expectations of 
employees and managers.  It enables both parties to set and agree targets, 
measure and review performance and repeat this cycle to support the 
achievement of organisational, team and individual goals.  


1.3. The City and County of Swansea aims to establish and embed a culture of 
performance management via competency based performance development 
appraisal reviews, training and development processes, succession planning, 
business planning and workforce planning.   


1.4. The Council recognises that employees perform most effectively when they 
have clear expectations of their job role and purpose, their own targets or 
objectives, and understanding of the wider aims of the service and the 
organisation.   


1.5. Effective employee performance management will also support improvement, 
innovation and change within the Council.   


1.6. The Employee Performance Management Policy outlines the processes that 
will help managers identify gaps between current and future levels of 
performance.  The policy will enable them to take positive appropriate action 
to support employees to improve their knowledge, skills and competence 
within their role in order to ensure that we successfully deliver our services.  
These are designed to be positive experiences and are not to be used as a 
form of disciplinary action or to deal with capability issues.  


1.7. Managers must ensure that they pay due regard to the provisions of the 
Equality Act 2010 in relation to career management, succession planning and 
training and development.  Reasonable adjustments may need to be 
considered for those with specific requirements arising from a particular 
protected characteristic.  


1.8. Employee performance that fails to meet corporate standards of behaviour 
and competence will be addressed through the appropriate HR Policy (such 
as the Capability Policy or where necessary the Council’s Disciplinary Policy). 


2. Scope 


2.1. This policy applies to all employees including centrally employed Teachers 
and those support staff that are funded centrally e.g. certain Teaching 
Assistants in Special Teaching Facilities and Special Schools.  This policy 
does not apply to school based staff who are directly appointed by the 
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Governing Body. This policy does not apply to Unattached Teachers as there 
is a separate policy for this.  


2.2. It is the responsibility of all employees to familiarise themselves with and 
adhere to this policy. 


2.3. In accordance with the Council’s Agency Workers Policy it is at the discretion 
of the relevant supervising manager as to whether a Performance Appraisal 
and Development Review is appropriate for an Agency Worker engaged by 
the Council so that outcomes for the post can be achieved. 


2.4. This policy relates to all current paper based performance appraisal and 
development review processes.  The Council may decide to implement new 
technology based appraisal processes in future, therefore this policy will also 
apply to the software based process.  


3. Roles and Responsibilities 


3.1. Performance management is the responsibility of everyone within the Council. 
Performance management is a process which contributes to the effective 
management of individuals and teams in order to achieve high levels of 
organisational performance. As such, it establishes shared understanding 
about what is to be achieved and an approach to leading and developing 
people which will ensure that it is achieved.  In practice, performance 
management requires a robust and inclusive process to ensure that managers 
and employees: 


• know and understand what is expected of them 
• have the skills and ability to deliver on these expectations 
• are supported by the organisation in developing the capacity and 


capability to meet these expectations 
• are given feedback on their performance 
• have the opportunity to discuss and contribute to individual and team 


aims and objectives.  


3.2. In particular, the Head of Human Resources is responsible for maintaining and 
reviewing this policy in line with changing legislation and codes of practice. 


3.3. The Chief Executive and Directors are responsible for ensuring that the overall 
Employee Performance Management process and its implementation is 
carried out by the workforce according to the policy and procedure.  


3.4. All Heads of Service are responsible for overseeing and enabling: 


• managing the performance of their employees; 
• achievement of corporate performance indicators  
• the development of staff within the service 
• appropriate allocation of any existing training budgets to meet 


development needs for staff within their service  
• ensure that the right people are in the right place, at the right time with 


the right skills to deliver the service 
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• ensuring that the department operates according to this and other 
relevant policies and procedures.  


3.5. Managers are responsible for: 


• managing the performance of their employees 
• ensuring that employees have work targets and objectives set  
• appraising the performance of employees at least once per year 
• ensuring that appropriate learning and development activities are 


planned and available to employees to address learning needs 
identified during the process and that these activities are achievable 
through service budget  


• meeting employees on a regular basis to review progress (one-to-one 
or supervision meetings) 


• where appropriate, hold reviews to discuss progress on targets and 
development activities  


• raising awareness/informing employees of this policy document and 
other relevant policies and procedures.  


3.6. Employees are responsible for: 


• taking an active role in reviewing their own performance and target 
setting  


• taking up appropriate/relevant learning and development opportunities 
• managing their own continuous professional development as 


appropriate 
• familiarising themselves with and adhering to this policy. 


3.7. Human Resources and Organisational Development are responsible for: 


• providing advice and guidance to managers on implementing the 
Employee Performance Management Policy 


• ensuring that appropriate corporate training and development 
programmes are available to support managers and employees 


• monitoring and reporting on the implementation of the process and 
delivery of corporate training and development across the Council, as 
appropriate.  


4. Competency Based Performance Management  


4.1. The Council uses a competency based employee performance management 
process to support the development of its employees. This process is 
mandatory and must be carried out annually as a minimum..  Meetings for 
senior managers should take place when the annual Business Planning and 
strategic planning is completed.  Reviews with other employees should take 
place as soon as possible after senior manager reviews have taken place. 


4.2. A 'Competency' is generally defined as the behaviour that employees must 
demonstrate in order to carry out the tasks to achieve appropriate levels of 
performance and service delivery. 
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4.3. Competencies provide an agreed standard of expected behaviours during the 
performance of roles, as outlined in the job and person specification and role 
profile of the post holder. Understanding the competencies required of a 
specific role allows employees and managers to have straightforward 
conversations about the expected levels of performance and behaviour, in 
order to ensure that required tasks are completed to satisfactory standards. 
They also enable conversations to be had in relation to any variations 
between actual performance and behaviour from the standards required. 


4.4. Each job in the Council has been allocated to a role profile and the role 
profiles have competencies already applied to them.  For the City and County 
of Swansea, there are three competency frameworks: 


• General Workforce Competency Framework (‘A’ Role Profiles) 
• Management and Leadership Competency Framework (‘S’ Role 


Profiles) 
• Corporate Management and Leadership Framework (for Heads of 


Service, Chief Officers and Directors) 


4.5. There are two groups that have been identified that will undertake the 
Employee Performance Management process. 


4.6. Post holders will use the form appropriate to the grade their post is allocated 
to: forms are available for posts Grades 1 -7 and for Grades 8 and above.   


4.7. We have also designed specific forms for post holders that have direct contact 
with customers or have a front line role.  These forms are called the 
‘Performance Appraisal Review Form’ (Form 1) and ‘Performance 
Development Review Form’ (Form 2).   


4.8 Senior Managers at Head of Service level and above will complete their own 
Performance Appraisal and Development Reviews, where applicable, using 
the appropriate approved form. 


5. Corporate and Service Priorities and Plans 


5.1. The Council’s corporate priorities and improvement plans provide the strategic 
framework for corporate and service objectives as outlined in the business 
plan, sometimes referred to as the ‘Golden Thread’.   


5.2. Managers are responsible for interpreting these for their staff by setting 
appropriate targets and objectives during review meetings and one-to-ones.  It 
is the employee’s responsibility to deliver on those objectives with appropriate 
support from their manager.  


6. Continuous reviews of performance  


6.1. Performance management is an ongoing process and should go beyond the 
formal Performance Appraisal & Development Review meetings.  Review 
meetings such as one-to-one/supervision and regular Development Review 
meetings support the Employee Performance Management process. 
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6.2. Where performance does not improve, then the Council’s formal Capability 
Policy may apply. 


7. Job and person specifications and role profiles 


7.1. The post holders job and person specification and role profile should be 
reviewed with the post holder prior to the formal meetings as this is viewed as 
a ‘business as usual’ management activity.  Changes to a role can occur at 
any time throughout the Employee Performance Management year, and 
therefore these changes should not wait until the Performance Appraisal and 
Development Review meeting to be discussed.  You may wish to use a one–
to–one PDR meeting to undertake a review of the Job and Person 
Specification. 


7.2. As a rule of thumb, job and person specifications and role profiles should be 
reviewed by the manager and the employee on an annual basis to identify any 
changes that may have occurred within the role.  


7.3 For groups of staff undertaking the same role, it is recommended that the line 
manager reviews the job and person specification on an annual basis to 
ensure it accurately reflects the duties required. 


7.4  If both parties agree that there has been a significant change within the role, 
then consideration should be given to whether the role requires a formal 
review by a Job Evaluation specialist.  


7.5 If there is any doubt, managers and employees should seek advice and 
guidance from their Human Resources Officer.  


8. Starting the Employee Performance Management Process 


8.1.  Under the policy and procedure, the performance cycle should be aligned with 
the Service Business Planning Cycle.   


8.2. Appropriate training must be undertaken by all parties before any Performance 
Appraisal and Development Review is carried out.  This may include attending 
courses, undertaking e-learning or attending management briefings. 


8.3. All managers must attend training on the new process.  This is a mandatory 
HR policy course provided by the Corporate Training and Development Team.  
This course will form part of the mandatory suite of courses for all new 
managers as part of their Induction process. 


8.4. It is expected that managers and employees refer to and use the policy and 
procedures for undertaking Performance Appraisal and Development Review  
meetings.  An electronic copy of the Employee Performance Management 
Handbook will be available via a link on the Corporate Training e-learning 
course.  The Corporate Learning and Development team can also issue 
managers with this handbook when they attend Corporate Learning and 
Development. This will provide the necessary guidance and support to the 
process.  Employees will also be provided with relevant guidance and support 
as required. 
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8.5. Refresher training should be undertaken by line managers and supervisors at 
least every three years to ensure skills are maintained and updated as 
appropriate to the current policy and procedures. 


8.6. All Performance Appraisal and Development Reviews are to be carried out 
during the working day and no employee should be disadvantaged for 
preparing and participating in such processes.   Meeting records will be stored 
accordingly either centrally or securely by the manager in accordance with 
confidentiality procedures.   


9. New employees 


9.1. New employees should be set objectives as part of their induction.  Sections B 
and C of the appropriate Review form can be used to do this.  Employees will 
have their performance monitored under the probationary period.   


9.2. Probation periods for new employees usually cover the initial six months of 
employment; there may be instances where the period may be three months 
or twelve months, depending on the role.   


9.3. New employees should have their ‘Six month review’ as outlined in the 
Council’s Probation Policy. Refer to the Probation Policy for procedures 
regarding unsuccessful probation. 


9.4. Where probation is successful, it is recommended that the employee and 
manager undertake regular Performance Appraisal and Development Reviews 
in line with the Employee Performance Management timetable within the 
Service Business Planning process.  This is in order to ensure that the 
employee knows what is expected of them, their performance is monitored 
and support is provided and objectives are reviewed and amended where 
needed.   


9.5. This information, together with the job and person specification, role profile 
and work programme (where appropriate) will be used for the first 
Performance Appraisal and Development Review.  


10. One-to-one/supervision meetings 


10.1. Managers should hold one-to-one meetings with all employees on a regular 
basis.  It is recommended that meetings are held every four to six weeks (or 
within locally agreed time frames where appropriate).  


10.2. In some services, one-to-one meetings with employees may not be 
appropriate given the nature of the job role involved.  


10.3. In social care settings, one-to-one meetings are replaced by ‘supervision’ 
meetings with a similar frequency and will be classed as one-to-one meetings.   


10.4. Outcomes of one-to-one meetings should be recorded by the manager in 
writing and countersigned by the employee.   


10.5 Performance Appraisal and Development Reviews do not supersede 
‘Supervision’ processes for Social Services staff; they are in addition to it and 
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are mandatory.  Supervision records can be used to support the Performance 
Appraisal and Development Review process if appropriate, or the corporate 
performance management review forms may be used to support the 
Supervision process. 


11. Performance Monitoring on a Day to day basis 


11.1. A recording mechanism has been designed to support the process of 
performance management on a day to day basis.  Although Performance 
Review forms (1 and 2) have primarily been designed for the formal process 
for operational/front line employees, Form 2 can be used by any manager as a 
tool to identify strengths and weaknesses of performance as and when they 
arise. 


11.2. All completed forms should be kept confidential and filed securely, and can be 
used to inform formal Performance Appraisal and Development Review 
meetings.  


11.3. Forms 1 and 2 for frontline employees can also be used as part of the 
Supervision process as required. 


11.4. As part of normal day to day management, initial conversations regarding 
performance issues will take place but may not be recorded in the first 
instance.  However if there is a need to address the same issue/issues over a 
reasonable period of time, then they should be recorded using the appropriate 
Performance Management Appraisal and Development form. 


12. Performance One to One meetings  


12.1. As part of daily employee/manager communications, one-to-one meetings 
take place as part of business as usual in order to discuss roles, 
responsibilities, targets and outcomes.   


12.2. Performance Development Reviews can be carried out at any time via one-to- 
one meetings, using the appropriate PADR form for the post.   


12.3. The Performance Development Review is an opportunity to: 


• Review recent performance over a set period of time  
• Identify the key performance competencies required of the role and 


post holder’s current performance, strengths and areas of improvement 
• Discuss successes and identify potential areas of concern or issues 


that may affect the output of the role 
• Identify learning and development needs and opportunities that focus 


on improving the performance of the employee and achieving the 
objectives of the role in the service/team context. 


12.4. These meetings between the line manager and the employee are designed to 
discuss the competencies relevant to a post with the post holder, when 
appropriate. The competencies discussed at the meeting should be the ones 
considered the most important for the particular role and the individual 
undertaking the role. 
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12.5. The number of competencies to be discussed should not exceed 6 in total, 
and it is recommended that around 3 should be discussed in detail.  The 
emphasis should be on which competencies are most important for discussion 
at that point in time and for future development. 


12.6. This meeting is also the appropriate time and appropriate place to identify and 
tackle any performance areas that require improvement.  These issues should 
be discussed and agreed, and the necessary support mechanisms required to 
achieve improved performance should also be agreed and recorded at this 
time.   


12.7. This meeting is also an opportunity for managers and employees to discuss 
good performance and identify strengths that can be harnessed to support 
wider team and service improvement projects.  


12.8. Managers and employees share responsibility for improving the performance 
of the post holder.  The employee is empowered to direct the improvement 
through agreed objectives based on the competencies discussed, and should 
be supported by the line manager to achieve that improvement through a 
structured and evidenced methodology.  


 


13. Team Appraisal  


13.1. Managers may consider that it is more appropriate to carry out team or group 
appraisals rather than individual appraisals, for example where there is a 
group of employees undertaking exactly the same job.  A team/group 
appraisal, if appropriate, should cover 5–10 employees, maximum and the 
process would be the same as the one-to-one process, using the front line 
Performance Appraisal Review Form 1.   


13.2. An individual employee may request an individual one-to-one meeting with 
their line manager to discuss development and career aspirations, which 
should be considered as an appropriate part of the formal appraisal process 
and undertaken according to the guidance outlined in this policy.  


 
13.3 It is recommended that the line manager reviews the job and person 


specification with the team on an annual basis. 
 
13.4 It is expected that this type of appraisal review will only be used in limited 


circumstances.  If in doubt, contact the HROD team for advice.   


14. The Performance Appraisal and Development  Review (PADR) Process 


14.1. The Performance Appraisal and Development Review is designed to be a 
positive experience.  Where issues regarding the performance or capability of 
an employee are identified, managers should address these issues straight 
away.  A Performance Appraisal Review is not the appropriate forum in which 
to raise such concerns for the first time.  It is recommended that you address 
performance issues at a separate meeting, as outlined in the Performance 
One-to-One section of this policy. 
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14.2. The conversation is not intended to be the forum for identifying or discussing 
critical failings in an employee’s performance.   


14.3. The Performance Appraisal and Development Review is an opportunity to: 


• Discuss an employee’s performance over the previous 12 month period 
• Consider a job, the performance of an individual in that job and 


evidence of their performance in that job 
• Review the objectives set the previous year, and how/if they have been 


achieved 
• Give consideration to the competencies demonstrated during the period 


under review 
• Use the opportunity to look forward to the next 6 /12 month period and 


set appropriate objectives that are agreed by the employee and the 
manager. 


14.4. Where objectives are being reviewed for the previous 12 months, if any targets 
have changed significantly in the last quarter and have not been discussed 
previously, this should remain outside of the appraisal conversation.  These 
issues should be discussed in one-to-one meetings, and recorded on the 
PADR form or the front line Form 2 if necessary.  


14.5. Future objectives for the service and directorate need to be considered as well 
in order to provide the employee with a clear understanding of what is 
expected of them over the forthcoming year. 


 
 
Before the meeting 
 
14.6 It is recommended that the line manager refers to the PADR Preparation  


checklist provided by the Corporate Learning and Development team when 
they attended the training course.   By following the steps on the checklist, you 
will be ready to have the conversation at an appropriate time and location. 


 
14.7  The PADR form should be issued to the employee in order to complete   


Section A of the form, well in advance of the arranged meeting.  The employee 
should return the form with Section A completed to their line manager at least 
one week before the arranged meeting. 


 
At the meeting 


14.8 The focus of the PADR meeting should be on specific strengths and 
development requirements of the employee’s performance rather than day to 
day routine/activities that are already carried out to an acceptable or high 
standard. 


14.9 In all cases, strengths and development needs should be based on evidence 
provided by both the employee and the manager to show where behaviours 
have been demonstrated.  The focus should be on progress made over the 
period including the amount and relevance of the support offered to assist the 
employee with achieving the agreed objectives and outcomes set the previous 
year. 
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14.10 Future objectives and personal development requirements will be discussed 
and timescales set for further Reviews over the next calendar year, as 
appropriate.  Reviews can either take the form of one-to-one/Supervision 
meetings or six month review meetings, or the next annual PADR may be 
planned in advance.   


14.11 These review meetings should cover progress on objectives and development 
activities. They will be recorded as part of the process and will become part of 
the employee’s HR record.   


14.12 Outcomes of the Performance Appraisal and Development Review meeting 
must be agreed and recorded in writing on the appropriate form, and signed by 
both the manager and employee.  The form will also be counter-signed by a 
senior manager as part of the process. 


14.13 Meeting records will be stored accordingly either centrally or securely by the 
manager in accordance with confidentiality procedures.   


15. Six month Performance Development Review (PDR) meetings (Optional) 


15.1. As set out in section 12, formal Performance Development Review meetings 
may be undertaken by the line manager and employee to review progress 
against performance and learning objectives six months after the Performance 
Appraisal and Development Review.   


15.2. The six month Performance Development Review is also an opportunity to 
review progress, make adjustments to timescales and agree new performance 
and learning objectives if appropriate.    


15.3. If any development requirements emerge as a result of a review meeting, 
follow up meetings should be held as soon as possible in order to address 
issues and minimise anxieties of both the manager and employee. 


15.4. Any training requests and requirements must be recorded as outlined in 
section 16 below, and where possible, included in Service Learning and 
Development Plan and Workforce Plans. 


16. Training and Development 


16.1. Managers are required to record ALL individual training and development 
requests and devise a formal Learning and Development plan for their section, 
in order that the authority is able to comply with the requirements of the 
Equality Act 2010 (Statutory Duties) (Wales) Regulations 2011 and collect the 
relevant information.   


16.2. The City and County of Swansea has adopted a Training and Development 
Policy which promotes the Council’s commitment to the training and 
development of all its employees in order to ensure the consistent delivery of 
quality services to its citizens.  


16.3. All managers and employees should be aware of the contents of this policy 
when undertaking Performance Appraisal and Development Review meetings. 
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16.4. An important outcome of the employee performance management process is 
to record the training and development and the learning objectives for the 
employee in the coming year.   


16.5. The learning needs identified for the Service should become part of the 
strategic planning processes for the Service.   


16.6. Any request for training or learning and development must be recorded on the 
Service Learning and Development Plan along with the outcome of the 
request.  The reasons for refusal of a request must also be recorded.  The 
Service Plan should be copied and forwarded to the Corporate Training and 
Development team to enable annual corporate training planning.   


16.7. The Service Learning and Development plan should form part of the Business 
Planning process and be used to inform Corporate Budget planning.  All 
training identified through the Performance Appraisal and Development 
Review should be collated into an annual service training plan and aligned 
with Business Planning and Workforce Planning activities.  


17. Succession Planning and Career Management 


17.1. The Performance Appraisal and Development Review and subsequent 
Performance one-to-one meetings present an opportunity to discuss wider 
development aspirations with an employee.  The benefit of this discussion is 
to allow an experienced manager to offer advice on medium or longer term 
career and development aspirations to all employees, when appropriate.  This 
may be more critical for some posts than others as the organisation is 
required to maintain the knowledge and skills of posts that are essential to the 
day to day delivery of services.   


17.2. It will also offer an opportunity for employees who are nearing the age where 
they may take their retirement pension to discuss plans for retirement or pre-
retirement changes to work patterns (e.g. flexible retirement or part-time 
working). Furthermore they form part of business continuity planning 
processes.   


17.3. It is up to the individual employee to raise this with their manager at the 
appropriate time to ensure that the manager can continue to deliver the 
service without undue disruption due to retirement.   


17.4. Employees should not be compelled to discuss career/retirement aspirations 
with their manager if they choose not to, all information must be offered 
voluntarily.  Any discussion that does take place should be of a supportive 
nature and implications for both the service and the individual should be 
considered. 


17.5. Managers must ensure that they pay due regard to the provisions of the 
Equality Act 2010 and the (Statutory Duties) (Wales) Regulations 2011 in 
relation to career management, succession planning and training and 
development.  Reasonable adjustments may need to be considered for those 
with specific requirements arising from a particular protected characteristic.  
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18. Policy monitoring 


18.1. The Council will monitor the application of this policy and has discretion to 
review it at any time through the appropriate consultation mechanisms.  


18.2. Responsibility for the implementation, monitoring and development of this 
policy lies with the Head of Human Resources.  


18.3. Day to day operation of the policy is the responsibility of nominated officers 
who will ensure that this policy is adhered to. 


18.4. Heads of Service must ensure that all managers undertake random sampling 
at each level of the management structure within its Service to ensure that this 
policy and its associated procedures are implemented correctly, with particular 
regard to regulatory and legislative compliance.   


 


 
 


Version 
Number 


Details of Change Date 


4.0 Amendment to policy. New PADR 
process outlined. 


31 March 2015 
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Monthly 121 Form – 2020/2021



		Name:

		Stephanie Rayner



		Date:

		



		Key Activities for this month:

		



		Key Issues from last month:

		







		Progress Against Team Critical Behaviours (as reflected in Oracle)





		CM 4.3 - Identify and Implement Improvements to service delivery, engaging people in the change process and encouraging them to contribute ideas.



		Regular discussions with BP’s to ensure a consistent approach – weekly meetings arranged

Requested ideas from HRA’s regrading support BP’s can provide





		M. Introducing Change and New ways of working (relating to the HR Operating model) 



		BP’s have oversight of case management – Initial meeting to discuss way forward and offer any advice and support to HRA’s

Sickness management – Review of sickness within Catering and Cleaning – Continue to monitor and support





		V. Working Together



		Best Practice Meetings with HRA’s to discuss processes and procedures – Lessons learnt/Good news stories



		Develop Future People



		Support to Swansea Council in developing Future People

		



		Support to the HR Function in developing Future People (including line management responsibilities where appropriate).

		



		Personal  Development Activities 

(achieved and identified for the future).

		HR Diploma – Commencing on 25th September 2019





		Progress Against Objectives and Success Criteria





		Objective 1: Team Objective

Delivery of HR service to time, quality and cost 100% delivery against KPIs



		High quality HR advice provided to Education, Schools and other Departments as and when required.



		Objective 2:

Work with own team and others to maximise resources and share experience and knowledge

		I will always encourage working together as a Team and supporting each other to ensure individuals engage with any improvements/changes.



Whilst I continue to develop my knowledge within Education and Schools, I will support the Team with any queries.





		Objective 3:

Build strong working relationships. Communicate well with colleagues, internal and external stakeholders

		Continue to build effective working relationships within a new area of work and within my role.  Effective communication with Managers and Schools building trust and confidence to ensure a high quality HR service.



Continue to communicate effectively with colleagues to encourage engagement as a team going forward.





		Objective 4:

Trust work colleagues to carry out their work effectively

		Overview of Case Management has enabled me to review the cases and offer advice and support.  Removing myself from the operational procedures.

Sickness management – Arrangements of regular review meetings with HRA’s to ensure progress.

Restructures – Allocate HRA from the outset and determine their role throughout the process.

(All information saved on the shared drive so I am able to monitor any progress being made).





		Objective 5:

Adapt, improve, try, learn

		I feel I have adapted and embraced the new ways of working introduced within the Team and the requirements within my role as HR Business Partner through a challenging period.

My knowledge and experience within Education has provided me with new learning and development opportunities.

I acknowledge that there are areas that I need to learn and improve which hopefully will be gained through further development.





		Objective 6:

Introducing Change and New Ways of Working

		I have embraced the new ways of working 

within the Team and try to encourage others when introducing news systems and processes.

Continue to monitor the Redeployment Portal.



The changes within the Business Partner 

role have at times been challenging however, I feel I have continued to participate with introducing changes and improvements to the HR service 

provided.

I am willing to provide my view in relation to the changes and continue to have a positive work ethic.









		Comments on New Ways of Working Pilot





		Do you consider yourself to be more productive?

		No change





		Has your work life balance improved?

		Yes – More flexibility





		Would you want to revert back to the previous arrangements or continue with the new arrangements?

		Continue with new arrangements





		Has your daily/ work travel changed, reduced or increased?

		No Change, I attend meetings as and when required by the Service Area.



		Do you believe that working relationships have changed and/or improved?

		Changed within the Team however, I believe that is also as a result of the restructure.







		Any Other Comments:

		





		Line Manager Comments:

		













  Council Desired Behaviours

		Work as a team

		Lead by example

		Respect and value everyone



		Focus on the future

		Have a 'can do' attitude

		Be honest and trustworthy









image1.jpeg

&
S

Cyngor Abertawe
Swansea Council

——







image10.emf
EV8 - Senior  Management Structure.pdf


EV8 - Senior Management Structure.pdf


Senior Management Team – Current Structure – October 2020 
 


 


 


 


 


 


 


 


 


 


  


Chief Executive 
Phil Roberts 


Deputy Chief Executive & Director of Recourses 
Adam Hill 


Director of Place 
Martin Nicholls 


Director of Social 
Services 


Dave Howes 


Director of Education 
Helen Morgan-Rees 


(Interim) 


Head of Education 
Planning & 
Recourses 
Brian Roles 


Head of 
Achievement & 


Partnership 
Service 


Kate Phillips 
(Interim) 


Head of Building 
Services 


Nigel Williams 


Chief 
Transformation 


Officer 
Sarah Lackenby 


Head of 
Communications 


& Marketing 
Lee Wenham 


Monitoring Officer 
& Chief Legal 


Officer 
Tracey Meredith 


Section 151 Officer & 
Chief Finance Officer 


Ben Smith 


Head of Cultural 
Services  


Tracey McNulty Head of Commercial 
Services 


Chris Williams 


Head of Waste, 
Cleansing & Parks 


Chris Howell 


Head of Property 
Services 


Geoff Bacon 


Head of Planning 
& City 


Regeneration 
Phil Holmes 


Head of Housing & 
Public Health 


Mark Wade 


Head of Highways 
& Transportation 


Stuart Davies 


Members of the Corporate 
Management Team (CMT) are in 
the shaded boxes 


 


Deputy Section 
151 Officer & 
Deputy Chief 


Finance Officer 
Jeff Dong 


Deputy Monitoring 
Officer & Deputy 


Chief Legal Officer 
Deb Smith 


Head of Adult 
Services 
(Learning 


Disability / Mental 
Health / Service 


Provision & 
Safeguarding) 
Amy Hawkins 


(Interim) 


Head of Child & 
Family 


Julie Davies  


Head of Integrated 
Services 


Helen St John 
(Interim) 


Head of Revenues 
& Benefits 


Julian Morgans 
(Interim) 


Head of Service 
Centre 


Sian Williams 
(Interim) 
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HR &OD Strategy

2012/22





1. Introduction 



Our Corporate Plan for 2020/22; “Delivering a Successful & Sustainable Swansea” outlined the challenges Swansea faces as follows:



· Population changes – a growing, ageing and more diverse Swansea.

· Economic changes – attracting investment, high quality jobs and new technology into Swansea while addressing the skills gap.

· Climate change – risks from flooding, air and water quality, dangers to ecosystems and biodiversity and energy security. 

· Social and cultural changes – addressing inequalities in health, education, employment and life chances.



We have sought to address these current and future challenges through our Corporate Plan and our well-being objectives, as required by the Well-Being of Future Generations (Wales) Act 2015.



In addition, we are working to meet the requirements of Welsh and UK Government and the immediate and longer- term challenges around Covid-19 and leaving the European Union.  This adds to the complexity and uncertainty for the Council to deliver operationally while maintaining the confidence of residents that we are here to serve in our local communities.  



As a result, the Recovery Plan; “Managing the Present and Shaping the Future Swansea Council- From Recovery to Transformation” has provided an overview in responding to these challenges and the framework to replace the Sustainable Swansea Strategy with “Swansea – Achieving Better Together”. As part of that framework it has been identified under the third longer-term “Reshape” phase that  we develop a “Workforce Strategy” , recognising that work in Phases 1 (Re-Align) and 2 (Re-Focus) will support this. 



There is also a specific Strand in the Recovery Plan which identifies the following Projects;

· Workforce planning – skills for the future 

· Employment Policy Review 

· Agile and flexible working linked to the Accommodation Strategy and post covid new ways of working 

· Management of Attendance to focus on reducing long-term sickness

· Staff Well-Being in light of covid

· Workforce Training & Development



These Strands are reflected in the specific HR&OD Strand proposals below. 




1. Proposals for the Development of a HR&OD Strategy



In developing this strategy there will be an inevitable focus on involving and developing people, and enabling them to contribute to the development and performance of the organisation. Engagement from and, in consultation with, the Council’s key stakeholders is therefore key, in particular, Members, the Corporate Management Team and the Leadership Team.  

It is therefore proposed that these key stakeholders are surveyed and/r engaged in workshops to help inform and develop the following proposed strands as detailed in the remainder of this document under the following strategic strands.



1.1 Strand 1; Culture and Behaviours



Objective:

The development and refinement of the organisational purpose, vision and values is a key objective in the delivery of corporate strategy and culture The Council’s Recovery Plan identifies the need to “ensure that the “Culture of the organisation is aligned to the delivery of the corporate plan”.



As a result, it has been identified that the Council will;

•	Develop a “collaborative culture and embed corporate behaviours 

•	Develop a “Decide and Do Culture”. 

 

The Council may wish to consider a review and refresh of its existing Principles, Values and Behaviours to ensure that it is robust enough and fit for purpose in meeting the future needs of the Council and the communities it serves.



To successfully engage our workforce to achieve our strategic objectives, and ensure that we are seen as an excellent employer and great place to work. Employee engagement is critical to our success. HR will facilitate, develop and help to maintain a culture of excellence, where equality of opportunity exists for all to fulfil their potential. We will work in line with our core Principles, Values and Behaviours and ensure that this is also supported by all of our HR policies and procedures mechanisms.  We will ensure that we successfully engage our staff, and work in partnership with or trade unions in the delivery of our institution’s strategy.



Actions:

· Review its Learning and Development Provision to ensure that this meets the future needs of the Council in respect of Culture & Behaviours. 

· Support awareness of the need for equality, diversity and inclusion into everyday activity and we are seen as a fair and equitable employer, including support for employer forums where appropriate.

· Continue to work in partnership with trade unions on strategic and operational issues, establishing a robust and best practice framework for negotiation, consultation and facilities provision.

· Identify opportunities to achieve accreditation in employer benchmark awards; such as Chwarae Teg, Disability Confident Accreditation.

· Working with colleagues in our communications team, develop and provide staff engagement interventions to influence, our strategic objectives and future direction. This may include introduction of new channels of communication with colleagues.

· HR will champion changes to our culture by being the leader of our values and associated behaviours. We will disseminate and bring to life our new organisational values  so that they are fully understood and embedded.

· Continued review of HR&OD Policies to ensure that they reflect Council Culture and Behaviours. 



1.2 	Strand 2; A Workforce Fit for the Future 



Objective:

Leading on from Strand 1, it is important that the Council’s structures reflect the organisation’s purpose, vision, goals and projected outcomes. These may be organisational, managerial, functional, departmental, team or resourcing structures and mechanisms.



This is reflected in the Council’s Recovery Plan and, in particular, the sections relating to;

· One council

· remove silos

· Engaged, empowered and motivated workforce

· Joined up workforce working collaboratively

· Visible Leadership

· Decide and do culture –

· Delivering on promises

· Injecting pace and purpose

· Focus on performance and outcomes

· Agile decision making

· Faster agile and evidence based decision making

· Greater focus on action and impact not discussion and meetings

· Efficient and productive

· Agile workforce

· Continuous improvement

· Linked business and financial planning focus on outcomes

· Every employee knows their role and what they need to achieve



Actions:

· Continued engagement with Directorates and Heads of Service on Organisation Design activities with a view to removing “silos” and achieve a “joined up workforce wherever practicable.

· Continuation of the work in developing an agile workforce through HR &OD Policy development, guidance and training.

· Consideration with Leadership Team on development and adoption of agile working practices and processes. 

· Provision of dedicated advice and support to focus on reducing sickness, particularly longer-term.








1.3 	Strand 3; Future Leadership



Objectives:

High-quality leadership will be an important point of difference in ensuring that the Council  thrives in responses to future change and challenges.  It is also important that our Leaders exemplify out Principles, Values and Behaviours.



The HR& OD Team  will ensure that our leaders have the skills they need, and we will  assess and monitor how leadership is received within the organisation. We will also recognise the needs of our managers, and make sure that they are appropriately skilled, motivated and rewarded for their leadership roles.



Actions:

· Develop a framework of leadership behaviours that will underpin our core values and set out the expectations that employees at all levels can have of those in leadership and management roles.

· Ensure the appropriate staff development interventions (including development of competencies, coaching, mentoring, 360 feedback, formal development programmes) are effectively delivered for managers and leaders at all levels of the organisation with particular focus on:

· Corporate Management Team

· Leadership Team Executive Board

· Aspiring leaders

· Through Development Needs Analysis, identify areas where leadership skills are falling short of the required standards and implement improvement plans.

· Fully make use of the workforce planning process to spot talent (“Rising Stars”)and develop staff for future leadership roles.

· Support the objectives of the 30 per cent club, and aim for at least 30 per cent of those in senior management positions to be female.



1.4	Strand 4; Performance and Reward



Objectives:

To meet future challenges we need to create a culture of “high performance”, ensuring that

we have capable staff who are appropriately incentivised, rewarded and motivated to achieve excellent performance. We will ensure that our reward mechanisms are aligned

to our strategic priorities wherever possible and that the Council gets good value from its

investment in rewards and staff benefits. Poor performance will be identified and addressed,

while excellent performance will be celebrated and rewarded, both individually and within teams.



Actions:

· HR&OD will ensure that our pay, rewards and other benefits are competitive. This will be achieved through:

· Benchmarking of key roles, both across the sector and in our local area.

· Continuing to developing a flexible employee benefits scheme open to all employees.

· Review of Job Evaluation schemes for Chief Officers and other employees. 	

· Delivery of a revised Performance Management approach to reflect the future needs of the Council, in particular focusing on performance and outcomes and reflected in Oracle Fusion, with particular focus on;

· Establishment of agreed Corporate and Directorate objectives in completion of performance management reviews.

· Ensuring honesty in assessment and feedback as provided through performance review processes. 

· Create and maintain a high performance culture across all teams, led by local managers, ensuring the visible demonstration of our core values in all its day-to-day activities. This will be achieved through:

· Ensuring that managers are trained and competent in performance management skills, for example, “Difficult Conversations” to ensure performance targets are demanding, aligned and fair.

· Ensuring that performance is fairly and consistently measured and recognised, and underperformance is addressed effectively within reasonable timescales.

· Supporting the development and operation of real-time performance information. 



1.5	Strand 5; Recruitment and Retention;



Objective:



To effectively recruit the right quantity and quality of employee’s that we need to support the Council in the future.



HR will ensure that any decisions to recruit are only made following a full consideration of the options available. If we decide to recruit, we will only recruit individuals who demonstrate

the right values, skills, knowledge, experience and motivation to help achieve our objectives. We want our recruitment processes to be among the very best in the sector, giving candidates at all levels an excellent experience of the Council.



Actions;

· HR&OD will support development of our recruitment and selection processes provide high quality and diverse candidates. We will achieve this through our Recruitment Attraction Programme by:

· Working with Directorates and Service areas to ensure that recruitment advertising is effective, focused, good value for money, uses language and imagery that maximises potential interest from a diverse range of candidates, and is legally compliant. 

· Where necessary, taking positive action through our recruitment and selection activity to make sure our staff profiles reflect an inclusive and diverse community.

· Ensuring a positive recruitment experience for applicants, line management and HR

· staff through professional recruitment processes and applicant friendly processes.

· Enhancing the HR Web to promote our employer brand, stressing the benefits of working with us.

· Ensuring panel chairs are appropriately trained, for example in unconscious bias training, and that all staff who are involved in recruitment panels follow correct processes in conducting recruitment interviews.

· Ensuring our Recruitment and Selection Policy is updated to ensure legal compliance and in line with Council need and best practice, to deliver good outcomes to recruitment campaigns.

· Ensuring we have effective policies in place to attract talent in key resource and skill shortage areas.



1.6	Strand 6; Engagement, Inclusion and Culture



Objective:

To successfully engage our workforce to achieve our strategic objectives, and ensure that we are seen as an excellent employer and great place to work. Employee engagement is critical to our success. HR will facilitate, develop and help to maintain a culture of excellence, where equality of opportunity exists for all to fulfil their potential. We will work in line with our core Principles, Values and Behaviours and ensure that this is also supported by all of our HR policies and procedures mechanisms.  We will ensure that we successfully engage our staff, and work in partnership with or trade unions in the delivery of our institution’s strategy.



Actions:

· Review its Learning and Development Provision to ensure that this meets the future needs of the Council in respect of Culture & Behaviours. 

· Support awareness of the need for equality, diversity and inclusion into everyday activity and we are seen as a fair and equitable employer, including support for employer forums where appropriate.

· Continue to work in partnership with trade unions on strategic and operational issues, establishing a robust and best practice framework for negotiation, consultation and facilities provision.

· Identify opportunities to achieve accreditation in employer benchmark awards; such as Chwarae Teg, Disability Confident Accreditation.

· Working with colleagues in our communications team, develop and provide staff engagement interventions to influence, our strategic objectives and future

· direction. This may include introduction of new channels of communication with colleagues.

· HR will champion changes to our culture by being the leader of our values and 

· associated behaviours. We will disseminate and bring to life our new organisational values  so that they are fully understood and embedded.






1.7	Strand 7; Organisational Development



Objective:

To ensure we have the people with the right skills, knowledge and experience who are effectively led and organised to deliver our  strategy, both now and in the future.To develop a “learning organisation” committed to the development of skills, knowledge and experience. Decisions around investment in staff development will be made on a fair basis, taking account of how such development fits with the achievement of our objectives. The Council will consider staff development requirements on an annual basis. Fair processes will underpin decisions around opportunities for the development of staff, and will take account of individuals’ preferred learning styles.



This is reflected in the Recovery Plan, which includes under “Workforce Planning” (4.1.1);

•	To develop approaches to supporting staff working in different situations (e.g. front-line services, from home and agile working) with an emphasis on agility and responsiveness.

•	To align the changing organisational needs with the Corporate Plan.

•	To ensure organisational development work is undertaken to support organisational change.



HR&OD will ensure that we have a people planning process in place across senior levels of the organisation to mitigate any organisational vulnerability in succession management and to ensure we effectively identify talent. This process will mean we will recruit or develop individuals with the necessary skills to deliver effectively the next stage of our strategy.



Actions:

· The HR&OD Team will provide support and advice on all organisational reviews.

· The HR&OD Team will play a proactive role in the development of a Learning Organisation, providing personal and career development for staff at all levels of the organisation through  a suite of mechanisms which will include; 

· Development of a focussed leadership programme as follows;

· “New Leader Programme”; focussed on current and identified potential Heads of Service

· “New Manager Programme”; building on the current Management Development Programme and focussed on existing Managers linked to achievement of ILM Level 5.

· Establishment of a Coaching and Mentoring strategy for Heads of Service and “Rising Stars” across the Council.

· Continuation of Leadership Hub 

· Delivery of effective elearning solutions in Oracle Fusion

· Provision of Graduate Development Programme

· Provision of Apprenticeships and Traineeships across the Council at all qualification levels

· Delivery of Equalities Training

· Provision of Welsh language training to meet our Legal and Corporate objectives

· Continued partnership with Gower College to identify and deliver external training support, particularly in Digital Skills.

· Development of Induction/ Onboarding.

· Maintaining close attention on the quality and quantity of organisational and employee development plans that arise from resource planning and performance management discussions.

· Developing new interventions to support the institutional strategy as identified, for example, in areas  such as unconscious bias, living the values, digital awareness and capability, and a range of compliance related programmes.

· Recognising the differences in provision of service delivery across the Council, we will ensure resource resilience through ongoing strategic resource planning exercises at all levels as required.  This will include; 

· Assessing current workforce capacity (supply), including;

· Age profiling

· Gender profiling 

· Race profiling

· Current skills gaps

· Succession planning

· Forecast future workforce requirements (demand), including consideration of;

· Future strategic direction

· Budgetary Constraints	

· Inform Workforce strategies, including;

· Recruitment Attraction Programme

· Employee Value Proposition

· Promotion of a Diverse Workforce to best reflect the communities it serves.

· Annual review and evaluation of resourcing tools. :

· c) Supporting leaders in creating and facilitating change programmes/projects leading to enhanced institutional capability, performance and wellbeing








1.8	Strand 8; Operating Excellence



Objective:



To deliver an effective, efficient and profession HR&OD advice and support to time, quality and cost.  HR&OD will continue to maintain excellent working relationships with other corporate services to ensure a collaborative approach to the delivery and improvement in services. We will ensure that our policies are clearly written, well communicated, well understood and effectively applied.



 Actions:

· We will provide highly valued, value for money, professional advice and support through:

· Ensuring that managers and other stakeholders at all levels have easy access to up-to-date and clearly articulated policies and procedures which are well understood and consistently and accurately applied.

· Working to identified KPI’s and SLAs in the provision of services.

· Ensuring a ‘right first time’ culture in the way we do our work.

· Simplifying and standardising operating processes to achieve lower cost, more efficient  transactions and better integration with other important stakeholders both within HR and with other stakeholders such as line managers and corporate support teams across the  Resources Directorate and the wider Council.

· Using online technologies wherever possible to increase efficiency with HR processes, particularly with dedicated and pro-active contribution to the delivery of Oracle Fusion. 

· Supporting Managers in the management of employee relations and sickness absence cases to time, quality and cost.

· Enhancing the HR communications for internal and external use.

· Ensuring all our staff are appropriately skilled and motivated, and provide excellent HR services to their customer bases.

· We will ensure our own operational resilience through:

· Maintaining effective business continuity plans, risk registers and service plans for important people and services.

· We will work with external bodies, such as the WLGA, LGA and Regional Skills Partnership to produce required information, and contribute to the development and delivery of best practice.
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Background

Mentoring Scheme
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 Background  

An action from Chris Sivers to establish a Coaching and Mentoring culture within the then, People Directorate.



Identifying skills that could be Mentored with junior staff/ staff wanting to learn new skills.



Staff wanting to enrol on costly training, when the organisation might have the skills within to share. 



Identify skills in the directorate that are essential to driving the organisation forward (something other than career progression e.g. HR, Facilitation Skills… etc).



It was agreed that an informal Mentoring Network was to be setup initially as it will be easier to resource and share skills, experiences and knowledge versus setting up a Coaching network, which would involve a cost to train employees and re-design an in-house course, outlined in                           original strategy. 
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Mentoring

Programme

Sharing Skills, Experiences and Knowledge with employees

Coaching

Programme

Promoting Accountability, Responsibility and Empowerment with employees

Phase 1 - Network



Phase 2 - Network







Defining Mentoring and Coaching 



Define as two separate networks – this avoids confusion 



Skills used in both are the same.



Output or purpose is completely different. 
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Purpose

Mentoring Scheme
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 Purpose – what value it can bring?  

With lower resource and tighter training budgets, Mentoring can be seen as an invaluable resource to share skills, knowledge and experience within an organisation. 



With an ageing workforce, Mentoring can be a motivational tool to both the Mentor (sharing skills) and Mentee (retaining skills) and retain knowledge within the organisation.



It fosters a culture of Innovation and Creativity. 



It fosters a culture of Accountability, Responsibility and Empowerment.



It builds on new and existing skills such as communication and interpersonal skills.



It is intangible and its main measures are individuals 

motivation, performance and engagement.



An interaction between mixed levels.
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 What will happen without Mentoring?

Loss of knowledge, experience and skills within the organisation due to:

Employees leaving

Retirement 

Better opportunities 



New Employees/ Junior Employees will have to go through expensive training so that they fulfil their role and learn the new skills that were lost from previous employees, but not necessarily know how to apply it. 



Create a skills gap that could be detrimental to the overall organisations performance.
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Vision

Mentoring Scheme
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 Vision – Establishing Programme 

Identify Managers that possess Skills we want to foster within the organisation (Routes 1) – IDENTIFYING SKILLS



Identify Managers that want to mentor new employees within the Organisation (Route 2) – CAREER PROGRESSION / CAREER DEVELOPMENT



Identify Managers that want to come forward and be part of the Mentoring Programme (Route 1+) – EMPOWERMENT for Managers



Incorporated into Appraisal / PDR / PDP Activities



Managers Accepted onto Mentoring Programme



Training provided to Mentor and Mentor is to sit in a Pool with other Mentors, linked up to a Skill. 



Mentee’s enrol with Mentor



Mentoring Relationship SetUp + Reviewed 3/6/12 Monthly 

by Corp HR&OD 
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 Vision – Establishing Programme 

Option Route to have the Mentoring Programme as part of the Appraisal/PDR/PDP Process where:



Identify Development areas

Skill Gaps

Career Progression



This will support the sustainability of the scheme.



Market the scheme 



Leadership Buy-In e.g. great to get some senior examples/stories that sell mentoring to employees (both potential mentors and mentee’s). 
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Contents

Mentoring Scheme
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 Contents of Programme  

Mentoring Pack (Information Pack and Agreement Documents)



eLearning (Mentors)



IT matching System



Mentor x Mentee Relationship



Marketing Campaign



Measurements (of Scheme)

Mentor x Mentee Relationship

Quality of eLearning and Mentoring Pack

Quality of IT matching System

Mentoring Quality of Mentor

HR&OD Support



Organisational Measurements

Culture – Sharing, Innovation and Empowerment

Sustainability of Skills within the Organisation 

Knowledge Management
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Mentee Accesses   

Information on StaffNet and if applicable, reaches out to Employee Services

Mentee gets Line        Manager approval and agrees to commitment e.g time, 

resources… etc

Mentee completes online Application via StaffNet

Mentee is able to match with Mentors on the StaffNet   system depending on what subject/focus the Mentee wants to be Mentored on.

HR & OD are notfied 

Initial Matching Process (Mentor to agree)

HR & OD confirm 

Mentoring  Relationship

Initial Meeting

Mentee Process (1) 





Mentor Accesses      

Information on StaffNet and if applicable, reaches out to Employee Services for more 

information

Mentor seeks Line 

Management 

Approval/Notify

Completes online          application via StaffNet 

Mentor is available to be accessed by Mentee’s who want to be 

Mentored with the 

desired skill/experience

Initial Matching Process

Mentor confirms Mentee and accepts match

HR+OD confirm 

 Mentoring Relationship 

Initial Meeting 

Mentor Process (1) 

Mentor to complete mandatory eLearning Module 





Initial Meeting

Agreement is formed 

Regular Meetings    Setup

HR&OD Setup 3/6/12 month reviews to get feedback on scheme and Mentoring Relationship

Mentor Support

Relationship 

Concludes 

End of Assignment Evaluation 

End of Mentoring Scheme

Mentor and Mentee Process (2)

Revisit Initial Matching   Process

No

Yes

Revisit Initial Matching     Process

HR & OD—Signpost

HR & OD—Signpost

Continuation from Process (1)

Paperwork issued and agreed with set objectives for Mentoring Scheme

HR & OD—Signpost







eLearning





eLearning
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Mentor submission of skills 



Mentor Skills Pool 



IT Matching Application













Mentoring Pack
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What is needed?
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 Costs for Mentoring 

Mentoring Costs are as follows:

Programme Design and Content all designed in house.

Cost would have been taken from HR&OD/IT to develop 



Mentor (Based on a Grade 10 @ £21.18 an hour)



£508.32 lost from day job, gained by Mentoring a year

(based on 12 months of Mentoring)



Mentee (Based on a Grade 6 @ £11.98 an hour



£287.52 lost from day job, gained by Mentoring a year

(based on 12 months of Mentoring)



If 10 relationships are setup based on the above, this would 

cost the organisation £7k to facilitate.



Grade 10 & Grade 6 picked on likely roles to be paired within mentoring
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 CMT are to…

Agree that the vision outlined in the presentation is correct for Swansea Council 



Agree the current path with scope to review after pilot (make changes)



Senior Sponsor picked within CMT



Agree several services to Pilot (preferably those where training has taken place)



Reviewed through Surveys – Performance related



Measurable – how do we know the scheme is

 having any successes/making a difference? 
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 Discussion Points 

Agree that the vision outlined in the presentation is correct for Swansea Council (agree the resource and investment needed)



Agree the current path with scope to review after pilot (make changes)



Senior Sponsor picked within CMT



Reviewed through Surveys – Performance related



Measurable – how do we know the scheme is having any successes/making a difference? 
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Welcome



Welcome blurb from Senior Management 










Management Skills Programme



Corporate HR & OD

		Management Skills Programme

		Name 

		Start Date for MDP



		

		

		



		

		

		



		

		

		



		PROGRAMME



		PERIOD

		TOPIC

		COURSE TYPE

		COMPLETED ON:



		Month 1

Welcome and Introductions

		Meet and Greet

		Classroom Course

		



		2 – 5 Months 

Management Skills

		Leadership and Management Skills

		Classroom Course

		



		

		Emotional Intelligence 

Communication Skills

		Classroom Course

		



		

		Understanding Change 

		Classroom Course

		



		

		SME Unit

		Classroom Course

		



		6 – 9 Months 

Interpersonal Skills

		Employee Engagement 

		Classroom Course

		



		

		Managing Difficult Behaviour

		Classroom Course

		



		

		Crucial Conversations

		Classroom Course

		



		

		SME Unit

		Classroom Course

		



		10 – 13 Months

HR Skills 

		Disciplinary Investigation Skills

		Classroom Course

		



		

		Performance Management

		Classroom Course

		



		

		Coaching and Mentoring

		[bookmark: _GoBack]Classroom Course

		



		

		HR SME Unit

		Classroom Course

		



		

		SME Unit

		Classroom Course

		



		

		Disciplinary Investigation Skills

		Online Course

		



		

		Sickness Absence Management

		Online Course

		



		

		Recruitment and Selection

		Online Course

		



		14 – 15 Months

		Presentation Day

		Classroom Course
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Management Skills Programme Outline



Month 1     Time Scale: April 2019    Topic: Welcome and Introductions

Face-to-Face Units Covered:

· Meet and Greet



Months 2 – 5    Time Scale: May 19 – Aug 19     Topic: Management Skills

Face-to-Face Units Covered:

· Leadership and Management Skills

· Emotional Intelligence

· Communication Skills

· Understanding Change

· SME Unit 



Months 6 – 9   Time Scale: Sept 19 – Dec 19     Topic: Interpersonal Skills

Face-to-Face Units Covered:

· Employee Engagement

· Managing Difficult Behaviour

· Crucial Conversations

· SME Unit 



Months 10 – 13   Time Scale: Jan 20 – April 20     Topic: HR Skills

Face-to-Face Units Covered:

· Disciplinary Investigation Skills

· Performance Management

· Coaching and Mentoring

· HR SME unit 

· SME Unit 



Online courses covered:

· Disciplinary Investigation Skills

· Sickness Absence Management 

· Recruitment and Selection



Months 14 – 15   Time Scale: May 20 – June 20    Topic: Final Presentations

Face-to-Face Units Covered:

· Participants presentations 





Months 2 - 13   Time Scale: May 19 – April 20    Topic: Subject Matter Expert

Face-to-Face Units Covered:

· Finance for non-financial managers and Introduction to Procurement

· Think Commercially and Innovation

· SME TBC



Online courses covered:

· Finance for non-financial managers

· Introduction to Procurement 

· Innovation
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Discussion re: Workforce Planning Education



Date	8th March 2021



Present	Nicola Reid – Principal HR BP

		Stephanie Rayner - BP

		Linda Phillips – Project Officer

		HMR – Director

		BR – HOS

		KP - HOS



Identified the requirement of ‘buy in’ from Senior Management, attended SLB, arrange workshops to understand current workforce, skills gap, learning and development interventions.



GROW Model, what have you got, what do you need to and how are you going to get there?



Consider a cross thinking approach, networking across the Authority.



Giving people the time to develop within their roles, employee’s need to be willing to engage in the programme.  Consideration of internal options for staff development i.e. Coaching and Mentoring, identified the benefits and potential barriers due to lack of resources within the Department.



Undertake a skills analysis and ensure support is provided to individuals who are identified as potential Coaches/Mentors.  Offer opportunities to undertake the Management Development Programme in order to develop skills, knowledge and behaviours.



Conduct workshops with Senior Team within Education in order to undertake and analysis of the current workforce and succession planning for the future.



Consider support/development for aspiring managers/officers in order for them to meet individual objectives, organisational objectives in ‘developing future people’, whilst also embedding a learning within the organisation.



Providing guidance to SLT as to how they can reach their objectives.



Analyse workforce data for discussion during a workshop, what does it tell us?



Consider posts, what do we need them to do to deliver the service, what are the gaps and what is no longer needed?



HR perspective, what can be done legally, what do they want to do and how can they get there in the parameters of what they are allowed to do?



What you must have from a statutory perspective?



Explanation as to what support can be provided from HR&OD.



Going forward – what is needed going forward in relation to roles and responsibilities, shift in thinking for Managers.



Restructures have been progressed previously with considering the ‘here and now’ rather than longer term due to budget pressures.  Need to consider longer term in order to meet individual, service and organisational objectives.



Recognise the difficult decisions that are needed, decisions based on evidence when analysing the workforce data available.



Workforce planning can help to understand were the skills gaps are and options in relation to how you can best fill the gaps.



Identify barriers from a budget perspective but also limited resources not just with Education but across the Authority.



Collective approach across Senior Leadership Teams within the Authority in identifying individuals to become Mentors/Mentees.
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Adnoddau Dynol a Datblygu Sefydliadol

Human Resources & Organisational Development
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Mentoring Agreement Forms



Introduction



These agreement forms have been produced to record your Mentoring Journey.



Depending on the setup of the Mentoring Relationship, it might be that these forms are not used as a more informal approach may be taken. It is advised that notes are made as a substitute so that you can track any progress with the Mentoring Relationship.



The Mentoring Agreement Forms consist of:



· Mentoring Contract

· Setting up your Mentoring Relationship.



· Mentoring Action Plan

· What you intent to focus the Mentoring on…



· Mentoring Review Form

· Reflect on Mentoring Progress e.g. after one month, three months and six months.



· Mentoring Log

· Log what is discussed in each session and progress made

Adnoddau Dynol a Datblygu Sefydliadol

Human Resources & Organisational Development











Mentoring Contract



This contract forms the basic agreement and commitment to the Mentoring relationship.



It should be completed within the first or second meeting, a copy kept by both the Mentee and Mentor and a copy returned to Corporate HR and OD – rhys.curtis@swansea.gov.uk





		Mentor Details



		Name

		



		Agreed Contact Method

		



		Phone

		



		Email

		



		Agreed times for contact

		







		Mentee Details



		Name

		



		Agreed Contact Method

		



		Phone

		



		Email

		



		Agreed times for contact

		





Adnoddau Dynol a Datblygu Sefydliadol

Human Resources & Organisational Development
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		Agreed details of Mentoring Relationship



		Frequency of Meetings

		



		Durations of Meetings

		



		Venue of Meetings

		



		Cancellation Procedure

		



		Style of Mentoring (in addition to info given in the Mentoring Pack)

		



		Limits of the relationship/Personal Boundaries

		



		Any other information (incl medical etc.)

		







By signing this document, I am committing to make the Swansea Council Mentoring Relationship and Programme work in accordance to the training and documentation provided by Corporate HR & OD.



MENTEE



Signed 	Date		 Print Name  		



MENTOR

Signed 	Date		 Print Name  		

Adnoddau Dynol a Datblygu Sefydliadol

Human Resources & Organisational Development
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Mentoring Action Plan

To be completed by both the Mentor and the Mentee



Name: 		Date:	 My goals for the next 	months are:













My goals between now and the next meeting with my Mentor/Mentee are:



The practical steps to achieve these are:

		Action

		By whom

		By when





How will I know when I have achieved my goal?

Comments on Progress

Review Date









Mentoring Review Form

To be completed every 	months by the Mentee/Mentor and once the Mentoring Relationship has ended.



		Name of Mentee

		



		Name of Mentor

		



		Date

		







How are you getting on with your Mentee/Mentor?



What are the motivational points/benefits from the meetings so far?



What are the developmental points that can be improved regarding the Mentoring Relationship?

Adnoddau Dynol a Datblygu Sefydliadol

Human Resources & Organisational Development







Have you agreed any targets/objectives? Please detail below.



What progress have you made towards your agreed targets/objectives?





How could the programme be improved?



Date and time of next review meeting:
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Mentoring Log	Date 	/ 	/	 Your record of conversations, actions, achievements... or anything you want to log! These boxes are yours to fill...



What did I discuss last time?



What have I done since last time?



What have I learnt?



What did I look at today?



What am I going to look at from now until the next session?
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Mentoring  


 
Introduction 


 
This pack has been produced to guide both Mentors and Mentee’s through the 
process of Mentoring. It is a resource to guide you through setting up and 
developing a mentoring relationship/partnership and it gives insight into the 
Mentee’s personal and professional development. 
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What is Mentoring? 


 


 
 


Mentoring is a form of training, learning and development and an increasingly popular tool in 
organisations for supporting personal development. 
 
Mentoring is a distinct activity, which is separate to coaching, which has become a 
widespread development tool.  
 
There are some famous examples of mentoring relationships, those including Ian Botham, 
Brian Close, and Kevin Keegan by the great Bill Shankly. There are many business-
mentoring relationships, notably Chris Gent and Arun Sarin at Vodaphone.  
 
There are consistent confusions around what exactly mentoring is and how it is different to 
coaching. Coaching is defined as ‘developing a person’s skills and knowledge so that their 
job performance improves, leading to the achievement of organisational objectives. It targets 
high performance and improvement at work, and can have an impact on the individual’s 
private life. It usually lasts for a short period and focusses on specific skills and goals.  
 
Mentoring is the long term ‘passing on’ of support, guidance and advice in the workplace and 
is described as a relationship in which an experienced colleague uses their knowledge and 
understanding of the work or workplace to support the development of a junior or 
inexperienced member of staff. It is also a form of apprenticeship, whereby an inexperienced 
learner learns the ‘tricks of the trade’ from an experienced colleague, backed-up, as in 
modern apprenticeship by offsite training.  
 
Mentoring is used specifically and separately as a form of long term, tailored development for 
the individual, which brings benefits to the organisation. The characteristics of mentoring are: 
 


 It is essentially a supportive form of development 


 Focusses on helping an individual manage their career and improve skills 


 Personal issues can be discussed more productively; unlike in coaching where the emphasis 
is on performance at work. 


 Mentoring activities have both organisation and individual goals. 


 Ongoing relationship that can last for a long time 


 Can be more informal and meetings can take place as and when the mentee needs some 
guidance and/or support  


 More long, term and takes a broader view of the person. Often known as the ‘mentee’. 


 Mentor usually passes on experience and knowledge. The mentor is normally more senior. 
Agenda is set by the mentee and the mentor providing support and guidance to prepare 
them for future roles 
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The benefits of mentoring… 
 
 


Mentoring will have a clear and positive effect on the personal and professional development of the Mentee. It is 
also intended to benefit the Mentors and the organisations they work for. 
 
Being involved as a Mentee, you should expect to: 
 


 Identify areas of development and improve self confidence 


 Confront current situations and issues  


 Lead the agenda 


 Ask the questions you need answers to 


 Be prepared to probe rather than accept the first answer 
 
As a Mentee, involvement will benefit you and the organisation as the project allows you the opportunity to:  
 


 Increase your understanding about yourself and situations 


 Develop and practise your listening skills 


 Learn from your mentor 


 Improve job satisfaction, motivation and enhance peer recognition 


 Encourage self-reflection and develop specific skills 


 Develop a career plan 
 
Your involvement as a Mentor supports a Mentee by: 
 


 Giving them an insight into your work and career 


 Assisting them with practical tips on planning a successful job search, strategy 


 Offering advice and guidance with the career thinking 


 Developing understanding, skills and problem solving support 


 Encouraging reflection and recognise and celebrate effective practice 


 Identifying areas for developing and improve self confidence 
 
As a mentor, involvement will benefit you and the organisation as the project allows you the opportunity to: 
 


 Develop and practise coaching skills (questioning, listening, facilitating skills) 


 Demonstrate your commitment to equality and diversity  


 Gain a real understanding of diversity issues facing HR & OD 


 Share the knowledge and experience gained 


 Take part in an innovative project 


 Improve job satisfaction, motivation and enhance peer recognition 


 Encourage self-reflection and develop specific skills  
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The Mentor’s Role 
 


 
The relationship between Mentor and Mentee is very much Mentee-centred focussing on their professional and 
personal development. It may include the giving of advice, information, establishing facts, sign posting, and self-
appraisal. Whatever the techniques, the emphasis is on enabling and empowering the Mentee to take charge of 
their development and their environment. 
 
To allow this transition the importance of interpersonal skills is essential. These skills include listening effectively, 
empathy, understanding a non-judgemental approach and the ability to facilitate through skilled questioning. 
 
The role of the Mentor is to: 


 Listen 


 Question, to probe facts  


 Give information, knowledge about the organisation/occupation and informal networks 


 Give advice on career development 


 Offer different perspectives 


 Offer support and encouragement 


 Draw on own experience when appropriate  


 Confront and discuss current issues 


 Take the lead and make decision in the early stages of the relationship 
 
In addition, encourage the Mentee to: 


 Listen 


 Clarify understanding 


 Share thinking 


 Review and reflect on oneself 


 Change assumptions 


 Consider different perspectives 


 Develop and manage a career plan 


 Take responsibility for their own development 


 Make decision to maximise the outcomes of the Mentoring Relationship 
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The Mentee’s Role 
 


 


 
The relationship between Mentor and Mentee is very much Mentee centred. The Mentee is 
expected to take ownership and drive of the relationship; drawing on the Mentor’s knowledge and 
experience as required. The Mentee is expected to be open, honest and receiving, to empower the 
Mentor to talk openly and honestly in order to assist the Mentee to take charge of their 
development and their environment.  
 
The role of the Mentee is to: 
 


 Communicate their circumstance clearly, concisely and honestly 


 Question where they do not fully understand or comprehend 


 Provide information, knowledge about organisation/occupation and career to aid their Mentor    
with the provision of advice and support 


 Act upon advice on career development 


 Accept differing perspective 


 Accept support and encouragement 


 Provide own experience to aid discussions 


 Take the lead, guide and make decisions – when the relationship is established.  
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The Mentoring Relationship 
 


The Mentoring relationship can be a very powerful and positive experience. It enables and 
develops a great sense of confidence, enhancing the professional and personal skills of both 
parties. There are a number of factors needed so that the experience/relationship is a success! 
 
Factors for success 
 
These include: 


 Clear guidelines for the roles and responsibilities of both parties  


 Agreed and shared understanding of the nature and type of support 


 Commitment towards the principles and value of the Mentoring Scheme 


 The skills of both the Mentor and Mentee 


 Clear communication in both directions 
 
Clear communication is the foundation where all factors link together. It is through positive and 
developmental dialogue that a successful Mentoring Relationship can develop allowing both 
parties to bring forward their ideas, enter discussions and maintain professional development. It is 
within this environment that both parties can flourish. 
 
There are a number of activities involved with a Mentoring Relationship, a few examples below: 
 


 Initial contracting meetings 


 Work shadowing (where Mentoring takes place through Line Management) 


 Review discussions  


 Making use of a learning log 


 Building a portfolio of record of achievement 


 Personal support 


 Reviewing the relationship 


 Ending the relationship – when agreed goals have been achieved 
 
Tasks include: 
 


 Negotiating and agreeing 


 Identifying needs 


 Observing  


 Recording  


 Giving and receiving feedback 


 Assessing 


 Advising 


 Informing 


 Problem-solving 


 Target setting 


 Clarification of strategies and actions 


 Evaluating  
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The mentee should provide the following commitment to the following tasks: 
 


 Identifying issues or situations 


 Questioning 


 Discussing 


 Note taking 


 Action planning 


 Researching 


 Task completion  


 Evaluating  
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Top Tips for Mentoring  
 


Active Listening  
 
Active listening is the ability to listen and internalise what is being said; essentially listening and 
understanding. You can use your whole self to convey the message of an active listener involved 
in the discussion, showing interest, gaining trust and respect. This can be achieved by using verbal 
and non-verbal communication. Non-verbal communication has more impact than words alone, so 
facial expression, eye contact, non-verbal prompts (e.g. head nodding) and body posture (leaning 
slightly towards the Mentee, showing interest) will contribute towards building upon the 
professional relationship and improving discussions.  
 
Your surroundings can also be utilised to create a climate appropriate for discussion to occur. The 
aim is for a quiet, pleasant and relaxed environment with no physical barriers (e.g. a desk between 
Mentor and Mentee) to be used to conduct the meeting in.  
 
Within active listening, we can concentrate on two important aspects used within mentoring, these 
being:  
 
1. Being focused: Keeping the Mentee focused on a specific discussion topic, keeping the 
conversation confined around one area. This is difficult, as Mentees in the early stages of 
Mentoring tend to have many questions and move from one to the other without linking or having a 
structured approach. 
2. Using verbal prompts: Using sounds or key words to encourage the Mentee to talk more clarify 
a point or extend an idea, for example: 
 
The use of expressions like ‘I see’ and Go on…’ and by using sounds like ‘Uhhuh’ and ‘Ye-e-s’.  
 
There are of course barriers to active listening, which anyone involved in mentoring needs to be 
aware. Awareness of these barriers will allow the Mentor to encourage, support, show interest and 
respect to the Mentee. Barriers to listening include:  
 


 Tuning in and out – on average we think approximately four times faster than we speak, 
leading to listeners tuning out, using the space to address their own thoughts or concerns 
rather than staying tuned into the listener.  


 The glazed look – there are times when an individual will concentrate on the speaker 
(Mentee) rather than on what is being said for whatever reason, bringing on that glazed 
look on the face of those listening, a look we all recognise.  


 Mentee-centred – issues discussed are less important to the Mentee, our discussions 
should always work around the development of the Mentee and not the subject being 
discussed. 


 Becoming heated – certain phrases, words and views may cause Mentors to feel as if they 
should dive in with their own opinions; resulting in the Mentee becoming irritated, upset and 
switching-off. It is OK to give your own view but remember the professional discussion is for 
the Mentee and it is their ‘arena’ with the Mentor’s primary task being that of the 
facilitator/listener.  
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Giving space – during discussions the Mentee will have silences and spaces, which will vary in 
length. Try not to rush in and fill these, as we all have differing periods of reflection and thinking. It 
is important to allow the Mentee time to internalise their thoughts.  
 
Using the art of questioning, if used effectively, is a very useful and powerful tool. It allows the 
Mentee– Mentor relationship to develop, assisting the Mentor in understand the Mentee’s situation 
or dilemma, assisting the Mentee in exploring and understanding their experiences with the hope 
of formulating avenues and actions for the future. There are many reasons to ask questions, they 
may be:  
 


 To satisfy curiosity  


 To obtain or clarify information  


 To assist in exploring an issue  


 To look at possible alternatives  


 To check understanding  


 To challenge contradictions, views etc.  


 To move the discussion forward  


 To direct the discussion  
 
It is important to select those, which are of greatest use. Questions can essentially be broken down 
into two types, closed or open questions.  
 
Open Questions: These are questions which require more than just a ‘yes’ or ‘no’ response and 
usually begin with ‘How?’ ‘Where?’ ‘What?’ ‘Who?’  
 
Questions beginning with these can be used to:  
 
Gain information:  
‘What happened as a result of…?’  
 
Explore personal issues: 
‘What is your view on…?’  
‘What are you expecting to achieve?’  
‘How are you feeling having...?’  
 
Consider and explore avenues: 
‘What are the possible options for...?’  
‘What may help when...?’  
‘How would you deal with...?’  
 
Closed Questions: These are questions, which evoke a ‘yes’ or ‘no’, response and in doing so 
narrow down the opportunity for the Mentee to expand, closing down the discussion e.g. ‘Do 
you…?’; ‘Did you…?’  
 
Continual use of closed questions will restrict the discussion, resulting in the Mentee saying less 
and the Mentor asking more and more questions. The overall effect is poor communication and a 
difficult environment to work within. There are times when closed questions are useful. They can 
be used to summarise and confirm a discussion bringing parties up to speed and to the same level. 







 


 


Adnoddau Dynol a Datblygu  Sefydliadol 
Human Resources & Organisational Development 


 


  
 


 
 


   Preparation for the Mentor 
 


Concerns 


 


When building a new relationship, mentors may have some concerns and questions how they can 
facilitate the process of Mentoring. Some of these concerns could look like the following: 


 


 Will we get on? 


 Will there be enough time for the meetings? 


 What am I supposed to do? 


 Will I be able to do this? 


 Confidentiality? 


 What if things go wrong? 
 
The mentor and mentee can start to look at these issues prior to the initial contracting meeting. 
Reviewing past experiences and looking at the expectations of the Mentoring Programme to do 
this. This will allow both parties to prepare, share understanding and formulate any questions, 
which can be raised and answered both at this state and at stages prior to the first meeting. This 
reflection will also invite you to consider issues that may be important for the future success of the 
Mentoring relationship.  
 
The Initial Contracting Meeting 
 
The initial meeting is crucial to the whole process as it:  
 


 Sets the stages for the relationship 


 Allows a forum to establish the parameters, essential for the success of the mentoring experience.  
 
If it is the time to set, clarify and agree issues: 
 


 The purpose of the mentoring scheme and your expectations of what you hope to get from the 
experience. 


 The framework for supporting activities - what and how will these be delivered? What preparation 
prior to the meetings is needed? Each other’s responsibilities? 


 Issues around time – frequency of meetings? How long will these meetings be?  


 Review meetings – important to review the aims, objectives and consider how the relationship is 
developing and changing.    
 
At the end of the initial meeting, both parties need to reach a shared agreement that states clearly 
what each party expects to give and gain from the relationship. This agreement can be verbal or a 
simple written summary that can be used. A written version may be clearer and more useful. The 
mentor and mentee may decide to have an additional meeting if the agreement/outlines are not 
clearly set out.  
 
The Mentor and Mentee may want to consider the following when looking at an agreement: 
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 How might the agreement help – what do we want to achieve and what is the commitment from 
both parties?  
 


 Would the agreement be unhelpful? How would it be unhelpful? 


 How do you feel about setting up a Mentoring agreement? 
 
Mentor – Mentee Meetings 
 
The meetings are the central function to the mentoring relationship that allow a discussion on 
experiences, giving and receiving feedback, exploration of issues and talking through options for 
future actions and development. The Mentor acts as a facilitator/ enabler through skilful 
questioning, a non-directive, non-judgemental approach and the use of different strategies. All this 
needs to happen within an agreed framework around a clear purpose or purposes. 
 
The main purpose of the meeting may include: 
 


 Reviewing experience 


 Giving feedback 


 Identifying strengths and achievements 


 Identifying weaknesses and areas for development 


 Exploring options 


 Teaching or coaching specific skills and techniques 


 Engaging in discussions on professional issues 


 Agreeing support needs 


 Setting targets for the future action  
 
The emphasis on the purpose will vary both during the meetings and during contacts. The 
meetings are not the sole point of contact as individuals may use the telephone and e-mail for 
shorter types of contact.  
 
How can these meetings work? 
 
Structure, purpose, content and process.  
 
This could take the form of the following questions to identify: 
 
Looking back at recent experiences – how have things been going? What has worked well? What 
hasn’t worked? 
Discussing present experiences – what are your thoughts now, in the light of what has been 
discussed and raised? 
Discussing future options – exploring and agreeing goals for future actions, discussing ways to 
meet the identified needs, developing potential, clarifying and agreeing the support needed.  
 
There are normally three key process stages within the review meetings: 
 


1. Establishing the task and people parameters-, developing trust, connecting with each other, setting 
the agenda and ground rules. 


2. Exploring and clarification – of issues raised, Mentee’s thoughts and feelings and the Mentor’s 
views 
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3. Identification and agreement – targets and tasks for the future action for both parties. 
 
The Mentor’s skills as a reviewer 
 
In order for the review meeting to be productive, the Mentors ability to use their skills is crucial. The 
core skills with involve displaying respect, understanding, empathy, the ability to clarify, active 
listening, questioning, focusing, delivering feedback, summarising, negotiating, solving problems, 
target setting and action planning.  
 
The core skills demonstrate that the Mentor has an imperative role as the Mentor has to be 
competent in empowering the Mentee that is the catalyst/ driving force allowing them to develop. 
The mentor will utilise their expertise, experience, knowledge base to access the Mentee and the 
situation within the Mentoring Process.  
 
Providing Feedback to the Mentee 
 
Feedback is important, as it is a tool to review and develop. Feedback can be a difficult tool to 
provide, there are four important characteristics that will help support the mentoring relationship 
that will make feedback much more receptive and genuine.  
 


1. Trust and Respect – this develops through time as the relationship becomes stronger and open. 
This will also develop in how the feedback is given, such as genuine feedback with the purpose on 
development – how can I be the best I can be. How can you be the best you can be? 


2. Quality of the information – establish the facts, no presumptions or assumptions. This can be 
done using lots of open questions and closed questions to clarify what is being said. Failure to do 
this could jeopardise the relationship.   


3. Two-way discussion – there must be two-way dialogue where both parties are involved and 
engaged. This needs to focus on ideas, views and opinions from both. Failure to do this again 
could jeopardise the relationship if the Mentor takes control, the mentee will lose empowerment 
whereas if the Mentee takes control, the Mentor could lose a sense of purpose and structure to 
both the Mentoring Relationship and Process.  


4. Developmental Feedback – feedback that searches for ways forward – what have I done? What 
do I need to change? How do I do this? By me doing this, how will this have an effect on my 
delivery – target, who/why am I doing this and what do I want to achieve? 
 
How can this be achieved? 
 


 Specific – what exactly am I doing or need to do to achieve the desired outcomes? 


 Evidence Base – what are the facts, what do I need?  


 Parameter Bound – what is our purpose? What do I want to achieve from this experience? How 
are we going to do this? And by when? 


 Realistic – setting realistic agreements are important. If expectations are not managed, it could be 
difficult to achieve the desired outcomes. People like to see short terms win to gain a sense of 
purpose and reward. If a lack of tangible output is achieved both parties could lose synergy for the 
relationship and scheme.  
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 Checking – presuming or assuming can be a huge risk as it is important that both parties are 
certain on what they want to achieve. Using feedback and communications allows both parties to 
be specific, regularly and efficiently where the facts are clear from the start and maintained 
throughout. Closed questions is an important tool to achieve this. Questions such as ‘Can I just 
clarify you said…’ just to check you will move forward with X Y and Z’.  


 Honesty – as mentioned previously, honesty is an important characteristic to support genuine 
feedback. If the Mentee feels that the feedback is genuine and coming from a place of wanting, the  


 Mentee to ‘be the best that you can be’ the mentee will be more receptive and more inclined to 
follow through with task in hand.  
 
Moving on 
 
A review and feedback session will be important to lead to tangible outcomes. These clear 
outcomes will support direction and achievements for both parties and identify areas of strength, 
achievement and what has worked and why.  
 
The relationship will evolve overtime as it will also be reviewed depending on the output from the 
Mentor/Mentee.  
 
This stage will be a key highpoint in the process at which point the desired outcomes are met and 
the relationship/partnership will end. At this point, the Mentee will have become an independent 
learner with the ability to facilitate his/her own development without the aid of the Mentor in the 
specific field that the Mentoring scheme was used for.  
 
At this point, there is a degree of sadness or regret in ending an effective relationship, many of 
these relationships are still maintained after the mentoring relationship, as the rewards gained from 
this are normally useful and utilised for life. It is important that the relationship finishes on a positive 
note and celebrate the success in the final review.  
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    Preparation for the Mentor 
 


The mentee is responsible for their own growth within the Mentoring Scheme and need to take an 
active lead in the discussions taking place. They are empowered to take control on their own 
development by managing themselves, using the mentors as facilitators. The Mentor has decided 
to accept responsibilities in contracting with the Mentee in a Mentoring Relationship.  
 
The relationship will only work if the Mentee is aware of these responsibilities and is empowered to 
take accountability of them. 
 
The Mentee can support the development of the relationship by: 
 


 Being Clear and Concise – clear communication of your needs and aspirations from the mentor 
will make the meeting focussed and both parties will know the vision(s) for what they want to 
achieve.  


 Networking – use any contacts and confidential information sensibly, seeking permission form the 
mentor using their names or details. 


 Taking Action – agreed tasks need to be completed within agreed time frames – failure to 
implement and have an awareness of short term wins, synergy will be lost within the process and 
can difficult to revitalise.  


 Not making demands – Mentor-Mentee Relationship can be seen as a luxury, which can be the 
first task to be cut, if workloads are demanding. It is crucial that time is made and managed so that 
the long-term effects of mentoring can be seen.  


 Remembering – mentoring is just as much the Mentee’s responsibility. It is a two way process and 
you will only get out what you are prepared to put in.  
 
The mentee can start to ask questions to support themselves in bringing forward any concerns, 
ideas, hopes and/or experiences.  
 
Review Meetings   
 
The Mentee needs to prepare for all review meetings to reflect on their experiences to develop 
themselves for the future, exploring options using the Mentors Input.  
 
Here are some questions to think about: 
 


 I am experiencing difficulty with… 


 In terms of support, I may need… 


 I want to develop my skill(s) in… What would you suggest? 


 Thing that have gone well are… 


 How can I find out more about…? 


 In have appreciated your support and ideas on… etc 
 
These are only limited examples that allow to probe and reflect on particular thoughts. A learning 
log, journal or diary system can beneficial to the mentor in addition to the papers provided by the 
HR & OD Team, as part of this pack.  
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A learning log/recording system allows the Mentee to self-review, self-reflect and it is a through 
process to learn, develop and take ownership of the process.  


 
 Questions below outline how to reflect recognise achievements and identify areas of development: 
 


 What have I achieved? 


 What have been the difficult areas when…? 


 What analysis has come from? 


 What have I learnt from…? 


 What do I need to change so I can…? 


 What do I need to develop to allow me to…? 
 
Some themes to remember when using a log or recording system include: 
 


 Reflection and analysis – concentrate on key learning points 


 Support and development needs – be specific on what this looks and feels like 


 Difficulties that were encountered and how they were resolved 


 Identified strengths 


 Achievements and successes  


 The recording system is the Mentee’s account of the scheme; therefore, it is important to share 
with those who have contracted into the Mentoring Programme with you (Mentor + other 
Mentee/Mentors, to share practice?) 
 
Mentoring works through buy in which support driving it forward. It is a two way process that is a 
tool for develop. Both the Mentee and Mentor are equal partners in a relationship, which allows you 
to access professionals from the world of work, using the skills expertise and experience within the 
organisation to develop yourself! 
 
The Top Tips for Mentor’s section is just as useful to the Mentors as it is for the Mentee. It is 
helpful to understand the Mentor Materials to understand what is involved and the process 
followed.   
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New Management Development Programme

		From

		Reid, Nicola

		To

		Rayner, Stephanie; Evans, Carryl; Evans, Leanne

		Cc

		Edwards, Angela; Wilks, Crystal

		Recipients

		Stephanie.Rayner@swansea.gov.uk; Carryl.Evans@swansea.gov.uk; Leanne.Evans@swansea.gov.uk; Angela.Edwards@swansea.gov.uk; Crystal.Wilks@swansea.gov.uk



Hi All, 


 


The new Management Development Programme (MDP) is launching in July of this year with course commencing from September


 


This is a mandatory course for all grade 9/10/11/12 Managers.


 


The MDP will be run over a 12 -18 month period and there are a total of 120 spaces on the first programme, as a result I have attached a list of off the managers within the Authority who fall into this category and Ang has proportioned the number of spaces available from each service area. 


 


NB: please note that those highlights in red have already attend the old MDP recently and therefore would not be a priority for this programme.


 


Please would you liaise with your Heads of Service to gain the list of delegates for this year, we will then allocate each delegate to their group and confirm the dates of their modules.


 


The launch days will be held on 3rd / 9th & 11th July 2019 from 9.00am – 1pm, could you please ask managers who will be attending this course to keep all 3 dates free at this moment, once we have the names we will then allocate them to one of the sessions.


 


Could you please ask that this information is provided by no later than 24th May 2019.


 


Steph – Could you please email Carryl’s areas in her absence.


 


Many thanks 


 


------


 


Regards


Nicola


[image: ]


 


Nicola Reid


Prif Bartner Busnes AD a DS 


Principal HR&OD Business Partner


 


( 07471 145372


* nicola.reid@swansea.gov.uk
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Copy of List of S Profile staff by Grade  - Dept Split- Final.xls

Summary


			


			Manager Totals


						Grade 9/10			Grade 11/12			Total Managers			%			Total Places			Comments


			Resources			26			24			50			15%			18


			Place			86			52			138			41%			49


			Social Serv			92			53			145			42%			50			92 after removing all snr pracs with no people Management


			Education			7			0			7			2%			3			all Grade 11 - 12 have completed a management development course in the past


			TOTALS			211			129			340			100%			120








Social Services Gd 9 - 10


			Social Services			Adult Services			Service Provision (Adult Services)			Residential and Respite (Adult Services)			Ty Cila			Williams			Christine			854717			SS.2000.Manager..PFTN.Yes			SCW			60			S			Grade_09|36-40|			40			Permanent - Full Time			37			Murray, Mrs. Catherine Dorothy			861168


			Social Services			Adult Services			Service Provision (Adult Services)			Community (Adult services)			Swansea Vale			Whiteman			Jacqueline			859300			SS.2900.Manager..PFTN.Yes			SCW			60			S			Grade_09|36-40|			40			Permanent - Full Time			37			Murray, Mrs. Catherine Dorothy			861168


			Social Services			Adult Services			Service Provision (Adult Services)			Residential and Respite (Adult Services)			St Johns House HFA			Southard			Donna			859796			SS.2700.Registered Manager..PFTN.Yes			SCW			60			S			Grade_09|36-40|			37			Permanent - Part Time			35			Parker, Mr. Mark Alan Neil			869972


			Social Services			Adult Services			Service Provision (Adult Services)			Residential and Respite (Adult Services)			Alexandra Road Respite			Morgan			Helen			861117			SS.60091.Respite Manager..PFTN.Yes			SCW			60			S			Grade_09|36-40|			40			Permanent - Full Time			37			Cook, Mr. Stephen John			860870


			Social Services			Adult Services			Service Provision (Adult Services)			Residential and Respite (Adult Services)			Llanfair House			Hegarty			Amanda			861207			SS.4000.Residential Services Manager..PFTN.Yes			SCW			65			S			Grade_09|36-40|			40			Permanent - Full Time			37			Thomas, Mr. James			855182


			Social Services			Adult Services			Community Resource (Adult Services)			Community Equipment Store			NULL			Williams			Mark			861246			PE.66317.Operational Lead - Community Equip Service.AS.PFTN.Yes			OS			45			S			Grade_09|36-40|			37			Permanent - Full Time			37			Aldridge, Mrs. Amanda			869503


			Social Services			Adult Services			Service Provision (Adult Services)			Day Services (Adult Services)			Work Development Team			Webb			Deborah			863438			SS.8451.Manager - Work Opportunities..PFTN.Yes			SCW			65			S			Grade_09|36-40|			40			Permanent - Full Time			37			Murray, Mrs. Catherine Dorothy			861168


			Social Services			Adult Services			Service Provision (Adult Services)			Residential and Respite (Adult Services)			Maesglas CSU			Coleman			Angela			865483			SS.61257.Manager..PFTN.Yes			SCW			60			S			Grade_09|36-40|			37			Temporary - Full Time			37			Cook, Mr. Stephen John			860870


			Social Services			Adult Services			Integrated Supported Care Planning			Domiciliary Care Service			Long Term/Complex Service			Goff			Wendy			865884			PE.66596.Homecare Manager.AS.PFTN.No			SCW			60			S			Grade_09|36-40|			40			Permanent - Full Time			37			Broxton, Mrs. Avril Fiona			870187


			Social Services			Adult Services			Service Provision (Adult Services)			Residential and Respite (Adult Services)			Ty Waunarlwydd HFA			Thomas			Jane			866573			PE.2800-V1.Registered Manager.AS.PFTN.Yes			SCW			60			S			Grade_09|36-40|			40			Permanent - Full Time			37			Murray, Mrs. Catherine Dorothy			861168


			Social Services			Adult Services			Service Provision (Adult Services)			Residential and Respite (Adult Services)			St Johns House HFA			Demaid			Maria			866678			SS.2700.Registered Manager..PFTN.Yes			SCW			60			S			Grade_09|36-40|			40			Permanent - Full Time			35			Parker, Mr. Mark Alan Neil			869972


			Social Services			Adult Services			Service Provision (Adult Services)			Residential and Respite (Adult Services)			Rose Cross HFA and DC			Brown			Gayle			866868			SS.2600.Registered Manager..PFTN.Yes			SCW			60			S			Grade_09|36-40|			40			Permanent - Full Time			37			Parker, Mr. Mark Alan Neil			869972


			Social Services			Adult Services			Service Provision (Adult Services)			Day Services (Adult Services)			Whitethorn IDS			Esqulant			Lee			867504			SS.62671.Day Service Manager..PFTN.No			SCW			60			S			Grade_09|36-40|			40			Permanent - Full Time			37			Cook, Mr. Stephen John			860870


			Social Services			Adult Services			Service Provision (Adult Services)			Residential and Respite (Adult Services)			Ty Waunarlwydd HFA			Bromfield			Alison			871399			PE.2800-V1.Registered Manager.AS.PFTN.Yes			SCW			60			S			Grade_09|36-40|			40			Permanent - Full Time			37			Parker, Mr. Mark Alan Neil			869972


			Social Services			Adult Services			Service Provision (Adult Services)			Residential and Respite (Adult Services)			The Hollies HFA and DC			Davies			Helen			873613			SS.2400.Registered Manager..PJSN.Yes			SCW			60			S			Grade_09|36-40|			40			Permanent - Full Time			37			Parker, Mr. Mark Alan Neil			869972


			Social Services			Adult Services			Community Resource (Adult Services)			Community Equipment Store			NULL			Worth			Michelle			874738			PE.66316.Operational Lead - Customer Services & ATTS.AS.PFTN.No			OS			45			S			Grade_09|36-40|			37			Permanent - Full Time			37			Aldridge, Mrs. Amanda			869503


			Social Services			Adult Services			Service Provision (Adult Services)			Residential and Respite (Adult Services)			St Johns House HFA			Grady			Suzanne			875360			SS.2700.Registered Manager..PFTN.Yes			SCW			60			S			Grade_09|36-40|			36			Permanent - Part Time			0			Parker, Mr. Mark Alan Neil			869972


			Social Services			Adult Services			Service Provision (Adult Services)			Residential and Respite (Adult Services)			Bonymaen HFA			Warren			Claire			877947			SS.2100.Registered Manager..PFTN.Yes			SCW			60			S			Grade_09|36-40|			39			Permanent - Full Time			37			Parker, Mr. Mark Alan Neil			869972


			Social Services			Adult Services			Prevention, Wellbeing and Commissioning			Local Area Coordination			NULL			Franklin			Jonathan			867818			PE.65278-V1.LAC Implementation Manager.AS.TFTN.No			OS			50			S			Grade_10|41-45|			42			Permanent - Full Time			37			Field, Mr. Peter Gregory			873276


			Social Services			Adult Services			Community Resource (Adult Services)			Older People's Mental Health Team			NULL			Williams			Glynis			869009			SS.62430-V2.Senior Social Work Practitioner..PFTN.No			SCW			65			S			Grade_10|41-45|			44			Permanent - Full Time			37			Preddy, Mrs. Andrea			863594


			Social Services			Adult Services			Service Provision (Adult Services)			Residential and Respite (Adult Services)			NULL			Parker			Mark			869972			SS.63998-V1.Operations Manager..PFTN.Yes			OS			50			S			Grade_10|41-45|			45			Permanent - Full Time			37			Murray, Mrs. Catherine Dorothy			861168


			Social Services			Adult Services			Integrated Supported Care Planning			North Hub			NULL			Griffiths			Glynis			870087			SS.1949-V2.Occupational Therapy Team Leader.AS.PFTN.Yes			SCW			70			S			Grade_10|41-45|			45			Permanent - Full Time			37			Thomas, Mrs. Rachel Jane			870027


			Social Services			Adult Services			Mental Health & Learning Disabilities			Assessment and Care Management CMHTs (North)			Area 3 - CMHT			Rees			Jane			853327			PE.64960.Senior Social Work Practitioner.AS.TPTN.No			SCW			65			S			Grade_10A|41-43|			43			Permanent - Part Time			18.5			Mort, Ms. Nicola Clare			875637


			Social Services			Adult Services			Community Resource (Adult Services)			Hospital Team Care Management			Hospital Social Work Team			Hughes			Angela			854462			SS.0252-V1.Senior Social Work Practitioner..PFTN.Yes			SCW			65			S			Grade_10A|41-43|			43			Permanent - Part Time			18.5			George, Mrs. Amanda			866375


			Social Services			Adult Services			Integrated Supported Care Planning			North Hub			NULL			Evans			John			858224			SS.0295-V3.Senior Social Work Practitioner.AS.PFTN.No			SCW			65			S			Grade_10A|41-43|			43			Permanent - Full Time			37			Edwards, Mrs. Teresa			861378


			Social Services			Adult Services			Integrated Supported Care Planning			Central Hub			NULL			Alli			Janet			859894			SS.64267-V1.Senior Social Work Practitioner.AS.PFTN.No			SCW			65			S			Grade_10A|41-43|			43			Permanent - Full Time			37			Mabbett, Mr. Stephen John			872351


			Social Services			Adult Services			Mental Health & Learning Disabilities			Assessment and Care Management CMHTs (North)			Area 3 - CMHT			Chapman			Martin			861306			SS.0585-V1.Senior Social Work Practitioner..PFTF.Yes			SCW			65			S			Grade_10A|41-43|			43			Permanent - Full Time			37			Mort, Ms. Nicola Clare			875637


			Social Services			Adult Services			Mental Health & Learning Disabilities			Community Learning Disability Team			Safeguarding - CST			Powles			Martin			863869			SS.1950-V6.Safeguarding Co-ordinator..PFTN.No			SCW			65			S			Grade_10A|41-43|			43			Permanent - Full Time			37			Smith, Mrs. Lynne Elizabeth			859666


			Social Services			Adult Services			Community Resource (Adult Services)			Care Home Team			NULL			Adams			Catherine			864184			SS.1953-V3.Safeguarding Co-ordinator..PFTN.No			SCW			65			S			Grade_10A|41-43|			43			Permanent - Full Time			37			Francis, Miss Sarah Jane			878411


			Social Services			Adult Services			Integrated Supported Care Planning			Central Hub			NULL			Saunders			Mark			864477			SS.1754-V1.Senior Social Work Practitioner.AS.PFTN.No			SCW			65			S			Grade_10A|41-43|			43			Permanent - Full Time			37			Mabbett, Mr. Stephen John			872351


			Social Services			Adult Services			Integrated Supported Care Planning			West Hub			NULL			Owens			Beverley			865057			SS.61526-V2.Senior Social Work Practitioner.AS.PFTN.No			SCW			65			S			Grade_10A|41-43|			43			Permanent - Full Time			37			Turner, Mrs. Jacqueline Mary			870072


			Social Services			Adult Services			Community Resource (Adult Services)			Care Home Team			NULL			O'Sullivan			Helen			865436			SS.61723-V1.Senior Social Work Practitioner..PFTN.No			SCW			65			S			Grade_10A|41-43|			41			Permanent - Full Time			37			Francis, Miss Sarah Jane			878411


			Social Services			Adult Services			Integrated Supported Care Planning			North Hub			NULL			Davies			Milton			865808			SS.1745-V1.Senior Social Work Practitioner.AS.PFTN.No			SCW			65			S			Grade_10A|41-43|			43			Permanent - Full Time			37			Edwards, Mrs. Teresa			861378


			Social Services			Adult Services			Mental Health & Learning Disabilities			Assessment and Care Management CMHTs (South)			Area 2 - Central Clinic			Cole			Nicola			866012			SS.0591.Senior Social Work Practitioner..PFTN.Yes			SCW			65			S			Grade_10A|41-43|			43			Permanent - Full Time			37			Woods, Mr. Christopher Guy			861351


			Social Services			Adult Services			Integrated Supported Care Planning			West Hub			NULL			Shephard			Matthew			866258			SS.63453-V2.Senior Social Work Practitioner.AS.PFTN.No			SCW			65			S			Grade_10A|41-43|			43			Permanent - Full Time			37			Turner, Mrs. Jacqueline Mary			870072


			Social Services			Adult Services			Mental Health & Learning Disabilities			Assessment and Care Management CMHTs (South)			Area 1 - Central Clinic			Latty			Christine			867201			SS.0572-V1.Senior Social Work Practitioner..PFTN.Yes			SCW			65			S			Grade_10A|41-43|			43			Permanent - Full Time			37			Woods, Mr. Christopher Guy			861351


			Social Services			Adult Services			Safeguarding			DOLS			NULL			James			Angela			867245			PE.66707.Senior Social Work Practitioner..PFTC.No			SCW			65			S			Grade_10A|41-43|			41			Permanent - Full Time			37			Williams, Miss Allison Elizabeth			861048


			Social Services			Adult Services			Mental Health & Learning Disabilities			Community Learning Disability Team			CLDT Team 2			Griffiths			Jacqueline			868066			SS.491-V3.Senior Social Work Practitioner..PFTN.No			SCW			65			S			Grade_10A|41-43|			42			Temporary - Full Time			37			Davies, Mr. Philip			864569


			Social Services			Adult Services			Mental Health & Learning Disabilities			Community Learning Disability Team			CLDT Team 1			Browne			Nathan			870543			SS.499-V2.Senior Social Work Practitioner..PFTN.No			SCW			65			S			Grade_10A|41-43|			43			Permanent - Full Time			37			Smith, Mrs. Lynne Elizabeth			859666


			Social Services			Adult Services			Community Resource (Adult Services)			Hospital Team Care Management			Hospital Social Work Team			Slee			Joanna			872780			SS.66110-V1.Senior Social Work Practitioner.AS.PFTN.No			SCW			65			S			Grade_10A|41-43|			43			Permanent - Full Time			37			George, Mrs. Amanda			866375


			Social Services			Adult Services			Integrated Supported Care Planning			North Hub			NULL			Walters			Nia			872930			PE.66999.Senior Social Work Practitioner.AS.TFTF.No			SCW			65			S			Grade_10A|41-43|			41			Permanent - Full Time			37			Edwards, Mrs. Teresa			861378


			Social Services			Adult Services			Integrated Supported Care Planning			Central Hub			NULL			Hughes			Lynsey			875330			SS.1755-V1.Senior Social Work Practitioner.AS.PFTN.Yes			SCW			65			S			Grade_10A|41-43|			43			Permanent - Full Time			37			Mabbett, Mr. Stephen John			872351


			Social Services			Adult Services			Integrated Supported Care Planning			West Hub			NULL			Jenkins			Kelly			880219			PE.65775.Senior Social Work Practitioner.AS.TFTN.No			SCW			65			S			Grade_10A|41-43|			43			Permanent - Full Time			37			Turner, Mrs. Jacqueline Mary			870072


			Social Services			Adult Services			Community Resource (Adult Services)			Care Home Team			NULL			Morgan			Naomi			881655			SS.62267-V2.Senior Social Work Practitioner..PFTN.No			SCW			65			S			Grade_10A|41-43|			41			Permanent - Full Time			37			Francis, Miss Sarah Jane			878411


			Social Services			Adult Services			Community Resource (Adult Services)			Hospital Team Care Management			Hospital Social Work Team			Rees			Kirsty			882705			SS.62678-V1.Senior Social Work Practitioner..PFTN.No			SCW			65			S			Grade_10A|41-43|			43			Permanent - Full Time			37			George, Mrs. Amanda			866375


			Social Services			Adult Services			Integrated Supported Care Planning			North Hub			NULL			Beasant			Amy			889812			SS.1878-V2.Senior Social Work Practitioner.AS.PFTN.No			SCW			65			S			Grade_10A|41-43|			43			Permanent - Full Time			37			Edwards, Mrs. Teresa			861378


			Social Services			Adult Services			Community Resource (Adult Services)			Older People's Mental Health Team			NULL			Morris			William			874412			PE.66385-V1.Deputy Team Leader.AS.PFTN.Yes			SCW			70			S			Grade_10B|44-45|			45			Permanent - Full Time			37			Preddy, Mrs. Andrea			863594


			Social Services			Child and Family			WB - Youth Justice and Early Intervention Service			Youth Justice Centre			NULL			Richards			Robert			865814			SS.61153-V1.Youth Justice Centre Co-Ordinator..PFTF.Yes			SCW			60			S			Grade_09|36-40|			40			Permanent - Full Time			37			Robinson, Mr. Mark			NPT003


			Social Services			Child and Family			WB - Youth Justice and Early Intervention Service			Post-Court Team			NULL			Hopkins			Carole			868954			PE.3125-V4.Referrals Orders Co-ordinator.WB.PFTN.No			SCW			65			S			Grade_09|36-40|			40			Permanent - Full Time			37			Robinson, Mr. Mark			NPT003


			Social Services			Child and Family			Wellbeing			Family Support Team			Flexible Home Support			Bowley			Emma			876234			PE.65852.Flexible Home Support Organiser.CF.PFTN.Yes			SCW			60			S			Grade_09|36-40|			40			Permanent - Full Time			37			Doolan, Mrs. Sandra Jane			864273


			Social Services			Child and Family			Wellbeing			Family Support Team			Supervised Contact Service			Griffiths			Emma			876892			SS.63711-V1.Supervised Contact Co-Ordinator..PFTN.Yes			SCW			60			S			Grade_09|36-40|			40			Permanent - Full Time			37			Doolan, Mrs. Sandra Jane			864273


			Social Services			Child and Family			Wellbeing			Family Support Team			Flexible Home Support			Margetson			Linzi			879884			SS.62596-V2.Flexible Home Support Organiser..PFTN.No			SCW			60			S			Grade_09|36-40|			40			Permanent - Full Time			37			Doolan, Mrs. Sandra Jane			864273


			Social Services			Child and Family			Supported Care Planning			Adoption Swansea (WB)			NULL			Willis			Tracy			880783			PE.65336-V1.WB Business Performance and Marketing Manager.CF.PFTF.Yes			OS			45			S			Grade_09|36-40|			39			Permanent - Full Time			37			Jones, Miss Valerie			861135


			Social Services			Child and Family			Wellbeing			Ty Nant			NULL			Monaf			Hasna			872207			SS.3046-V2.Residential Unit Leader..PFTN.Yes			SCW			65			S			Grade_10|41-45|			45			Permanent - Full Time			37			Houlston, Mrs. Donna Marie			867762


			Social Services			Child and Family			Safeguarding Performance and Quality			Service Quality Unit			NULL			Davies			Owen			873818			SS.3507-V2.Performance and Information Manager..PFTN.No			OS			50			S			Grade_10|41-45|			44			Permanent - Full Time			37			Thomas, Mrs. Julie			857759


			Social Services			Child and Family			Permanence (Child and Family)			Foster Swansea			NULL			Shepherd			Amy			832835			SS.0171-V1.Senior Social Worker..PFTN.No			SCW			65			S			Grade_10A|41-43|			41			Temporary - Part Time			18.5			Frith-Jones, Mrs. Samantha Jane			880990


			Social Services			Child and Family			Wellbeing			Emergency Duty Team			NULL			Williams			William			853584			PE.65318.Emergency Duty Senior Social Worker.CF.RPTN.Yes			SCW			65			S			Grade_10A|41-43|			43			Relief/Casual - Part time			0			NULL			NULL


			Social Services			Child and Family			Permanence (Child and Family)			Bays Plus @ Info Nation			NULL			Sheldon			Julie			857246			PE.1968-V2.Senior Social Worker..PFTN.Yes			SCW			65			S			Grade_10A|41-43|			43			Permanent - Full Time			37			Anderson, Mr. Benjamin John			885487


			Social Services			Child and Family			Wellbeing			Emergency Duty Team			NULL			Sheldon			Julie			857246			PE.65318.Emergency Duty Senior Social Worker.CF.RPTN.Yes			SCW			65			S			Grade_10A|41-43|			41			Relief/Casual - Part time			0			Thompson, Miss Carly Anne			880905


			Social Services			Child and Family			Wellbeing			Emergency Duty Team			NULL			Cronin			Felix			858243			SS.0180.Emergency Duty Senior Social Worker..PFTN.No			SCW			65			S			Grade_10A|41-43|			43			Permanent - Full Time			37			Rogers, Mrs. Nichola			872870


			Social Services			Child and Family			Wellbeing			Emergency Duty Team			NULL			Cronin			Felix			858243			PE.65318.Emergency Duty Senior Social Worker.CF.RPTN.Yes			SCW			65			S			Grade_10A|41-43|			43			Relief/Casual - Part time			0			Rogers, Mrs. Nichola			872870


			Social Services			Child and Family			Supported Care Planning			Child Disability Team			CDT Pod 3 - DP & Carer Assessments			Axtmann			Gertraud			859794			PE.0131-V1.Senior Social Work Practitioner..PFTN.No			SCW			65			S			Grade_10A|41-43|			41			Permanent - Full Time			37			Apthorpe, Ms. Michelle Elizabeth			872786


			Social Services			Child and Family			Wellbeing			Emergency Duty Team			NULL			Phiri			Douglas			861480			PE.65318.Emergency Duty Senior Social Worker.CF.RPTN.Yes			SCW			65			S			Grade_10A|41-43|			41			Relief/Casual - Part time			0			Thompson, Miss Carly Anne			880905


			Social Services			Child and Family			Wellbeing			Emergency Duty Team			NULL			Phiri			Douglas			861480			SS.0178.Emergency Duty Senior Social Worker..PFTN.No			SCW			65			S			Grade_10A|41-43|			43			Temporary - Full Time			37			Doolan, Mr. Michael Richard			862838


			Social Services			Child and Family			Wellbeing			Emergency Duty Team			NULL			Doolan			Michael			862838			SS.0179.Emergency Duty Senior Social Worker..PFTN.No			SCW			65			S			Grade_10A|41-43|			43			Permanent - Full Time			37			Rogers, Mrs. Nichola			872870


			Social Services			Child and Family			Wellbeing			Emergency Duty Team			NULL			Doolan			Michael			862838			PE.65318.Emergency Duty Senior Social Worker.CF.RPTN.Yes			SCW			65			S			Grade_10A|41-43|			43			Relief/Casual - Part time			0			Rogers, Mrs. Nichola			872870


			Social Services			Child and Family			Supported Care Planning			LAC - West Team			LAC 1			Fisher			Paul			865252			PE.1864-V1.Senior Social Work Practitioner..PFTN.No			SCW			65			S			Grade_10A|41-43|			43			Permanent - Full Time			37			Thomas, Miss Rhiannon Jane			876603


			Social Services			Child and Family			Supported Care Planning			LAC - West Team			LAC 2			Smith			Lorraine			865654			SS.3900-V3.Senior Social Work Practitioner..PFTN.No			SCW			65			S			Grade_10A|41-43|			41			Permanent - Full Time			37			Thomas, Miss Rhiannon Jane			876603


			Social Services			Child and Family			Wellbeing			Emergency Duty Team			NULL			Cole			Nicola			866012			PE.65318.Emergency Duty Senior Social Worker.CF.RPTN.Yes			SCW			65			S			Grade_10A|41-43|			42			Relief/Casual - Part time			0			Thompson, Miss Carly Anne			880905


			Social Services			Child and Family			Supported Care Planning			IAA Integrated Hub			NULL			Forde			Julia			866292			SS.3911-V3.Senior Social Work Practitioner..PFTN.No			SCW			65			S			Grade_10A|41-43|			43			Permanent - Part Time			22.2			Richards, Mrs. Kelli Louise			877174


			Social Services			Child and Family			Supported Care Planning			LAC - West Team			West 2			Heycock			Evan			868484			PE.63425-V1.Senior Social Work Practitioner..PFTN.No			SCW			65			S			Grade_10A|41-43|			42			Permanent - Full Time			37			Thomas, Miss Rhiannon Jane			876603


			Social Services			Child and Family			WB - Youth Justice and Early Intervention Service			Post-Court Team			NULL			Henderson			Richard			869633			SS.3143.ISSP Co-ordinator..PFTF.Yes			SCW			65			S			Grade_10A|41-43|			43			Permanent - Full Time			37			Robinson, Mr. Mark			NPT003


			Social Services			Child and Family			WB - Youth Justice and Early Intervention Service			Pre-Court Team			NULL			Williams			Caroline			870084			PE.65519.Senior Social Work Practitioner.CF.PFTN.Yes			SCW			65			S			Grade_10A|41-43|			43			Permanent - Full Time			37			Robinson, Mr. Mark			NPT003


			Social Services			Child and Family			Supported Care Planning			East - Penderry Team			East 1			Bradshaw			Tana			870327			PE.63382-V1.Senior Social Work Practitioner..PFTN.No			SCW			65			S			Grade_10A|41-43|			41			Permanent - Full Time			37			Jones, Miss Carol Maree			876988


			Social Services			Child and Family			Permanence (Child and Family)			Family and Friends Fostering Team			NULL			Etherington			Amanda			870480			SS.64069-V3.Senior Social Work Practitioner..TFTN.No			SCW			65			S			Grade_10A|41-43|			43			Permanent - Full Time			37			Lukes, Mrs. Donna Louise			873922


			Social Services			Child and Family			Supported Care Planning			Child Disability Team			CDT Pod 2			Cullen			Kelly			871814			PE.3619-V2.Senior Social Work Practitioner..PFTN.No			SCW			65			S			Grade_10A|41-43|			43			Permanent - Full Time			37			Apthorpe, Ms. Michelle Elizabeth			872786


			Social Services			Child and Family			Wellbeing			Emergency Duty Team			NULL			Apthorpe			Michelle			872786			PE.65318.Emergency Duty Senior Social Worker.CF.RPTN.Yes			SCW			65			S			Grade_10A|41-43|			43			Relief/Casual - Part time			0			Rogers, Mrs. Nichola			872870


			Social Services			Child and Family			Supported Care Planning			Townhill - Valley Team			Townhill 1			Fynney			Robert			872802			SS.66925-V1.Senior Social Work Practitioner..PFTN.No			SCW			65			S			Grade_10A|41-43|			41			Permanent - Full Time			37			Pierce, Mrs. Cheryl Ann			880914


			Social Services			Child and Family			Permanence (Child and Family)			Bays Plus @ Info Nation			NULL			Daniels			Lisa			873624			PE.64871-V1.Senior Social Work Practitioner.CF.PFTN.No			SCW			65			S			Grade_10A|41-43|			43			Temporary - Full Time			37			Anderson, Mr. Benjamin John			885487


			Social Services			Child and Family			Supported Care Planning			IAA Integrated Hub			NULL			Richards			Emma			875309			SS.3911-V3.Senior Social Work Practitioner..PFTN.No			SCW			65			S			Grade_10A|41-43|			43			Permanent - Part Time			22.2			Richards, Mrs. Kelli Louise			877174


			Social Services			Child and Family			Supported Care Planning			Adoption Swansea (WB)			NULL			Hewitt			Antony			875516			SS.0159.Senior Adoptions Officer..PFTN.Yes			SCW			65			S			Grade_10A|41-43|			43			Permanent - Full Time			37			Davies, Miss Samantha Esther			888441


			Social Services			Child and Family			Wellbeing			Emergency Duty Team			NULL			Mort			Nicola			875637			PE.65318.Emergency Duty Senior Social Worker.CF.RPTN.Yes			SCW			65			S			Grade_10A|41-43|			43			Relief/Casual - Part time			0			Thompson, Miss Carly Anne			880905


			Social Services			Child and Family			Supported Care Planning			East - Penderry Team			Penderry 1			Logan			Jennifer			876327			PE.1948-V5.Senior Social Work Practitioner..PFTN.No			SCW			65			S			Grade_10A|41-43|			41			Permanent - Full Time			37			Jones, Miss Carol Maree			876988


			Social Services			Child and Family			Permanence (Child and Family)			Foster Swansea			NULL			Badger			Karyn			876540			SS.0166-V1.Senior Social Worker..TFTN.No			SCW			65			S			Grade_10A|41-43|			43			Permanent - Full Time			37			Frith-Jones, Mrs. Samantha Jane			880990


			Social Services			Child and Family			Permanence (Child and Family)			Foster Swansea			NULL			Stanaway-Jones			Kate			877798			SS.63507.Senior Social Work Practitioner..PFTN.No			SCW			65			S			Grade_10A|41-43|			41			Permanent - Full Time			37			Frith-Jones, Mrs. Samantha Jane			880990


			Social Services			Child and Family			Supported Care Planning			LAC - West Team			LAC 1			Percival			Jared			878414			SS.64663-V2.Senior Social Work Practitioner..TFTN.No			SCW			65			S			Grade_10A|41-43|			41			Permanent - Full Time			37			Thomas, Miss Rhiannon Jane			876603


			Social Services			Child and Family			Supported Care Planning			East - Penderry Team			Penderry 2			Lowe			Robert			878878			PE.63370-V4.Senior Social Work Practitioner..PFTN.No			SCW			65			S			Grade_10A|41-43|			41			Permanent - Full Time			37			Jones, Miss Carol Maree			876988


			Social Services			Child and Family			Permanence (Child and Family)			Foster Swansea			NULL			England			Nicola			879493			SS.1940-V3.Senior Social Work Practitioner..PFTN.Yes			SCW			65			S			Grade_10A|41-43|			42			Permanent - Full Time			37			Frith-Jones, Mrs. Samantha Jane			880990


			Social Services			Child and Family			Supported Care Planning			LAC - West Team			LAC 1			Symons			Lisa			880821			SS.60102-V2.Senior Social Work Practitioner..PFTN.No			SCW			65			S			Grade_10A|41-43|			41			Permanent - Full Time			37			Thomas, Miss Rhiannon Jane			876603


			Social Services			Child and Family			Wellbeing			Emergency Duty Team			NULL			Thompson			Carly			880905			PE.65318.Emergency Duty Senior Social Worker.CF.RPTN.Yes			SCW			65			S			Grade_10A|41-43|			43			Relief/Casual - Part time			0			Thomas, Mrs. Julie			857759


			Social Services			Child and Family			Supported Care Planning			East - Penderry Team			East 2			Walkley			Sian			882681			SS.63532-V5.Senior Social Work Practitioner..PFTN.No			SCW			65			S			Grade_10A|41-43|			41			Permanent - Full Time			37			Jones, Miss Carol Maree			876988


			Social Services			Child and Family			Supported Care Planning			Child Disability Team			CDT Pod 2			Mexsom			Rhian			883096			PE.65242-V1.Senior Social Work Practitioner.CF.TFTN.No			SCW			65			S			Grade_10A|41-43|			42			Permanent - Full Time			37			Apthorpe, Ms. Michelle Elizabeth			872786


			Social Services			Child and Family			Permanence (Child and Family)			Family and Friends Fostering Team			NULL			Cox			Lyndsay			883408			PE.67008.Senior Social Work Practitioner.CF.TFTN.No			SCW			65			S			Grade_10A|41-43|			43			Temporary - Full Time			37			Lukes, Mrs. Donna Louise			873922


			Social Services			Child and Family			Permanence (Child and Family)			Foster Swansea			NULL			Williams			Rachel			883720			SS.63507.Senior Social Work Practitioner..PFTN.No			SCW			65			S			Grade_10A|41-43|			43			Permanent - Full Time			37			Frith-Jones, Mrs. Samantha Jane			880990


			Social Services			Child and Family			Permanence (Child and Family)			Foster Swansea			NULL			Lockwood			Hannah			884295			SS.0087.Senior Social Worker..PFTN.No			SCW			65			S			Grade_10A|41-43|			41			Permanent - Full Time			37			Frith-Jones, Mrs. Samantha Jane			880990


			Social Services			Child and Family			Permanence (Child and Family)			Bays Plus @ Info Nation			NULL			Barrett			Amy			884810			PE.64871-V1.Senior Social Work Practitioner.CF.PFTN.No			SCW			65			S			Grade_10A|41-43|			43			Permanent - Full Time			37			Anderson, Mr. Benjamin John			885487


			Social Services			Child and Family			Supported Care Planning			Townhill - Valley Team			Townhill 1			McKay			Lucy			885576			PE.65412-V4.Senior Social Work Practitioner.CF.PFTN.No			SCW			65			S			Grade_10A|41-43|			42			Permanent - Full Time			37			Pierce, Mrs. Cheryl Ann			880914


			Social Services			Child and Family			Supported Care Planning			East - Penderry Team			Penderry 1			Griffiths			Claire			888810			PE.63367-V3.Senior Social Work Practitioner..PFTN.No			SCW			65			S			Grade_10A|41-43|			42			Temporary - Part Time			29.6			Jones, Miss Carol Maree			876988


			Social Services			Child and Family			Supported Care Planning			Townhill - Valley Team			Valley 1			Barnes			Cassandra			888940			PE.63399-V3.Senior Social Work Practitioner..PFTN.No			SCW			65			S			Grade_10A|41-43|			43			Permanent - Full Time			37			Edwards-Matthews, Mrs. Jayne Claire (Claire)			877610


			Social Services			Child and Family			Supported Care Planning			Child Disability Team			CDT Pod 1			Hall			Sara			889160			PE.66701-V1.Senior Social Work Practitioner..TFTC.No			SCW			65			S			Grade_10A|41-43|			42			Permanent - Full Time			37			Apthorpe, Ms. Michelle Elizabeth			872786


			Social Services			Child and Family			Supported Care Planning			East - Penderry Team			East 2			Jones			Amy			889347			PE.63381-V2.Senior Social Work Practitioner..PFTN.No			SCW			65			S			Grade_10A|41-43|			42			Permanent - Full Time			37			Jones, Miss Carol Maree			876988


			Social Services			Child and Family			Supported Care Planning			Townhill - Valley Team			Townhill 2			Phillips			Catrin			889492			PE.63482-V1.Senior Social Work Practitioner..PFTN.No			SCW			65			S			Grade_10A|41-43|			42			Permanent - Full Time			37			Pierce, Mrs. Cheryl Ann			880914


			Social Services			Child and Family			Permanence (Child and Family)			Family and Friends Fostering Team			NULL			Duggan			Chloe			889795			PE.67007.Senior Social Work Practitioner.CF.TFTN.No			SCW			65			S			Grade_10A|41-43|			41			Temporary - Full Time			37			Lukes, Mrs. Donna Louise			873922


			Social Services			Child and Family			Supported Care Planning			LAC - West Team			West 1			Boyd			Amy			890024			PE.63444-V4.Senior Social Work Practitioner..PFTN.No			SCW			65			S			Grade_10A|41-43|			42			Permanent - Full Time			37			Thomas, Miss Rhiannon Jane			876603


			Social Services			Child and Family			Supported Care Planning			Child Disability Team			NULL			Brett			John			856836			PE.65458-V1.Child and Family Therapist.CF.PPTN.No			SCW			70			S			Grade_10B|44-45|			45			Permanent - Part Time			18.5			Apthorpe, Ms. Michelle Elizabeth			872786


			Social Services			Child and Family			Safeguarding Performance and Quality			Service Quality Unit			NULL			Evans			Kim			857265			SS.0088-V2.Independent Reviewing Officer - Case Conference Chair Person..PFTN.No			SCW			70			S			Grade_10B|44-45|			45			Permanent - Part Time			18.5			Mathias, Mrs. Alison Jayne			869780


			Social Services			Child and Family			Safeguarding Performance and Quality			Service Quality Unit			NULL			Von Mantripp			Sarah			863028			SS.0094-V2.Independent Reviewing Officer - Case Conference Chair Person..PFTN.Yes			SCW			70			S			Grade_10B|44-45|			45			Permanent - Full Time			37			Mathias, Mrs. Alison Jayne			869780


			Social Services			Child and Family			Safeguarding Performance and Quality			Service Quality Unit			NULL			Whyte			Steven			863157			PE.65902.Independent Reviewing Officer - Case Conference Chair Person.CF.PFTN.Yes			SCW			70			S			Grade_10B|44-45|			45			Permanent - Full Time			37			Mathias, Mrs. Alison Jayne			869780


			Social Services			Child and Family			Safeguarding Performance and Quality			Service Quality Unit			NULL			Driscoll			Beverley			863883			PE.65507.IRO-Child Protection Conference Chair.CF.PPTN.Yes			SCW			70			S			Grade_10B|44-45|			45			Permanent - Full Time			37			Mathias, Mrs. Alison Jayne			869780


			Social Services			Child and Family			Safeguarding Performance and Quality			Service Quality Unit			NULL			Ford			Sarah			864552			SS.3502-V2.Independent Reviewing Officer - Case Conference Chair Person..PFTN.No			SCW			70			S			Grade_10B|44-45|			45			Temporary - Part Time			22.2			Mathias, Mrs. Alison Jayne			869780


			Social Services			Child and Family			Supported Care Planning			East - Penderry Team			NULL			Charles			Frances			865390			PE.63761-V4.Child and Family Therapist.SS.PFTN.No			SCW			70			S			Grade_10B|44-45|			45			Permanent - Part Time			30			Jones, Miss Carol Maree			876988


			Social Services			Child and Family			Supported Care Planning			East - Penderry Team			Penderry 1			James			Debbie			866090			PE.66787-V1.Practice Lead.SS.PFTN.No			SCW			70			S			Grade_10B|44-45|			45			Permanent - Full Time			37			Jones, Miss Carol Maree			876988


			Social Services			Child and Family			Safeguarding Performance and Quality			Service Quality Unit			NULL			Bradley			Margaret			866600			PE.65591.Independent Reviewing Officer - Short Breaks.CF.PFTN.Yes			SCW			70			S			Grade_10B|44-45|			45			Permanent - Full Time			37			Mathias, Mrs. Alison Jayne			869780


			Social Services			Child and Family			Supported Care Planning			East - Penderry Team			Penderry 2			Monaghan			Nerys			871544			PE.63365-V1.Practice Lead..PFTN.No			SCW			65			S			Grade_10B|44-45|			45			Permanent - Full Time			37			Jones, Miss Carol Maree			876988


			Social Services			Child and Family			Safeguarding Performance and Quality			Service Quality Unit			NULL			Lloyd			Claire			873201			SS.0088-V2.Independent Reviewing Officer - Case Conference Chair Person..PFTN.No			SCW			70			S			Grade_10B|44-45|			45			Permanent - Part Time			18.5			Mathias, Mrs. Alison Jayne			869780


			Social Services			Child and Family			Supported Care Planning			Townhill - Valley Team			Valley 2			Jenkins			Robert			873256			PE.67010.Practice Lead.SS.TFTN.No			SCW			70			S			Grade_10B|44-45|			45			Permanent - Full Time			37			Edwards-Matthews, Mrs. Jayne Claire (Claire)			877610


			Social Services			Child and Family			Supported Care Planning			Child Disability Team			CDT Pod 1			Walters			Laura			874358			SS.66702-V1.Practice Lead..TFTC.No			SCW			70			S			Grade_10B|44-45|			44			Permanent - Full Time			37			Apthorpe, Ms. Michelle Elizabeth			872786


			Social Services			Child and Family			Permanence (Child and Family)			Bays Plus @ Info Nation			NULL			Osborne			Stuart			876780			PE.67090.Practice Lead.CF.TFTN.No			SCW			70			S			Grade_10B|44-45|			45			Temporary - Full Time			37			Anderson, Mr. Benjamin John			885487


			Social Services			Child and Family			Supported Care Planning			Townhill - Valley Team			Valley 1			Howley			Davina			877892			PE.67004.Practice Lead..PFTN.Yes			SCW			70			S			Grade_10B|44-45|			45			Permanent - Full Time			37			Edwards-Matthews, Mrs. Jayne Claire (Claire)			877610


			Social Services			Child and Family			Supported Care Planning			LAC - West Team			West 1			Rowe			Naomi			878843			PE.65464-V2.Practice Lead.CF.TFTN.No			SCW			70			S			Grade_10B|44-45|			45			Permanent - Full Time			37			Thomas, Miss Rhiannon Jane			876603


			Social Services			Child and Family			Supported Care Planning			LAC - West Team			West 2			Morgan			Helen			879235			PE.63412-V2.Practice Lead..PFTN.No			SCW			70			S			Grade_10B|44-45|			44			Temporary - Full Time			37			Thomas, Miss Rhiannon Jane			876603


			Social Services			Child and Family			Supported Care Planning			LAC - West Team			West 2			Morris			Rachael			879354			PE.63412-V2.Practice Lead..PFTN.No			SCW			70			S			Grade_10B|44-45|			45			Permanent - Full Time			37			Thomas, Miss Rhiannon Jane			876603


			Social Services			Child and Family			Supported Care Planning			Child Disability Team			CDT Pod 2			Doyle			Leanne			879420			PE.62870-V2.Practice Lead..PFTN.No			SCW			70			S			Grade_10B|44-45|			44			Permanent - Full Time			37			Apthorpe, Ms. Michelle Elizabeth			872786


			Social Services			Child and Family			Permanence (Child and Family)			Family and Friends Fostering Team			NULL			Palmer			Samantha			879821			PE.65812.Assistant Team Leader.CF.PFTN.Yes			SCW			70			S			Grade_10B|44-45|			45			Permanent - Full Time			37			Lukes, Mrs. Donna Louise			873922


			Social Services			Child and Family			Supported Care Planning			IAA Integrated Hub			NULL			Davies			Katie			880416			SS.67160.Practice Lead..PFTN.No			SCW			70			S			Grade_10B|44-45|			44			Temporary - Full Time			37			Richards, Mrs. Kelli Louise			877174


			Social Services			Child and Family			Safeguarding Performance and Quality			Service Quality Unit			NULL			Morgan			Kelly			880498			SS.3501-V2.Independent Reviewing Officer - Case Conference Chair Person..PFTN.No			SCW			70			S			Grade_10B|44-45|			45			Permanent - Part Time			18.5			Mathias, Mrs. Alison Jayne			869780


			Social Services			Child and Family			Permanence (Child and Family)			Foster Swansea			NULL			Frith-Jones			Samantha			880990			PE.65502.Assistant Team Leader.CF.PFTN.Yes			SCW			70			S			Grade_10B|44-45|			44			Temporary - Full Time			30			Bowen, Ms. Tracy Rose			866480


			Social Services			Child and Family			Supported Care Planning			Child Disability Team			CDT Pod 1			Huelin			Richard			881121			PE.0141-V2.Practice Lead..PFTN.Yes			SCW			70			S			Grade_10B|44-45|			45			Permanent - Full Time			37			Apthorpe, Ms. Michelle Elizabeth			872786


			Social Services			Child and Family			Supported Care Planning			East - Penderry Team			East 2			Pickin			Charlotte			881166			PE.64177-V2.Practice Lead..PFTN.No			SCW			65			S			Grade_10B|44-45|			45			Permanent - Full Time			37			Jones, Miss Carol Maree			876988


			Social Services			Child and Family			Safeguarding Performance and Quality			Service Quality Unit			NULL			Edwards			Lisa			882145			SS.3500-V2.Independent Reviewing Officer - Case Conference Chair Person..PFTN.No			SCW			70			S			Grade_10B|44-45|			45			Permanent - Full Time			37			Mathias, Mrs. Alison Jayne			869780


			Social Services			Child and Family			Safeguarding Performance and Quality			Service Quality Unit			NULL			Jenkins			Abigail			882154			SS.93501-V2.Independent Reviewing Officer - Case Conference Chair Person..TPTN.No			SCW			70			S			Grade_10B|44-45|			45			Permanent - Full Time			37			Mathias, Mrs. Alison Jayne			869780


			Social Services			Child and Family			Safeguarding Performance and Quality			Service Quality Unit			NULL			Howells			Kate			882240			PE.66775.Independent Reviewing Officer - Case Conference Chair Person..PFTN.No			SCW			70			S			Grade_10B|44-45|			45			Permanent - Full Time			37			Mathias, Mrs. Alison Jayne			869780


			Social Services			Child and Family			Supported Care Planning			LAC - West Team			LAC 1			Dorward			Shahin			883354			PE.3511-V1.Practice Lead..PFTN.No			SCW			65			S			Grade_10B|44-45|			45			Permanent - Full Time			37			Thomas, Miss Rhiannon Jane			876603


			Social Services			Child and Family			Safeguarding Performance and Quality			Service Quality Unit			NULL			Porter-Weeks			Emma			883413			PE.65283.IRO-Child Protection Conference Chair.CF.PFTN.Yes			SCW			70			S			Grade_10B|44-45|			45			Permanent - Part Time			18.5			Mathias, Mrs. Alison Jayne			869780


			Social Services			Child and Family			Safeguarding Performance and Quality			Service Quality Unit			NULL			Williams			Gemma			885732			PE.66518.Independent Reviewing Officer- Case Conference Chair Person.CF.TFTN.No			SCW			70			S			Grade_10B|44-45|			44			Permanent - Full Time			37			Mathias, Mrs. Alison Jayne			869780


			Social Services			Child and Family			Supported Care Planning			Child Disability Team			CDT Pod 2			Trickey			Jessica			885814			PE.62870-V2.Practice Lead..PFTN.No			SCW			70			S			Grade_10B|44-45|			45			Temporary - Full Time			37			Apthorpe, Ms. Michelle Elizabeth			872786


			Social Services			Child and Family			Supported Care Planning			Townhill - Valley Team			NULL			Evans			Patricia			886236			PE.65947-V1.Child and Family Therapist.CF.TFTN.No			SCW			70			S			Grade_10B|44-45|			45			Temporary - Full Time			37			Charles, Ms. Frances Jayne			865390


			Social Services			Child and Family			Safeguarding Performance and Quality			Service Quality Unit			NULL			Shannon			Kelly			887576			SS.65926-V1.Practice Lead - Safeguarding Children at Risk of Exploitation.CF.PFTN.Yes			SCW			70			S			Grade_10B|44-45|			44			Permanent - Full Time			37			Mathias, Mrs. Alison Jayne			869780


			Social Services			Child and Family			Safeguarding Performance and Quality			Service Quality Unit			NULL			Lewis			Kathy			887906			PE.65283.IRO-Child Protection Conference Chair.CF.PFTN.Yes			SCW			70			S			Grade_10B|44-45|			45			Permanent - Part Time			22.2			Mathias, Mrs. Alison Jayne			869780


			Social Services			Child and Family			Supported Care Planning			Townhill - Valley Team			Townhill 2			Thomas			Jessica			888132			PE.66050-V1.Practice Lead.CF.TFTN.No			SCW			70			S			Grade_10B|44-45|			45			Temporary - Full Time			37			Pierce, Mrs. Cheryl Ann			880914


			Social Services			Child and Family			Supported Care Planning			Townhill - Valley Team			Townhill 2			Sillman			Kathryn			888231			PE.66050-V1.Practice Lead.CF.TFTN.No			SCW			70			S			Grade_10B|44-45|			44			Temporary - Full Time			37			Pierce, Mrs. Cheryl Ann			880914


			Social Services			Child and Family			Supported Care Planning			Townhill - Valley Team			Townhill 2			Howells			Rebecca			889590			PE.63395-V1.Practice Lead..PFTN.No			SCW			70			S			Grade_10B|44-45|			45			Permanent - Full Time			37			Pierce, Mrs. Cheryl Ann			880914


			Social Services			Child and Family			Supported Care Planning			Townhill - Valley Team			Townhill 1			Wood			Megan			891580			PE.63383-V3.Practice Lead..PFTN.No			SCW			70			S			Grade_10B|44-45|			45			Temporary - Full Time			37			Pierce, Mrs. Cheryl Ann			880914


			Social Services			Directorate Reports			Business and Support Services			Client Property and Finances Unit			NULL			Martin			Lynn			864978			PE.64666.Senior Client Property and Finance Officer.AS.PFTN.No			OS			45			S			Grade_09|36-40|			38			Permanent - Full Time			37			Jones, Mr. Ian Mark			867660


			Social Services			Directorate Reports			Business and Support Services			Business Support - Learning Disabilities and Mental Health			NULL			Jones			Andrew			865531			SS.0020-V4.Business Support Manager..PFTN.Yes			OS			45			S			Grade_09|36-40|			40			Permanent - Full Time			37			Powell, Mrs. Sian Deborah			876171


			Social Services			Directorate Reports			Business and Support Services			Business Support - Safeguarding Performance and Quality			NULL			Wathan			Jacqueline			865774			SS.63862-V1.Business Support Manager..PFTN.Yes			OS			45			S			Grade_09|36-40|			40			Permanent - Full Time			37			Powell, Mrs. Sian Deborah			876171


			Social Services			Directorate Reports			Business and Support Services			Business Support - Integrated Services			NULL			Regan			Michelle			867066			PE.63680-V3.Business Support Manager..PFTN.Yes			OS			45			S			Grade_09|36-40|			37			Permanent - Full Time			37			Powell, Mrs. Sian Deborah			876171


			Social Services			Directorate Reports			Business and Support Services			Business Support (Service Provision)			NULL			O'Connor			Jane			871717			SS.1927-V3.Business Support Manager..PFTN.Yes			OS			45			S			Grade_09|36-40|			40			Permanent - Full Time			37			Powell, Mrs. Sian Deborah			876171


			Social Services			Directorate Reports			Business and Support Services			Business Support - Safeguarding and Wellbeing			NULL			Jones			Katy			886438			PE.65704.Business Support Manager..PFTN.Yes			OS			45			S			Grade_09|36-40|			39			Permanent - Full Time			37			Powell, Mrs. Sian Deborah			876171


			Social Services			Directorate Reports			Business and Support Services			Social Services Training and Development Unit			NULL			Gammond			Helena			861685			RE.0201.Staff Development Officer..PFTN.No			OS			50			S			Grade_10|41-45|			45			Permanent - Full Time			37			Mylan-Rees, Mrs. Teresa Joanne			870265


			Social Services			Directorate Reports			Business and Support Services			Social Services Training and Development Unit			NULL			Lawday			Victoria			865819			RE.1896.Staff Development Officer..PPTN.No			OS			50			S			Grade_10|41-45|			45			Permanent - Part Time			30			Mylan-Rees, Mrs. Teresa Joanne			870265


			Social Services			Directorate Reports			Business and Support Services			Client Property and Finances Unit			NULL			Jones			Ian			867660			SS.0619.Client Property and Finances Manager..PFTN.Yes			OS			50			S			Grade_10|41-45|			43			Permanent - Full Time			37			Miles, Mrs. Sonia Jean			868816


			Social Services			Directorate Reports			Business and Support Services			Performance and Information (Commissioning Support Unit)			NULL			Grenfell			John			868590			SS.1750.Performance and Information Manager..PFTN.Yes			OS			50			S			Grade_10|41-45|			45			Permanent - Full Time			37			Miles, Mrs. Sonia Jean			868816


			Social Services			Poverty and Prevention			Adult Prosperity and Wellbeing Service			Community Learning and Development			NULL			Piper			Kay			860429			PE.66593.Lifelong Learning Service Operations Team Leader..PFTN.Yes			OS			45			S			Grade_09|36-40|			37			Permanent - Full Time			37			Hawkins, Ms. Amy			875232


			Social Services			Poverty and Prevention			Adult Prosperity and Wellbeing Service			Communities for Work			Mentor Team			Rees			Juliet			864750			PE.66752.Employability Mentor Team Leader.PP.TFTF.No			OS			45			S			Grade_09|36-40|			37			Temporary - Full Time			37			Chapman, Mr. Andrew			877047


			Social Services			Poverty and Prevention			Prevention and Early Intervention			Team Around the Family			Early Language Development Team			Jennett			Tracie			868450			PE.9506.Language And Play Co-Ordinator.PP.TFTF.Yes			LD			60			S			Grade_09|36-40|			40			Temporary - Full Time			37			Peraj, Mrs. Susan (Sue)			872812


			Social Services			Poverty and Prevention			Youth Support Services			YPS - Youth Information			NULL			Edwards			Andrew			869932			PE.65779.Targeted and Specialist Services Manager.PP.PFTN.Yes			OS			45			S			Grade_09|36-40|			40			Permanent - Full Time			37			Evans, Mr. Gavin Lloyd			878123


			Social Services			Poverty and Prevention			Adult Prosperity and Wellbeing Service			Community Learning and Development			NULL			Williams			Jason			871093			PE.66592.Lifelong Learning Service Operations Team Leader..PFTN.Yes			OS			45			S			Grade_09|36-40|			40			Permanent - Full Time			37			Hawkins, Ms. Amy			875232


			Social Services			Poverty and Prevention			Prevention and Early Intervention			Family Resources			Childrens Play Team			Cable			Stephen			873979			ED.4755-V2.Childcare and Play Sufficiency Manager..PFTN.Yes			OS			45			S			Grade_09|36-40|			37			Permanent - Full Time			37			Williams, Mrs. Allison Marie			867363


			Social Services			Poverty and Prevention			Prevention and Early Intervention			Family Resources			Children and Family Centre Team			Beuse			Cari			876987			ED.0195-V1.SCC Development Manager.PP.PFTF.Yes			CCE			60			S			Grade_09|36-40|			40			Permanent - Full Time			37			Williams, Mrs. Allison Marie			867363


			Social Services			Poverty and Prevention			Partnership and Commissioning Team			NULL			NULL			Hooper			Joanne			877988			ED.57965-V3.Partnership Finance Imp & Commissioning Co-ordinator..PFTN.Yes			OS			45			S			Grade_09|36-40|			37			Permanent - Part Time			34			Whitmore, Mrs. Jane Elizabeth			872828


			Social Services			Poverty and Prevention			Prevention and Early Intervention			Family Resources			Family Information Service Team			Bevan			Claire			879352			SS.62579-V2.Childcare Opportunities Manager.PP.PFTN.Yes			OS			45			S			Grade_09|36-40|			37			Permanent - Full Time			37			Williams, Mrs. Allison Marie			867363


			Social Services			Poverty and Prevention			Adult Prosperity and Wellbeing Service			Communities for Work			Engagement and Triage Team			Abedean			Shajneen			879966			PE.66753.Particp\. Engagem\. Support Triage Team Leader.PP.TFTN.Yes			OS			45			S			Grade_09|36-40|			40			Temporary - Full Time			37			Chapman, Mr. Andrew			877047


			Social Services			Poverty and Prevention			Partnership and Commissioning Team			NULL			NULL			Spendiff			Katie			886120			PE.66390.Children's Rights Coordinator.PP.PFTN.No			OS			45			S			Grade_09|36-40|			37			Permanent - Part Time			14.8			Whitmore, Mrs. Jane Elizabeth			872828


			Social Services			Poverty and Prevention			Prevention and Early Intervention			Prevention and Early Intervention Co-ordination Team			NULL			John			Mark			069411			SS.62578-V3.TL- Resources, Compliance and Programme Support Officer..PFTN.Yes			OS			50			S			Grade_10|41-45|			44			Permanent - Full Time			37			Williams, Mrs. Allison Marie			867363


			Social Services			Poverty and Prevention			Youth Support Services			NEETs Service			NULL			Phillips			Ryland			073402			ED.0950-V4.Area Team Leader (Post 16)..PFTF.No			SCW			70			S			Grade_10|41-45|			42			Permanent - Full Time			37			Evans, Mr. Gavin Lloyd			878123


			Social Services			Poverty and Prevention			Youth Support Services			YPS -Area Youth Work			East			Cox			Debra			860186			PE.66444-V1.Area Team Leader (Pre 16).PP.PFTN.No			SCW			70			S			Grade_10|41-45|			44			Permanent - Full Time			37			Evans, Mr. Gavin Lloyd			878123


			Social Services			Poverty and Prevention			Youth Support Services			YPS -Area Youth Work			Central West			Worsfold			Paul			868036			PE.66447-V1.Area Team Leader (Pre 16).PP.PFTN.No			SCW			70			S			Grade_10|41-45|			45			Permanent - Full Time			37			Evans, Mr. Gavin Lloyd			878123


			Social Services			Poverty and Prevention			Prevention and Early Intervention			Team Around the Family			Family Partnership Team (PEI)			Davis			Michael			869222			PE.65845-V1.Jig-So Co-ordinator.PP.TFTF.No			OS			50			S			Grade_10|41-45|			42			Temporary - Full Time			37			Peraj, Mrs. Susan (Sue)			872812


			Social Services			Poverty and Prevention			Adult Prosperity and Wellbeing Service			Poverty and Prevention Strategies Team			NULL			Richards			Anthony			874168			SS.64718-V4.Poverty and Prevention Strategy and Development Manager.PP.TFTN.No			OS			50			S			Grade_10|41-45|			45			Permanent - Full Time			37			Hawkins, Ms. Amy			875232


			Social Services			Poverty and Prevention			Adult Prosperity and Wellbeing Service			Communities for Work			NULL			Chapman			Andrew			877047			PE.66754.Employability Manager.PP.TFTN.Yes			OS			50			S			Grade_10|41-45|			45			Temporary - Full Time			37			Hawkins, Ms. Amy			875232


			Social Services			Poverty and Prevention			Youth Support Services			YPS -Area Youth Work			West			Payne			Angela			877408			PE.66446-V1.Area Team Leader (Pre 16).PP.PFTN.No			SCW			70			S			Grade_10|41-45|			42			Temporary - Full Time			37			Evans, Mr. Gavin Lloyd			878123


			Social Services			Poverty and Prevention			Prevention and Early Intervention			Families First (PEI)			NULL			Gosney			Mark			879467			ED.64127-V3.Team Leader - Programme Performance and Development..PFTN.No			OS			50			S			Grade_10|41-45|			42			Permanent - Full Time			37			Peraj, Mrs. Susan (Sue)			872812


			Social Services			Poverty and Prevention			Youth Support Services			YPS - Outdoor Activity Centres			NULL			James			Damian			880359			PE.65783.Outdoor Activity Service Manager.PP.PFTN.No			OS			50			S			Grade_10|41-45|			44			Permanent - Full Time			37			Evans, Mr. Gavin Lloyd			878123


			Social Services			Poverty and Prevention			Youth Support Services			YPS -Area Youth Work			Central East			Griffiths			Christopher			880756			PE.66445-V1.Area Team Leader (Pre 16).PP.PFTN.No			SCW			70			S			Grade_10|41-45|			45			Permanent - Full Time			37			Evans, Mr. Gavin Lloyd			878123


			Social Services			Poverty and Prevention			Prevention and Early Intervention			Team Around the Family			Family Partnership Team (PEI)			Richards			Ian			880780			PE.63518-V3.Team Leader.PP.TFTN.No			OS			50			S			Grade_10|41-45|			42			Temporary - Full Time			37			Peraj, Mrs. Susan (Sue)			872812


			Social Services			Poverty and Prevention			Partnership and Commissioning Team			Domestic Abuse Hub			NULL			Thomas			Dafydd			866108			PE.66434.Senior Social Work Practitioner.PP.PFTN.No			SCW			65			S			Grade_10A|41-43|			42			Permanent - Full Time			37			Whitmore, Mrs. Jane Elizabeth			872828


			Social Services			Poverty and Prevention			Partnership and Commissioning Team			Domestic Abuse Hub			NULL			Lewis			Kelly			874924			SS.67150.Senior Social Work Practitioner..TFTN.No			SCW			65			S			Grade_10A|41-43|			42			Temporary - Full Time			37			Coppin, Mrs. Karen Doris			870817


			Social Services			Poverty and Prevention			Youth Support Services			YPS Managers			NULL			Delaney			Jane			860699			PE.66584.Practice Lead.PP.TFTN.No			SCW			70			S			Grade_10B|44-45|			45			Temporary - Full Time			37			Mylan-Rees, Mrs. Teresa Joanne			870265


			Social Services			Poverty and Prevention			Partnership and Commissioning Team			Domestic Abuse Hub			NULL			Coppin			Karen			870817			PE.65856-V1.Practice Lead.CF.TFTN.No			SCW			70			S			Grade_10B|44-45|			45			Permanent - Full Time			37			Whitmore, Mrs. Jane Elizabeth			872828


			Social Services			Western Bay			NULL			NULL			NULL			Stallard			Catherine			874940			SS.0728-V1.Paris Team Manager..PFTN.Yes			OS			50			S			Grade_10|41-45|			45			Permanent - Part Time			34			Davies, Mr. Stephen Michael			862265
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Social Services Gd 11-12


			Social Services			Adult Services			Community Resource (Adult Services)			NULL			Aldridge			Amanda			869503			PE.66010.Principal Officer Integrated Community Resource Manager.AS.PFTN.Yes			S			Grade_12|51-55|			Reed, Mrs. Deborah Ellen			065824


			Social Services			Adult Services			Integrated Supported Care Planning			Domiciliary Care Service			Broxton			Avril			870187			PE.66595.Domiciliary Care Strategic Operations Manager.SS.PPTN.No			S			Grade_11|46-50|			St John, Mrs. Helen			NHS05


			Social Services			Adult Services			Mental Health & Learning Disabilities			NULL			Campisi			Mark			863728			SS.0489-V2.Principal Officer Mental Health and Learning Disabilities..PFTN.Yes			S			Grade_12|51-55|			Reed, Mrs. Deborah Ellen			065824


			Social Services			Adult Services			Mental Health & Learning Disabilities			Community Learning Disability Team			Davies			Philip			864569			SS.1792-V4.Team Leader - CLDT Team 2.AS.PFTN.Yes			S			Grade_11|46-50|			Campisi, Mr. Mark Henry			863728


			Social Services			Adult Services			Integrated Supported Care Planning			North Hub			Edwards			Teresa			861378			SS.0232-V3.Team Leader.AS.PFTN.Yes			S			Grade_11|46-50|			Thomas, Mrs. Rachel Jane			870027


			Social Services			Adult Services			Prevention, Wellbeing and Commissioning			NULL			Field			Peter			873276			PE.66328.PO - Prevention, Wellbeing & Commissioning.AS.PFTN.No			S			Grade_12|51-55|			Reed, Mrs. Deborah Ellen			065824


			Social Services			Adult Services			Community Resource (Adult Services)			Care Home Team			Francis			Sarah			878411			SS.1812-V2.Team Leader - Care Home Team..PFTN.No			S			Grade_11|46-50|			Aldridge, Mrs. Amanda			869503


			Social Services			Adult Services			Transformation (Adult services)			NULL			Friday			Lucy			879669			PE.66011.Principal Officer - Transformation.AS.TFTN.No			S			Grade_12|51-55|			Reed, Mrs. Deborah Ellen			065824


			Social Services			Adult Services			Community Resource (Adult Services)			Hospital Team Care Management			George			Amanda			866375			SS.0310-V1.Team Leader..PFTN.Yes			S			Grade_11|46-50|			Aldridge, Mrs. Amanda			869503


			Social Services			Adult Services			Safeguarding			NULL			Larsen			Ffion			863624			PE.65404.Principal Officer - Safeguarding and Prevention.AS.PFTN.Yes			S			Grade_12|51-55|			Reed, Mrs. Deborah Ellen			065824


			Social Services			Adult Services			Integrated Supported Care Planning			Central Hub			Mabbett			Stephen			872351			SS.0274-V1.Team Leader.AS.PFTN.Yes			S			Grade_11|46-50|			Thomas, Mrs. Rachel Jane			870027


			Social Services			Adult Services			Mental Health & Learning Disabilities			Assessment and Care Management CMHTs (North)			Mort			Nicola			875637			SS.0584-V1.Team Manager - North..PFTN.Yes			S			Grade_11|46-50|			Campisi, Mr. Mark Henry			863728


			Social Services			Adult Services			Service Provision (Adult Services)			NULL			Murray			Catherine			861168			PE.65133-V2.Principal Officer - Service Provision.AS.PFTN.Yes			S			Grade_12|51-55|			Reed, Mrs. Deborah Ellen			065824


			Social Services			Adult Services			Mental Health & Learning Disabilities			Community Learning Disability Team			Smith			Lynne			859666			SS.490-V2.Team Leader - CLDT Team 1.AS.PFTN.Yes			S			Grade_11|46-50|			Campisi, Mr. Mark Henry			863728


			Social Services			Adult Services			Integrated Supported Care Planning			North Hub			Thomas			Rachel			870027			SS.9421-V3.Hub Manager.AS.PFTN.Yes			S			Grade_12|51-55|			St John, Mrs. Helen			NHS05


			Social Services			Adult Services			Integrated Supported Care Planning			West Hub			Turner			Jacqueline			870072			SS.62427-V1.Team Leader.AS.PFTN.No			S			Grade_11|46-50|			Thomas, Mrs. Rachel Jane			870027


			Social Services			Adult Services			Safeguarding			DOLS			Williams			Allison			861048			PE.66341.Team Leader - DOLS.AS.PFTN.Yes			S			Grade_11|46-50|			Larsen, Miss Ffion Sioned			863624


			Social Services			Adult Services			Mental Health & Learning Disabilities			Assessment and Care Management CMHTs (South)			Woods			Christopher			861351			SS.62220-V1.Team Manager..PFTN.Yes			S			Grade_11|46-50|			Campisi, Mr. Mark Henry			863728


			Social Services			Child and Family			Permanence (Child and Family)			Bays Plus @ Info Nation			Anderson			Benjamin			885487			PE.63059-V2.Team Leader..TFTN.No			S			Grade_11|46-50|			McCabe, Mr. Jay Alexander			879319


			Social Services			Child and Family			Supported Care Planning			Child Disability Team			Apthorpe			Michelle			872786			PE.0125-V1.Hub Manager..PFTN.No			S			Grade_11|46-50|			Rogers, Mrs. Nichola			872870


			Social Services			Child and Family			Permanence (Child and Family)			Foster Swansea			Bowen			Tracy			866480			SS.0157.Team Manager..PFTN.Yes			S			Grade_11|46-50|			Houlston, Mrs. Donna Marie			867762


			Social Services			Child and Family			Supported Care Planning			Adoption Swansea (WB)			Davies			Samantha			888441			SS.61532.Team Leader..PFTN.Yes			S			Grade_11|46-50|			Jones, Miss Valerie			861135


			Social Services			Child and Family			Safeguarding Performance and Quality			Service Quality Unit			Dendle			Philippa			862574			SS.63762-V3.Assistant Manager SQU..TFTN.No			S			Grade_11|46-50|			Rees, Mr. Peter Damian (Damian)			878375


			Social Services			Child and Family			Wellbeing			Family Support Team			Doolan			Sandra			864273			PE.64986.Service Manager - Welbeing Diversion and Early Intervention.CF.PFTN.Yes			S			Grade_11|46-50|			Rogers, Mrs. Nichola			872870


			Social Services			Child and Family			Supported Care Planning			Performance Hub			Edwards-Matthews			Jayne			877610			PE.64848-V3.Performance Manager.CF.PFTN.No			S			Grade_11|46-50|			Rogers, Mrs. Nichola			872870


			Social Services			Child and Family			Business Development and Commissioning Unit			NULL			Francis			Christopher			860633			SS.63748-V2.Principal Business Development and Commissioning Lead.CF.PFTN.No			S			Grade_12|51-55|			Thomas, Mrs. Julie			857759


			Social Services			Child and Family			Permanence (Child and Family)			NULL			Houlston			Donna			867762			SS.62946-V2.Principal Officer - Permanence..PFTN.No			S			Grade_12|51-55|			Thomas, Mrs. Julie			857759


			Social Services			Child and Family			Supported Care Planning			East - Penderry Team			Jones			Carol			876988			PE.63362-V1.Hub Manager..PFTN.No			S			Grade_11|46-50|			Nelson, Mr. Haydn Burnett			855505


			Social Services			Child and Family			Permanence (Child and Family)			Family and Friends Fostering Team			Lukes			Donna			873922			SS.63487-V2.Team Leader..PFTN.No			S			Grade_11|46-50|			Houlston, Mrs. Donna Marie			867762


			Social Services			Child and Family			Safeguarding Performance and Quality			Service Quality Unit			Mathias			Alison			869780			PE.65755.Team Manager - SQU.AS.PFTN.Yes			S			Grade_11|46-50|			Rees, Mr. Peter Damian (Damian)			878375


			Social Services			Child and Family			Permanence (Child and Family)			Bays Plus @ Info Nation			McCabe			Jay			879319			PE.67082.Partnership Manager..PFTN.Yes			S			Grade_12|51-55|			Thomas, Mrs. Julie			857759


			Social Services			Child and Family			Supported Care Planning			NULL			Nelson			Haydn			855505			PE.66160.Principal Officer - Supported Care Planning.CF.PFTN.No			S			Grade_12|51-55|			Thomas, Mrs. Julie			857759


			Social Services			Child and Family			Supported Care Planning			Performance Hub			Pierce			Cheryl			880914			PE.63410-V1.Performance Manager..PFTN.No			S			Grade_11|46-50|			Rogers, Mrs. Nichola			872870


			Social Services			Child and Family			Safeguarding Performance and Quality			NULL			Rees			Peter			878375			SS.62764-V4.Principal Officer Safeguarding Performance Quality..PFTN.Yes			S			Grade_12|51-55|			Thomas, Mrs. Julie			857759


			Social Services			Child and Family			Supported Care Planning			IAA Integrated Hub			Richards			Kelli			877174			SS.67149.Hub Manager..TFTN.Yes			S			Grade_11|46-50|			Rogers, Mrs. Nichola			872870


			Social Services			Child and Family			Supported Care Planning			NULL			Rogers			Nichola			872870			SS.0048-V3.Principal Officer - Supported Care Planning..PFTN.No			S			Grade_12|51-55|			Thomas, Mrs. Julie			857759


			Social Services			Child and Family			Safeguarding Performance and Quality			Service Quality Unit			Ronconi			Kathryn			879309			PE.65925.Principal Social Worker.CF.PFTN.No			S			Grade_11|46-50|			Houlston, Mrs. Donna Marie			867762


			Social Services			Child and Family			Supported Care Planning			LAC - West Team			Thomas			Rhiannon			876603			PE.3513-V1.Hub Manager..PFTN.No			S			Grade_11|46-50|			Rogers, Mrs. Nichola			872870


			Social Services			Child and Family			Permanence (Child and Family)			NULL			Thomas			Sarah			881664			PE.66944.Western Bay - Regional Development Manager.SS.TFTF.No			S			Grade_11|46-50|			Houlston, Mrs. Donna Marie			867762


			Social Services			Child and Family			Wellbeing			Childrens Central Advice Referral and Assessment Team			Thompson			Carly			880905			SS.1863-V2.Team Leader..PFTN.Yes			S			Grade_11|46-50|			Rogers, Mrs. Nichola			872870


			Social Services			Directorate Reports			Business and Support Services			Social Services Training and Development Unit			Cooper			Diane			854357			RE.0203-V1.Practice Learning Co-ordinator Assessor - Deputy Team Leader..PFTN.Yes			S			Grade_11|46-50|			Mylan-Rees, Mrs. Teresa Joanne			870265


			Social Services			Directorate Reports			Business and Support Services			NULL			Miles			Sonia			868816			PE.65408-V1.Principal Officer - Resources..PFTN.Yes			S			Grade_12|51-55|			Reed, Mrs. Deborah Ellen			065824


			Social Services			Directorate Reports			Business and Support Services			Social Services Training and Development Unit			Mylan-Rees			Teresa			870265			SS.67000-V1.Directorate Training & Organisational Development Manager.HR.TFTN.No			S			Grade_12|51-55|			Reed, Mrs. Deborah Ellen			065824


			Social Services			Directorate Reports			Business and Support Services			NULL			Powell			Sian			876171			PE.66638.Business Resource Manager..TFTN.Yes			S			Grade_11|46-50|			Miles, Mrs. Sonia Jean			868816


			Social Services			Poverty and Prevention			Adult Prosperity and Wellbeing Service			NULL			Hawkins			Amy			875232			PE.65232-V1.Adult Prosperity and Wellbeing Manager.PP.PFTN.Yes			S			Grade_12|51-55|			Moxey, Mrs. Rachel Elizabeth			868837


			Social Services			Poverty and Prevention			Prevention and Early Intervention			Team Around the Family			Peraj			Susan			872812			ED.62778-V3.Team Around the Family Manager..TFTF.No			S			Grade_11|46-50|			Moxey, Mrs. Rachel Elizabeth			868837


			Social Services			Poverty and Prevention			Partnership and Commissioning Team			NULL			Thomas			Paul			866762			PE.66388-V1.Community Integration Partnership Manager.PP.PFTN.No			S			Grade_11|46-50|			Whitmore, Mrs. Jane Elizabeth			872828


			Social Services			Poverty and Prevention			Partnership and Commissioning Team			NULL			Whitmore			Jane			872828			PE.65233-V1.Partnership and Commissioning Manager.PP.PFTN.Yes			S			Grade_12|51-55|			Moxey, Mrs. Rachel Elizabeth			868837


			Social Services			Poverty and Prevention			Prevention and Early Intervention			Family Resources			Williams			Allison			867363			SS.1919-V4.Family Resources Manager..PFTN.Yes			S			Grade_11|46-50|			Moxey, Mrs. Rachel Elizabeth			868837


			Social Services			Western Bay			NULL			NULL			Bell			Tracey			871957			PE.66264.WB Regional Product Specialist Manager - WCCIS.WB.TPTN.No			S			Grade_12|51-55|			Davies, Mr. Stephen Michael			862265


			Social Services			Western Bay			NULL			NULL			Davies			Stephen			862265			PE.66251.WB Regional Implementation Manager - WCCIS.WB.TFTN.Yes			S			Grade_12|51-55|			Howes, Mr. David Andrew			869480


			Social Services			Western Bay			NULL			NULL			Gillings			Kelly			876519			PE.66945.Western Bay - Regional Programme Team Leader.SS.TFTF.Yes			S			Grade_12|51-55|			Howes, Mr. David Andrew			869480


			Social Services			Western Bay			NULL			NULL			Trotman			Nicola			065899			PE.64973.Programme Co-Ordinator.WB.TFTF.Yes			S			Grade_11|46-50|			Gillings, Miss Kelly Louise			876519


			Social Services			Poverty and Prevention			Youth Support Services			NULL			Evans			Gavin			878123			PE.64126-V1.Youth Support Services Manager.PP.PFTN.No			S			Grade_12|51-55|			Moxey, Mrs. Rachel Elizabeth			868837
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Resources - Gd 9-10


			Directorate - Resources			Communications and Marketing			CMT Support			NULL			Edmonds			Elizabeth			062603			CX.63602.Chief Executives Support Officer..PFTN.Yes			OS			45			S			Grade_09|36-40|			40			Permanent - Full Time			37			CCS Non School			111			11001			000000			Job Family Allocated			Wenham, Mr. Lee			867691


			Directorate - Resources			Communications and Marketing			Print Unit - Design Print			NULL			McElroy			Steven			870547			CX.63615.Design and Production Manager.CP.PFTN.Yes			OP			60			S			Grade_09|36-40|			40			Permanent - Full Time			37			CCS Non School			561			56031			000000			Job Family Allocated			Evans, Mr. Anthony Mark			863684


			Directorate - Resources			Communications and Marketing			Corporate Health, Safety, Emergency Management and Wellbeing			Health and Safety			Cowap			Shann			878156			RE.1016-V1.Lead Health and Safety Training Officer.HR.PFTN.No			OS			45			S			Grade_09|36-40|			36			Permanent - Full Time			37			CCS Non School			321			32001			000000			Job Family Allocated			Gimblett, Mr. Jonathan Craig (Craig)			871886


			Directorate - Resources			Communications and Marketing			Corporate Health, Safety, Emergency Management and Wellbeing			Health and Safety			Baczkowski			Elizabeth			063214			CX.1006.Principal Health and Safety Officer.HR.PFTN.No			OS			50			S			Grade_10|41-45|			45			Permanent - Full Time			37			CCS Non School			321			32001			000000			Job Family Allocated			Gimblett, Mr. Jonathan Craig (Craig)			871886


			Directorate - Resources			Communications and Marketing			Communications			NULL			Jones			Joanne			071423			CX.0063.Corporate Marketing Manager.CL.PFTN.Yes			OS			50			S			Grade_10|41-45|			45			Permanent - Full Time			37			CCS Non School			301			30001			000000			Job Family Allocated			Wenham, Mr. Lee			867691


			Directorate - Resources			Communications and Marketing			Corporate Health, Safety, Emergency Management and Wellbeing			Occupational Health and Well Being Unit			Thomas-Evans			Elizabeth			874474			RE.65453.Principal Stress Management Advisor and Counsellor..PFTN.No			OS			50			S			Grade_10|41-45|			44			Permanent - Part Time			30			CCS Non School			321			32002			000000			Job Family Allocated			Gimblett, Mr. Jonathan Craig (Craig)			871886


			Directorate - Resources			Digital and Transformation Services			Digital Services			Infrastructure Operations			Jones			Richard			871267			CS.64778-V1.Network Services Team Leader..PFTN.No			OS			45			S			Grade_09|36-40|			40			Permanent - Full Time			37			CCS Non School			331			33009			000000			Job Family Allocated			Lewis, Miss Rebecca (Becky)			876912


			Directorate - Resources			Digital and Transformation Services			Digital Services			Infrastructure Operations			Morris			Brian			871902			CS.65639.Server Team Leader..PFTN.No			OS			45			S			Grade_09|36-40|			40			Permanent - Full Time			37			CCS Non School			331			33008			000000			Job Family Allocated			Lewis, Miss Rebecca (Becky)			876912


			Directorate - Resources			Digital and Transformation Services			Commercial Services			Commercial and Commissioning Unit			Betts			Karen			857750			RE.65977.Commercial Sales Manager..PFTN.No			OS			50			S			Grade_10|41-45|			43			Permanent - Full Time			37			CCS Non School			181			18003			000000			Job Family Allocated			Williams, Mr. Christopher David			870729


			Directorate - Resources			Digital and Transformation Services			Digital Solutions and Infrastructure			Applications Development			Topliss			David			871949			RE.65672-V1.Software Architect.IT.PFTN.No			OS			50			S			Grade_10|41-45|			42			Permanent - Full Time			37			CCS Non School			311			31012			000000			Job Family Allocated			Knott, Mr. Matthew Adam			881651


			Directorate - Resources			Digital and Transformation Services			Digital Services			Infrastructure Operations			Lewis			Rebecca			876912			RE.0139-V3.Infrastructure Operations Manager..PFTN.No			OS			50			S			Grade_10|41-45|			42			Permanent - Full Time			37			CCS Non School			331			33010			000000			Job Family Allocated			Harley, Ms. Joanne Marie			874217


			Directorate - Resources			Digital and Transformation Services			Digital Solutions and Infrastructure			Infrastructure Innovation and Projects			Davies			Matthew			878055			RE.64675-V2.Infrastructure Architect..PFTN.No			OS			50			S			Grade_10|41-45|			42			Permanent - Full Time			37			CCS Non School			331			33008			000000			Job Family Allocated			Knott, Mr. Matthew Adam			881651


			Directorate - Resources			Digital and Transformation Services			Digital Solutions and Infrastructure			Oracle Support Team			Silvey			Cathy			880822			RE.62454-V4.ERP Solution Architect..PFTN.No			OS			50			S			Grade_10|41-45|			42			Permanent - Full Time			37			CCS Non School			311			31007			000000			Job Family Allocated			Knott, Mr. Matthew Adam			881651


			Directorate - Resources			Financial Services and Service Centre			Revenues and Benefits			Benefits Management Team			Wyatt			Mark			064526			CX.0293-V1.Senior Revenues and Benefits Officer.FN.PFTN.Yes			RT			55			S			Grade_09|36-40|			40			Permanent - Full Time			37			CCS Non School			191			19020			000000			Job Family Allocated			Webborn, Mr. Martin John			161279


			Directorate - Resources			Financial Services and Service Centre			Revenues and Benefits			Benefits Management Team			John			Simon			065838			CX.0138-V2.Council Tax Team Leader - Manager.FN.PFTN.No			RT			55			S			Grade_09|36-40|			40			Permanent - Full Time			37			CCS Non School			191			19059			000000			Job Family Allocated			Webborn, Mr. Martin John			161279


			Directorate - Resources			Financial Services and Service Centre			Revenues and Benefits			Benefits Management Team			Williams			David			069703			CX.0141-V2.Council Tax Team Leader - Manager.FN.PFTN.No			RT			55			S			Grade_09|36-40|			40			Permanent - Full Time			37			CCS Non School			191			19059			000000			Job Family Allocated			Webborn, Mr. Martin John			161279


			Directorate - Resources			Financial Services and Service Centre			Revenues and Benefits			Benefits Management Team			Lewis			Vyvyan			062525			RE.0157-V1.Senior Rating Officer.FN.PFTN.No			RT			60			S			Grade_10|41-45|			45			Permanent - Full Time			37			CCS Non School			191			19062			000000			Job Family Allocated			Webborn, Mr. Martin John			161279


			Directorate - Resources			Financial Services and Service Centre			Treasury and Technical Section			Insurance			Evans			Natalie			076204			CX.0076.Principal Insurance Officer.FN.PFTN.Yes			RT			60			S			Grade_10|41-45|			41			Permanent - Full Time			37			CCS Non School			191			19025			000000			Job Family Allocated			Dong, Mr. Jeffrey			868916


			Directorate - Resources			Financial Services and Service Centre			Service Centre			Accounts Payable & Purchasing			Payne			Neil			077507			RE.65534-V1.Accounts Payable & Purchasing Manager.FN.PFTN.Yes			OS			50			S			Grade_10|41-45|			42			Permanent - Full Time			37			CCS Non School			321			32026			000000			Job Family Allocated			Williams, Mrs. Sian Elizabeth			868153


			Directorate - Resources			Financial Services and Service Centre			Pensions			NULL			Elliott			Claire			867103			RE.66335-V1.Pensions Manager.HR.PFTN.No			OS			50			S			Grade_10|41-45|			42			Permanent - Full Time			37			CCS Non School			321			32027			000000			Job Family Allocated			Dong, Mr. Jeffrey			868916


			Directorate - Resources			Financial Services and Service Centre			Service Centre			Workforce - Analytics Recruitment and Change			Smith			Andrea			868222			RE.63831-V2.Workforce - ARC Manager..PFTN.No			OS			50			S			Grade_10|41-45|			42			Permanent - Full Time			37			CCS Non School			321			32026			000000			Job Family Allocated			Williams, Mrs. Sian Elizabeth			868153


			Directorate - Resources			Financial Services and Service Centre			Internal Audit			NULL			Davies			Nicholas			875072			RE.66333.Principal Auditor..PFTN.Yes			OS			50			S			Grade_10|41-45|			42			Permanent - Full Time			37			CCS Non School			191			19001			000000			Job Family Allocated			Cockings, Mr. Simon Arthur			882024


			Directorate - Resources			Financial Services and Service Centre			Service Centre			Payroll			James			Joanne			881252			RE.63826-V1.Payroll Manager..PFTN.No			OS			50			S			Grade_10|41-45|			42			Permanent - Full Time			37			CCS Non School			321			32026			000000			Job Family Allocated			Williams, Mrs. Sian Elizabeth			868153


			Directorate - Resources			Financial Services and Service Centre			Service Centre			Service Centre Helpdesk & DBS/SCW			Johnson			Emma			882224			RE.0023-V1.Service Centre Helpdesk & DBS/SCW Manager..PFTN.Yes			OS			50			S			Grade_10|41-45|			42			Permanent - Full Time			37			CCS Non School			321			32026			000000			Job Family Allocated			Williams, Mrs. Sian Elizabeth			868153


			Directorate - Resources			Legal Democratic Services and Business Intelligence			Democratic Services (Legal Services)			Electoral Services			O'Hara			Alison			173756			CX.0008-V1.Electoral Services Team Leader.LC.PFTN.Yes			OS			50			S			Grade_10|41-45|			45			Permanent - Full Time			37			CCS Non School			111			11005			000000			Job Family Allocated			Evans, Mr. Huw Gruffydd			069836


			Directorate - Resources			Legal Democratic Services and Business Intelligence			Access to Services			NULL			Millar			Rhian			882980			CX.0016-V1.Consultation Co-ordinator.PS.PFTN.Yes			OS			50			S			Grade_10|41-45|			45			Permanent - Full Time			37			CCS Non School			301			30026			000000			Job Family Allocated			Meredith, Miss Tracey			864009
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Resources Gd 11-12


			Directorate - Resources			Communications and Marketing			Print Unit - Design Print			Evans			Anthony			863684			CX.7301-V1.Design Print Manager.CP.PFTN.Yes			S			Grade_11|46-50|			Wenham, Mr. Lee			867691


			Directorate - Resources			Communications and Marketing			Communications			Fletcher			Patrick			861498			CX.0002.Head Of News.CM.PFTN.Yes			S			Grade_11|46-50|			Wenham, Mr. Lee			867691


			Directorate - Resources			Communications and Marketing			Corporate Health, Safety, Emergency Management and Wellbeing			Gimblett			Jonathan			871886			RE.1000.Corporate Health, Safety and Wellbeing Manager..PFTN.Yes			S			Grade_12|51-55|			Wenham, Mr. Lee			867691


			Directorate - Resources			Digital and Transformation Services			Strategic HR and OD			Chard			Adrian			861501			RE.66964.Strategic HR and OD Manager.HR.PFTN.Yes			S			Grade_12|51-55|			Caulkin, Ms. Sarah Alexandra			871295


			Directorate - Resources			Digital and Transformation Services			Digital Services			Harley			Joanne			874217			RE.66253.Digital Services Manager..PFTN.Yes			S			Grade_12|51-55|			Caulkin, Ms. Sarah Alexandra			871295


			Directorate - Resources			Digital and Transformation Services			Strategic Delivery Unit			King			Stephen			864804			RE.0482-V4.Research and Information GIS Team Leader.DI.PFTN.No			S			Grade_11|46-50|			Rowlands, Mr. Richard Bruce			169391


			Directorate - Resources			Digital and Transformation Services			Digital Solutions and Infrastructure			Knott			Matthew			881651			RE.65367-V2.Enterprise Digital Solution Architect..PFTN.Yes			S			Grade_12|51-55|			Caulkin, Ms. Sarah Alexandra			871295


			Directorate - Resources			Digital and Transformation Services			Commercial Services			Lenihan			Paul			177282			CX.0312-V3.Business and Contracts Manager..PFTN.Yes			S			Grade_11|46-50|			Williams, Mr. Christopher David			870729


			Directorate - Resources			Digital and Transformation Services			Strategic HR and OD			Matthews			David			169086			RE.66965.Principal HR and OD Business Partner.HR.PFTN.No			S			Grade_11|46-50|			Chard, Mr. Adrian Robert			861501


			Directorate - Resources			Digital and Transformation Services			Customer Services and Complaints			Nicholas-Humphreys			Julie			864367			RE.65413-V1.Customer Services and Complaints Manager..PFTN.Yes			S			Grade_12|51-55|			Caulkin, Ms. Sarah Alexandra			871295


			Directorate - Resources			Digital and Transformation Services			Strategic HR and OD			Reid			Nicola			878916			RE.66967.Principal HR and OD Business Partner.HR.PFTN.Yes			S			Grade_11|46-50|			Chard, Mr. Adrian Robert			861501


			Directorate - Resources			Digital and Transformation Services			Strategic Delivery Unit			Rowlands			Richard			169391			RE.0006-V1.Strategic Delivery & Performance Manager.PS.PFTN.No			S			Grade_11|46-50|			Caulkin, Ms. Sarah Alexandra			871295


			Directorate - Resources			Digital and Transformation Services			Strategic HR and OD			Thorne			Carolyn			175384			RE.66966.Principal HR and OD Business Partner.HR.PFTN.Yes			S			Grade_11|46-50|			Chard, Mr. Adrian Robert			861501


			Directorate - Resources			Digital and Transformation Services			Digital Services			Topliss			Sarah-Leighanne			073829			RE.65306-V2.Programme and Portfolio Manager..PPTN.Yes			S			Grade_11|46-50|			Harley, Ms. Joanne Marie			874217


			Directorate - Resources			Financial Services and Service Centre			Internal Audit			Cockings			Simon			882024			CX.0044.Chief Auditor.FN.PFTN.Yes			S			Grade_12|51-55|			Dong, Mr. Jeffrey			868916


			Directorate - Resources			Financial Services and Service Centre			Accountancy			Cridland			Paul			864872			RE.0036.Strategic Finance Manager - Operations.FN.PFTN.Yes			S			Grade_12|51-55|			Dong, Mr. Jeffrey			868916


			Directorate - Resources			Financial Services and Service Centre			Revenues and Benefits			Morgans			Julian			065726			RE.0190-V3.Revenues and Benefits Manager.FN.PFTN.Yes			S			Grade_12|51-55|			Dong, Mr. Jeffrey			868916


			Directorate - Resources			Financial Services and Service Centre			Accountancy			Thomas			Eirwen			874905			RE.62700.Strategic Finance Manager - Corporate.FN.PFTN.No			S			Grade_12|51-55|			Smith, Mr. Benjamin Gareth			870561


			Directorate - Resources			Financial Services and Service Centre			Revenues and Benefits			Webborn			Martin			161279			CX.63314-V1.Principal Revenues Officer.FN.PFTN.Yes			S			Grade_11|46-50|			Morgans, Mr. Julian Charles			065726


			Directorate - Resources			Financial Services and Service Centre			Service Centre			Williams			Sian			868153			RE.66501-V2.Service Centre Manager..PFTN.Yes			S			Grade_12|51-55|			Smith, Mr. Benjamin Gareth			870561


			Directorate - Resources			Legal Democratic Services and Business Intelligence			Information Governance Unit			Collis			Kim			858484			RE.66704.Data Protection Manager.LP.PFTC.Yes			S			Grade_12|51-55|			Meredith, Miss Tracey			864009


			Directorate - Resources			Legal Democratic Services and Business Intelligence			Democratic Services (Legal Services)			Evans			Huw			069836			CX.62802-V1.Head of Democratic Services.LC.PFTN.No			S			Grade_12|51-55|			Meredith, Miss Tracey			864009


			Directorate - Resources			Legal Democratic Services and Business Intelligence			Legal Services			Moore			Lucy			877960			CX.63341-V1.Directorate Lawyer.LC.PFTF.Yes			S			Grade_12|51-55|			Meredith, Miss Tracey			864009


			Directo+A1:A24rate - Resources			Legal Democratic Services and Business Intelligence			Legal Services			Rees			Vivienne			065920			CX.63533.Business Operations Manager.LC.PFTN.Yes			S			Grade_11|46-50|			Meredith, Miss Tracey			864009


			Directorate - Resources			Legal Democratic Services and Business Intelligence			Scrutiny			Madahar			Brij			873405			CX.62532-V1.Scrutiny Team Leader.CM.PFTN.Yes			S			Grade_11|46-50|			Meredith, Miss Tracey			864009
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Place - Gd 9-10


			Directorate - Place			Corporate Building Services			Capital (Corporate Building)			NULL			NULL			Taylor			Ashley			NULL			000563			000563			PL.66267.Planning & Contracts Manager.CB.TFTN.No			OP			60			S			Grade_09|36-40|			37			Permanent - Full Time			37			1.00000			CCS Non School			551			55001			550001			Job Family Allocated			Cutforth, Mr. Christopher John			866432


			Directorate - Place			Corporate Building Services			Maintenance (Corporate Building)			NULL			NULL			Penhaligan			James			NULL			021494			021494			PL.66165.Response Maintenance Senior Manager.CB.PFTN.Yes			OP			60			S			Grade_09|36-40|			38			Permanent - Full Time			37			1.00000			CCS Non School			551			55001			000000			Job Family Allocated			Williams, Mr. Nigel			867108


			Directorate - Place			Corporate Building Services			Business Support Services (Building Services)			Support Services (Building Services)			NULL			Llewelyn			Alan			NULL			860804			860804			RG.0005-V3.Area Support Manager.CB.PFTN.Yes			RT			50			S			Grade_09|36-40|			40			Permanent - Full Time			37			1.00000			Supervisor			551			55001			550009			Job Family Allocated			Blackmore, Mrs. Alison Elizabeth			063956


			Directorate - Place			Corporate Building Services			Maintenance (Corporate Building)			NULL			NULL			Pinder			Simon			NULL			864700			864700			PL.66164.M&E Senior Manager.CB.PFTN.Yes			OP			60			S			Grade_09|36-40|			40			Permanent - Full Time			37			1.00000			CCS Non School			551			55001			550001			Job Family Allocated			Williams, Mr. Nigel			867108


			Directorate - Place			Corporate Building Services			Capital (Corporate Building)			NULL			NULL			Lloyd			Gareth			NULL			865132			865132			RG.0731-V2.Project Management And Programme Manager.BS.PFTN.Yes			OP			60			S			Grade_09|36-40|			40			Permanent - Full Time			37			1.00000			CCS Non School			551			55001			550002			Job Family Allocated			Cutforth, Mr. Christopher John			866432


			Directorate - Place			Corporate Building Services			Maintenance (Corporate Building)			NULL			NULL			Jones			Malcolm			NULL			865872			865872			PL.66166.Planned Maintenance Senior Manager.CB.PFTN.Yes			OP			60			S			Grade_09|36-40|			40			Permanent - Full Time			37			1.00000			CCS Non School			551			55001			550001			Job Family Allocated			Williams, Mr. Nigel			867108


			Directorate - Place			Corporate Building Services			Capital (Corporate Building)			NULL			NULL			Thomas			Darren			NULL			869914			869914			RG.0663-V3.Project Management and Programme Manager.CB.PFTN.Yes			OP			60			S			Grade_09|36-40|			40			Permanent - Full Time			37			1.00000			CCS Non School			551			55001			550006			Job Family Allocated			Cutforth, Mr. Christopher John			866432


			Directorate - Place			Corporate Building Services			Business Support Services (Building Services)			Financial Services (Building Services)			Finance (Building Services)			Finselbach			David			NULL			062273			062273			RG.0713-V1.Finance And Administration Manager.BS.PFTN.Yes			OS			50			S			Grade_10|41-45|			45			Permanent - Part Time			34			.91892			CCS Non School			551			55001			550001			Job Family Allocated			Blackmore, Mrs. Alison Elizabeth			063956


			Directorate - Place			Corporate Building Services			Technical Services (Corporate Building)			Architectural Design (Technical Services)			NULL			Jackett			Andrew			NULL			068762			068762			PL.67314.WHQS Delivery Section Leader..PFTN.No			RT			60			S			Grade_10|41-45|			41			Permanent - Full Time			37			1.00000			CCS Non School			891			89092			000000			Job Family Allocated			Barnes, Mr. Darrel Justin			869601


			Directorate - Place			Corporate Building Services			Capital (Corporate Building)			Project Management and Procurement (Technical Services)			NULL			Hawkins			David			NULL			859381			859381			PL.65358-V1.Projects and Procurement Manager.CB.PFTN.Yes			RT			60			S			Grade_10|41-45|			42			Permanent - Full Time			37			1.00000			CCS Non School			551			55101			000000			Job Family Allocated			Rees, Mr. Thomas Gordon			856820


			Directorate - Place			Corporate Building Services			Technical Services (Corporate Building)			Mechanical Design and Maintenance (Technical Services)			NULL			Morgan			Barry			NULL			872541			872541			RG.0248-V2.Mechanical Design and Maintenance Manager.BS.PFTN.Yes			RT			60			S			Grade_10|41-45|			45			Permanent - Full Time			37			1.00000			CCS Non School			551			55032			000000			Job Family Allocated			Williams, Mr. Nigel			867108


			Directorate - Place			Corporate Building Services			Technical Services (Corporate Building)			Building Maintenance (Technical Services)			NULL			Grove			Nathan			NULL			875486			875486			RG.0260-V2.Building Maintenance Manager.BS.PFTN.Yes			RT			60			S			Grade_10|41-45|			45			Permanent - Full Time			37			1.00000			CCS Non School			551			55032			000000			Job Family Allocated			Williams, Mr. Nigel			867108


			Directorate - Place			Cultural Services			Arts,Culture and Creative Economy			Grand Theatre			SMT			Francis			Rebecca			NULL			868186			868186			PL.66369-V1.Development Manager..PFTN.No			OS			45			S			Grade_09|36-40|			38			Temporary - Full Time			37			1.00000			CCS Non School			411			41139			000000			Job Family Allocated			Hopkins, Mr. Paul Anthony			165525


			Directorate - Place			Cultural Services			Archive Service			Archives			NULL			Dulley			Andrew			NULL			870079			870079			RG.3004.Assistant County Archivist..PFTN.Yes			RT			55			S			Grade_09|36-40|			40			Permanent - Full Time			37			1.00000			CCS Non School			411			41118			000000			Job Family Allocated			Collis, Mr. Kim Ciaran			858484


			Directorate - Place			Cultural Services			Arts,Culture and Creative Economy			Swansea Museum			NULL			Hughes			Barry			NULL			872324			872324			PL.66367-V1.Museum Manager..PFTN.Yes			OS			45			S			Grade_09|36-40|			37			Permanent - Full Time			37			1.00000			CCS Non School			411			41165			000000			Job Family Allocated			Mellor, Mr. Christopher			860141


			Directorate - Place			Cultural Services			Leisure, Partnership, Health and Wellbeing			Sport and Health			NULL			Govier			Gareth			NULL			873968			873968			PL.67023.Community Sport Manager.CT.PFTN.No			OS			45			S			Grade_09|36-40|			36			Temporary - Full Time			37			1.00000			CCS Non School			411			41185			000000			Job Family Allocated			Jones, Mr. David Rhys			870526


			Directorate - Place			Cultural Services			Libraries and Culture			Product and People			NULL			Lee			Bethan			NULL			878025			878025			PL.2015-V4.Principal Librarian.CT.PJSN.Yes			OS			45			S			Grade_09|36-40|			37			Permanent - Full Time			37			1.00000			CCS Non School			411			41149			000000			Job Family Allocated			Gibbins, Mrs. Karen Jayne			869528


			Directorate - Place			Cultural Services			Tourism Marketing Events and Support			Tourism and Marketing - Cultural Services			Marketing Development			Rees			Christopher			NULL			881837			881837			RG.3371-V2.Senior Digital Marketing Officer..PFTN.No			OS			45			S			Grade_09|36-40|			39			Permanent - Full Time			37			1.00000			CCS Non School			411			41012			000000			Job Family Allocated			Hopkins, Mr. Steven			868928


			Directorate - Place			Cultural Services			Leisure, Partnership, Health and Wellbeing			Sport and Health			NULL			McCoubrey			Sarah			NULL			881985			881985			PL.67024.Health and Well -being Manager.CT.PFTN.No			OS			45			S			Grade_09|36-40|			36			Permanent - Full Time			37			1.00000			CCS Non School			411			41185			000000			Job Family Allocated			Jones, Mr. David Rhys			870526


			Directorate - Place			Cultural Services			Arts,Culture and Creative Economy			Grand Theatre			SMT			Grey			Robert			NULL			882172			882172			PL.66370-V2.Operations Manager (Resource).CT.PFTN.Yes			OP			60			S			Grade_09|36-40|			37			Permanent - Full Time			37			1.00000			CCS Non School			411			41139			000000			Job Family Allocated			Hopkins, Mr. Paul Anthony			165525


			Directorate - Place			Cultural Services			Arts,Culture and Creative Economy			Grand Theatre			NULL			Hopkins			Paul			NULL			165525			165525			PL.0325-V4.Theatre Manager..PFTN.Yes			OS			50			S			Grade_10|41-45|			45			Permanent - Full Time			37			1.00000			CCS Non School			411			41139			000000			Job Family Allocated			Mellor, Mr. Christopher			860141


			Directorate - Place			Cultural Services			Tourism Marketing Events and Support			Special Events			NULL			Price Deer			David			NULL			172601			172601			PL.67087.Special Events Manager.CT.PFTN.Yes			CCE			70			S			Grade_10|41-45|			41			Permanent - Full Time			37			1.00000			CCS Non School			411			41007			000000			Job Family Allocated			Jenkins, Ms. Frances			062717


			Directorate - Place			Cultural Services			Leisure, Partnership, Health and Wellbeing			Sport and Health			NULL			Jones			David			NULL			870526			870526			PL.67025.Sport and Health Manager.CT.PFTN.Yes			OS			50			S			Grade_10|41-45|			41			Permanent - Full Time			37			1.00000			CCS Non School			411			41189			000000			Job Family Allocated			Rewbridge, Mr. James			881432


			Directorate - Place			Highways and Transportation			Fleet Management			Workshop			NULL			Simmonds			George			NULL			003404			003404			ET.63239-V1.Workshop Supervisor..PFTN.Yes			OP			60			S			Grade_09|36-40|			40			Permanent - Full Time			37			1.00000			CCS Non School			261			26003			000000			Job Family Allocated			Barrow, Mr. Mark Ashley			164580


			Directorate - Place			Highways and Transportation			Highway Maintenance (Highways)			Routine Maintenance			NULL			Bartlett			Neil			NULL			067333			067333			ET.0867-V6.Area Recycling Supervisor..PFTN.No			OP			60			S			Grade_09|36-40|			40			Permanent - Full Time			37			1.00000			CCS Non School			261			26044			260004			Job Family Allocated			Willicombe, Mr. Jonathan Huw			871576


			Directorate - Place			Highways and Transportation			Highway Maintenance (Highways)			Maintenance Service			NULL			Howard			Dean			NULL			860978			860978			ET.0873-V6.Streetworks and Winter Service Manager..PFTN.Yes			RT			55			S			Grade_09|36-40|			40			Permanent - Full Time			37			1.00000			CCS Non School			261			26044			260004			Job Family Allocated			Fenwick, Mr. Robert George (Bob)			867327


			Directorate - Place			Highways and Transportation			Traffic and Highway Network Management Group			Traffic Management Team			NULL			James			Andrew			NULL			868926			868926			PL.66997.Traffic Engineer.HT.PFTN.No			RT			50			S			Grade_09|36-40|			36			Permanent - Full Time			37			1.00000			CCS Non School			261			26085			000000			Job Family Allocated			Ferris, Mr. Alan Fleming			864000


			Directorate - Place			Highways and Transportation			Highway Maintenance (Highways)			Highways Technical Support			NULL			Parker			Jason			NULL			869783			869783			ET.0871-V3.Highways Technical Manager..PFTN.No			OS			45			S			Grade_09|36-40|			40			Permanent - Full Time			37			1.00000			CCS Non School			261			26044			260002			Job Family Allocated			Fenwick, Mr. Robert George (Bob)			867327


			Directorate - Place			Highways and Transportation			Construction			Public Lighting			Lighting Design			Davies			Hefin			NULL			870759			870759			ET.0850-V1.Senior Lighting Engineer..PFTN.No			RT			55			S			Grade_09|36-40|			40			Permanent - Full Time			37			1.00000			CCS Non School			261			26044			260007			Job Family Allocated			Hurley, Mr. Jonathan Paul			873486


			Directorate - Place			Highways and Transportation			Marina			Harbour			NULL			Bond			Mike			NULL			877954			877954			ET.0511-V1.Assistant Maritime Quarter Manager..PFTN.Yes			RT			55			S			Grade_09|36-40|			40			Permanent - Full Time			37			1.00000			CCS Non School			241			24034			000000			Job Family Allocated			Kern, Mr. Steve			873882


			Directorate - Place			Highways and Transportation			Traffic and Highway Network Management Group			Telematics			NULL			Jenkins			Gareth			NULL			884468			884468			PL.67072.Telematics Engineer..PFTN.No			RT			50			S			Grade_09|36-40|			36			Permanent - Full Time			37			1.00000			CCS Non School			261			26086			000000			Job Family Allocated			Bowyer, Mr. Matthew			875551


			Directorate - Place			Highways and Transportation			Traffic and Highway Network Management Group			Capital Schemes			NULL			Randlesome			Gordon			NULL			059094			059094			PL.0195-V3.Principal Engineer..PFTN.Yes			RT			60			S			Grade_10|41-45|			42			Permanent - Full Time			37			1.00000			CCS Non School			261			26016			000000			Job Family Allocated			Thomas, Mr. Mark Stuart			870258


			Directorate - Place			Highways and Transportation			Fleet Management			NULL			NULL			James			Gareth			NULL			059354			059354			ET.0041-V3.Fleet Engineer..PFTN.Yes			OP			70			S			Grade_10|41-45|			45			Permanent - Full Time			37			1.00000			CCS Non School			261			26001			000000			Job Family Allocated			Barrow, Mr. Mark Ashley			164580


			Directorate - Place			Highways and Transportation			Highway Maintenance (Highways)			Routine Maintenance			NULL			Fitzgerald			Nigel			NULL			060675			060675			ET.0642-V3.Highways Maintenance Area Manager..PFTN.No			OP			70			S			Grade_10|41-45|			45			Permanent - Full Time			37			1.00000			CCS Non School			261			26044			260004			Job Family Allocated			Fenwick, Mr. Robert George (Bob)			867327


			Directorate - Place			Highways and Transportation			Finance Purchasing and Stores			NULL			NULL			Sturgess			Karen			NULL			068384			068384			ET.0690-V3.Finance Purchasing and Stores Manager..PFTN.Yes			OS			50			S			Grade_10|41-45|			45			Permanent - Full Time			37			1.00000			CCS Non School			261			26055			000000			Job Family Allocated			Davies, Mr. Stuart			871525


			Directorate - Place			Highways and Transportation			Traffic and Highway Network Management Group			Traffic Management Team			NULL			Ferris			Alan			NULL			864000			864000			ET.0934.Traffic Management Engineer..PFTN.Yes			RT			60			S			Grade_10|41-45|			45			Permanent - Full Time			37			1.00000			CCS Non School			261			26085			000000			Job Family Allocated			Green, Mr. Jeffrey Howard			857607


			Directorate - Place			Highways and Transportation			Traffic and Highway Network Management Group			Car Parks			NULL			Mears			Richard			NULL			868836			868836			ET.61309-V2.Car Parking Manager.HT.PFTN.Yes			RT			60			S			Grade_10|41-45|			45			Permanent - Full Time			37			1.00000			CCS Non School			261			26082			000000			Job Family Allocated			Thomas, Mr. Mark Stuart			870258


			Directorate - Place			Highways and Transportation			Construction			Construction Works			NULL			O'Leary			Sean			NULL			870018			870018			ET.0826-V2.Contracts Manager..PFTN.Yes			OP			70			S			Grade_10|41-45|			44			Permanent - Full Time			37			1.00000			CCS Non School			261			26044			260003			Job Family Allocated			Mulcahy, Mr. Roger Charles			054816


			Directorate - Place			Highways and Transportation			Traffic and Highway Network Management Group			Bridges and Structures			NULL			Retallick			Philip			NULL			870021			870021			ET.0452-V2.Principal Engineer..PFTN.Yes			RT			60			S			Grade_10|41-45|			45			Permanent - Full Time			37			1.00000			CCS Non School			261			26019			000000			Job Family Allocated			Thomas, Mr. Mark Stuart			870258


			Directorate - Place			Highways and Transportation			Traffic and Highway Network Management Group			Car Parks			NULL			Churchill			Michelle			NULL			871027			871027			ET.62504-V1.Civil Parking Enforcement Manager..PFTN.Yes			RT			60			S			Grade_10|41-45|			41			Permanent - Full Time			37			1.00000			CCS Non School			261			26081			000000			Job Family Allocated			Mears, Mr. Richard David			868836


			Directorate - Place			Highways and Transportation			Highway Maintenance (Highways)			Routine Maintenance			NULL			Willicombe			Jonathan			NULL			871576			871576			ET.62821-V4.Highways Maintenance Area Manager..PFTN.No			OP			70			S			Grade_10|41-45|			45			Permanent - Full Time			37			1.00000			CCS Non School			261			26044			260004			Job Family Allocated			Fenwick, Mr. Robert George (Bob)			867327


			Directorate - Place			Highways and Transportation			Traffic and Highway Network Management Group			Traffic Management Team			NULL			Jones			Lyn			NULL			872228			872228			ET.0920.Group Leader - Traffic..PFTN.Yes			RT			60			S			Grade_10|41-45|			45			Permanent - Full Time			37			1.00000			CCS Non School			261			26085			000000			Job Family Allocated			Green, Mr. Jeffrey Howard			857607


			Directorate - Place			Highways and Transportation			Traffic and Highway Network Management Group			Capital Schemes			NULL			Jones			Simon			NULL			872276			872276			PL.0384-V2.Principal Engineer..PFTN.Yes			RT			60			S			Grade_10|41-45|			42			Permanent - Full Time			37			1.00000			CCS Non School			261			26016			000000			Job Family Allocated			Thomas, Mr. Mark Stuart			870258


			Directorate - Place			Highways and Transportation			Traffic and Highway Network Management Group			Capital Schemes			NULL			Hughes			David			NULL			877153			877153			PL.0209-V2.Principal Engineer..PFTN.Yes			RT			60			S			Grade_10|41-45|			42			Permanent - Full Time			37			1.00000			CCS Non School			261			26016			000000			Job Family Allocated			Thomas, Mr. Mark Stuart			870258


			Directorate - Place			Highways and Transportation			Integrated Transport Unit			Transport Strategy and Monitoring			NULL			George			Benjamin			NULL			883423			883423			PL.0922-V1.Transport Strategy Officer..PFTN.Yes			RT			60			S			Grade_10|41-45|			45			Permanent - Full Time			37			1.00000			CCS Non School			261			26099			000000			Job Family Allocated			Swain, Mrs. Catherine Louise			862525


			Directorate - Place			Housing and Public Health(PLACE)			Business Planning Division			Housing Renewal and Adaptations (Comm Housing)			Energy Team (Comm Housing)			Holcroft			Patrick			NULL			064822			064822			RG.9402-V2.Energy Efficiency Co-ordinator.HO.PFTN.Yes			RT			55			S			Grade_09|36-40|			40			Permanent - Part Time			31			.83784			CCS Non School			541			54121			000000			Job Family Allocated			Morgan, Mrs. Carol Louise			070966


			Directorate - Place			Housing and Public Health(PLACE)			Business Planning Division			More Homes Team			Enabling Team			Goddard			Jill			NULL			174393			174393			PL.9329-V2.Senior Enabling Development Officer.HO.PFTN.No			OS			40			S			Grade_09|36-40|			39			Permanent - Full Time			37			1.00000			CCS Non School			541			54001			000000			Job Family Allocated			Morgan, Mrs. Carol Louise			070966


			Directorate - Place			Housing and Public Health(PLACE)			Landlord Services			Community Housing			Housing Options			Jones			Joanna			Temporary Accommodation (Comm Housing)			873786			873786			RG.0300-V1.Team Leader.HO.PFTN.Yes			SCW			60			S			Grade_09|36-40|			40			Permanent - Full Time			37			1.00000			CCS Non School			891			89061			000000			Job Family Allocated			Muldoon, Mrs. Marie Louise			173810


			Directorate - Place			Housing and Public Health(PLACE)			Business Planning Division			Strategic Planning and Enabling Section			Policy and Leasehold Team			Jackson			Elizabeth			NULL			875862			875862			RG.0330-V3.Senior Policy and Leasehold Management Officer.HP.PFTN.No			OS			45			S			Grade_09|36-40|			38			Permanent - Part Time			29.6			.80000			CCS Non School			891			89045			000000			Job Family Allocated			Williams, Mr. Peter			068902


			Directorate - Place			Housing and Public Health(PLACE)			Landlord Services			Community Housing			Housing Options			Evans			Sara			Casework (Comm Housing)			882889			882889			RG.0290-V1.Team Leader.HO.PFTN.Yes			SCW			60			S			Grade_09|36-40|			37			Temporary - Full Time			37			1.00000			CCS Non School			541			54101			000000			Job Family Allocated			Muldoon, Mrs. Marie Louise			173810


			Directorate - Place			Housing and Public Health(PLACE)			Landlord Services			Sheltered Housing			NULL			Thomas			Diane			NULL			059900			059900			RG.9133.Sheltered Housing Manager.HO.PJSN.Yes			OS			50			S			Grade_10|41-45|			45			Permanent - Full Time			37			1.00000			CCS Non School			891			89031			000000			Job Family Allocated			Harries, Mrs. Jane			061774


			Directorate - Place			Housing and Public Health(PLACE)			Landlord Services			Operations West			Homes Preparation Unit (HPU)			Price			Alison			NULL			061330			061330			RG.0070.Property Manager.HO.PFTN.Yes			OS			50			S			Grade_10|41-45|			45			Permanent - Full Time			37			1.00000			CCS Non School			891			89015			000000			Job Family Allocated			Jordan, Mrs. Sarah			172156


			Directorate - Place			Housing and Public Health(PLACE)			Business Planning Division			Technical Operations and Partnership Section			NULL			Meyrick			David			NULL			061492			061492			RG.62489-V4.Technical Operations Manager.HO.TFTN.Yes			RT			60			S			Grade_10|41-45|			45			Permanent - Full Time			37			1.00000			CCS Non School			891			89045			000000			Job Family Allocated			Wade, Mr. Mark Jonathan			876989


			Directorate - Place			Housing and Public Health(PLACE)			Business Planning Division			Service Improvement Section			Finance and IT Development Team			Lilley			Paul			NULL			062996			062996			RG.0364-V3.Senior Finance and IT Development Officer.HP.PFTN.Yes			OS			50			S			Grade_10|41-45|			45			Permanent - Full Time			37			1.00000			CCS Non School			891			89045			000000			Job Family Allocated			Grove, Mrs. Lynda Patricia			064324


			Directorate - Place			Housing and Public Health(PLACE)			Business Planning Division			Housing Renewal and Adaptations (Comm Housing)			Agency Team (Comm Housing)			Harrison			Darren			NULL			066723			066723			RG.0442-V2.Housing Adaptations Co-ordinator.HO.PFTN.Yes			RT			60			S			Grade_10|41-45|			45			Permanent - Part Time			34			.91892			CCS Non School			541			54121			000000			Job Family Allocated			Williams, Mr. Darren Anthony			070492


			Directorate - Place			Housing and Public Health(PLACE)			Landlord Services			Operations East			Penlan DHO			Burrows			Paul			NULL			067819			067819			RG.0144.Area Housing Manager - Penlan/Town Centre.HO.PFTN.Yes			OS			50			S			Grade_10|41-45|			45			Permanent - Full Time			37			1.00000			CCS Non School			891			89023			000000			Job Family Allocated			Williams, Mrs. Judith			063938


			Directorate - Place			Housing and Public Health(PLACE)			Landlord Services			Operations West			Townhill DHO			Richards			David			NULL			067902			067902			RG.0013.Area Housing Manager - Townhill/Sketty/West Cross.HO.PFTN.Yes			OS			50			S			Grade_10|41-45|			45			Permanent - Full Time			37			1.00000			CCS Non School			891			89020			000000			Job Family Allocated			Jordan, Mrs. Sarah			172156


			Directorate - Place			Housing and Public Health(PLACE)			Landlord Services			Operations East			Morriston DHO			Price			Llinos			NULL			070447			070447			RG.9110.Area Housing Manager - Morriston/Eastside.HO.PFTN.Yes			OS			50			S			Grade_10|41-45|			45			Permanent - Full Time			37			1.00000			CCS Non School			891			89027			000000			Job Family Allocated			Williams, Mrs. Judith			063938


			Directorate - Place			Housing and Public Health(PLACE)			Business Planning Division			Housing Renewal and Adaptations (Comm Housing)			Area Regeneration (Comm Housing)			Williams			Darren			NULL			070492			070492			RG.0441-V3.Housing Renewal Co-ordinator.HO.PFTN.Yes			RT			60			S			Grade_10|41-45|			45			Permanent - Full Time			37			1.00000			CCS Non School			541			54121			000000			Job Family Allocated			Wade, Mr. Mark Jonathan			876989


			Directorate - Place			Housing and Public Health(PLACE)			Business Planning Division			Strategic Planning and Enabling Section			Technical Strategy Team			Bratley			David			NULL			072630			072630			PL.0332-V4.Housing Asset Manager.HP.PFTN.No			RT			60			S			Grade_10|41-45|			41			Permanent - Full Time			37			1.00000			CCS Non School			891			89045			000000			Job Family Allocated			Williams, Mr. Peter			068902


			Directorate - Place			Housing and Public Health(PLACE)			Landlord Services			Operations West			Neighbourhood Support (NSU)			Rees			Paul			NULL			163154			163154			RG.9500.Neighbourhood Support Manager.HO.PFTN.Yes			OS			50			S			Grade_10|41-45|			45			Permanent - Full Time			37			1.00000			CCS Non School			891			89011			000000			Job Family Allocated			Jordan, Mrs. Sarah			172156


			Directorate - Place			Housing and Public Health(PLACE)			Landlord Services			Operations West			Blaen Y Maes DHO			Potter			Susan			NULL			165151			165151			RG.0089-V1.Area Housing Manager - Blaenymaes/Gorseinon.HO.PFTN.Yes			OS			50			S			Grade_10|41-45|			45			Permanent - Full Time			37			1.00000			CCS Non School			891			89025			000000			Job Family Allocated			Jordan, Mrs. Sarah			172156


			Directorate - Place			Housing and Public Health(PLACE)			Building Control Registration and Trading Standards			Bereavement Services			NULL			Elsey			Lyndon			NULL			170672			170672			PL.0085-V4.Bereavement Services Registrar..PFTN.No			RT			60			S			Grade_10|41-45|			43			Permanent - Full Time			37			1.00000			CCS Non School			231			23012			000000			Job Family Allocated			Richards, Mr. Peter Charles			063394


			Directorate - Place			Housing and Public Health(PLACE)			Landlord Services			Community Housing			Housing Options			Muldoon			Marie			NULL			173810			173810			RG.64273.Housing Options Manager..PFTN.Yes			OS			50			S			Grade_10|41-45|			42			Permanent - Full Time			37			1.00000			CCS Non School			541			54101			000000			Job Family Allocated			Porter, Mr. Stephen Grant			172649


			Directorate - Place			Housing and Public Health(PLACE)			Landlord Services			Operations East			Rents Team			White			Sandra			NULL			859870			859870-4			RG.9074.Rents Manager.HO.PFTN.Yes			OS			50			S			Grade_10|41-45|			45			Permanent - Part Time			14.8			.40000			CCS Non School			891			89018			000000			Job Family Allocated			Williams, Mrs. Judith			063938


			Directorate - Place			Housing and Public Health(PLACE)			Landlord Services			Operations East			Casework Managers			Thomas			David			NULL			860378			860378			RG.0696-V1.Casework Manager.HO.PFTN.No			OS			50			S			Grade_10|41-45|			45			Permanent - Full Time			37			1.00000			CCS Non School			891			89016			000000			Job Family Allocated			Williams, Mrs. Judith			063938


			Directorate - Place			Housing and Public Health(PLACE)			Licensing and Food Safety			Licensing Team			NULL			Lewis			Yvonne			NULL			874118			874118			PL.66433.Team Leader - Licensing..PFTN.Yes			RT			60			S			Grade_10|41-45|			42			Permanent - Full Time			37			1.00000			CCS Non School			231			23047			000000			Job Family Allocated			Anthony, Mrs. Lynda Elizabeth			166765


			Directorate - Place			Housing and Public Health(PLACE)			Landlord Services			Operations East			Rents Team			Andrew			Helen			NULL			879408			879408-2			RG.9074.Rents Manager.HO.PFTN.Yes			OS			50			S			Grade_10|41-45|			42			Permanent - Part Time			22.2			.60000			CCS Non School			891			89018			000000			Job Family Allocated			Williams, Mrs. Judith			063938


			Directorate - Place			Housing and Public Health(PLACE)			Landlord Services			Operations East			Rents Team			Andrew			Helen			NULL			879408			879408			PL.67310.Rents Manager..TPTN.No			OS			50			S			Grade_10|41-45|			42			Temporary - Part Time			14.8			.40000			CCS Non School			891			89018			000000			Job Family Allocated			Williams, Mrs. Judith			063938


			Directorate - Place			Housing and Public Health(PLACE)			Landlord Services			Community Housing			Tenancy Support (TSU)			Davies			Jody			NULL			881415			881415			RG.0641-V1.TSU Coordinator.HO.PFTF.Yes			OS			50			S			Grade_10|41-45|			42			Permanent - Part Time			29.6			.80000			CCS Non School			541			54111			000000			Job Family Allocated			Porter, Mr. Stephen Grant			172649


			Directorate - Place			Planning and City Regeneration			Development Management			Land Searches			NULL			Pitson			Andrew			NULL			064624			064624			PL.67257.Business Operations Team Leader..PFTN.No			OS			45			S			Grade_09|36-40|			36			Permanent - Full Time			37			1.00000			CCS Non School			251			25026			000000			Job Family Allocated			Thomas, Mr. Anthony Ryan (Ryan)			868421


			Directorate - Place			Planning and City Regeneration			Development Management			Development Management Team			NULL			Williams			Krystyna			NULL			882849			882849			PL.66334-V1.Urban Design & Conservation Officer.ER.TFTN.No			RT			70			S			Grade_09|36-40|			39			Temporary - Full Time			37			1.00000			CCS Non School			251			25002			000000			Job Family Allocated			Smith, Mr. Stephen			876492


			Directorate - Place			Planning and City Regeneration			Planning Policy and Environment			Landscape Design			NULL			Saywell			Alan			NULL			056908			056908			RG.0470-V1.Landscape Team Leader..PFTN.Yes			RT			60			S			Grade_10|41-45|			45			Permanent - Full Time			37			1.00000			CCS Non School			251			25003			000000			Job Family Allocated			Meller, Mr. Paul David			066354


			Directorate - Place			Planning and City Regeneration			Planning Policy and Environment			Nature Conservation			NULL			Hill			Deborah			NULL			057141			057141			RG.0475.Nature Conservation Team Leader..PFTN.Yes			RT			60			S			Grade_10|41-45|			45			Permanent - Full Time			37			1.00000			CCS Non School			251			25004			000000			Job Family Allocated			Meller, Mr. Paul David			066354


			Directorate - Place			Planning and City Regeneration			Planning Policy and Environment			Countryside Access			NULL			Dale			Christopher			NULL			865693			865693			RG.0371-V1.Countryside Access Team Leader..PFTN.Yes			RT			60			S			Grade_10|41-45|			45			Permanent - Full Time			37			1.00000			CCS Non School			251			25005			000000			Job Family Allocated			Meller, Mr. Paul David			066354


			Directorate - Place			Property Services			Strategic Estates (Corporate Property)			Technical Facilities Management (Technical Services)			NULL			Webb			Kevin			NULL			865705			865705			RG.0153-V5.Principal Facilities and Buildings Officer.BS.PFTN.Yes			OS			50			S			Grade_10|41-45|			41			Permanent - Full Time			37			1.00000			CCS Non School			551			55106			000000			Job Family Allocated			Bacon, Mr. Geoffrey Lloyd			067606


			Directorate - Place			Property Services			Strategic Estates (Corporate Property)			Building Management and Accommodation			Buildings and Accommodation			Williams			Nerys			NULL			875570			875570			RG.64218-V3.Facilities Development Manager.CB.PFTN.Yes			RT			60			S			Grade_10|41-45|			42			Permanent - Full Time			37			1.00000			CCS Non School			561			56058			000000			Job Family Allocated			Jones, Mrs. Rebecca Jane			070030


			Directorate - Place			Waste Parks and Cleansing			Waste Management			Collections			NULL			Owens			Andrew			NULL			067720			067720			PL.0624-V1.Team Leader - Collections..PFTN.No			OP			60			S			Grade_09|36-40|			40			Permanent - Full Time			37			1.00000			CCS Non School			241			24052			000000			Job Family Allocated			Perkins, Mr. Matthew Richard			879822


			Directorate - Place			Waste Parks and Cleansing			Waste - Administration			NULL			NULL			Hitchman			Beverley			NULL			857117			857117			PL.64397-V1.Administration Manager.WM.PFTN.Yes			OS			45			S			Grade_09|36-40|			40			Permanent - Full Time			37			1.00000			CCS Non School			241			24047			000000			Job Family Allocated			Howell, Mr. Christopher			866277


			Directorate - Place			Waste Parks and Cleansing			Waste Management			Baling Plant			NULL			Fender			Christopher			NULL			867600			867600			PL.64396.Assistant Operations Manager.WM.PFTN.Yes			OP			60			S			Grade_09|36-40|			40			Permanent - Full Time			37			1.00000			CCS Non School			241			24056			000000			Job Family Allocated			Perkins, Mr. Matthew Richard			879822


			Directorate - Place			Waste Parks and Cleansing			Parks and Cleansing			Tree Services			NULL			Bignell			Martin			NULL			869115			869115			RG.5401-V1.Tree Services Manager..PFTN.Yes			OP			60			S			Grade_09|36-40|			38			Permanent - Full Time			37			1.00000			CCS Non School			411			41423			000000			Job Family Allocated			Davies, Mr. Jeremy Paul			872218


			Directorate - Place			Waste Parks and Cleansing			Waste Management			Enforcement			NULL			Williams			Frances			NULL			870826			870826			ET.0645.Team Leader Enforcement..PFTN.Yes			RT			55			S			Grade_09|36-40|			40			Permanent - Full Time			37			1.00000			CCS Non School			241			24047			000000			Job Family Allocated			Howell, Mr. Christopher			866277


			Directorate - Place			Waste Parks and Cleansing			Waste Management			Commercial and Recycling Promotion			NULL			Tribe			Rebecca			NULL			884257			884257			PL.0627-V4.Team Leader Commerical and Recycling Promotion..PFTN.No			OP			60			S			Grade_09|36-40|			38			Permanent - Full Time			37			1.00000			CCS Non School			241			24047			000000			Job Family Allocated			Perkins, Mr. Matthew Richard			879822


			Directorate - Place			Waste Parks and Cleansing			Parks and Cleansing			Landscape Maintenance			NULL			Lydiard			Simon			NULL			066174			066174			PL.5251-V2.Senior Contracts Manager..PFTN.No			OS			50			S			Grade_10|41-45|			45			Permanent - Full Time			37			1.00000			CCS Non School			411			41413			000000			Job Family Allocated			Davies, Mr. Jeremy Paul			872218


			Directorate - Place			Waste Parks and Cleansing			Parks and Cleansing			Technical, Finance and Administration (Parks)			NULL			Davies			Daniel			NULL			861977			861977			RG.5210-V1.Specialist Parks and Technical Manager..PFTN.No			OS			50			S			Grade_10|41-45|			44			Permanent - Full Time			37			1.00000			CCS Non School			411			41409			000000			Job Family Allocated			Davies, Mr. Jeremy Paul			872218


			Directorate - Place			Waste Parks and Cleansing			Parks and Cleansing			Cleansing (Parks)			NULL			Willingale			Stuart			NULL			867914			867914			PL.0827-V4.Area Manager (Cleansing)..PFTN.No			OP			70			S			Grade_10|41-45|			45			Permanent - Full Time			37			1.00000			CCS Non School			241			24046			000000			Job Family Allocated			Davies, Mr. Jeremy Paul			872218


			86








Place Grade 11-12


			Directorate - Place			Corporate Building Services			Technical Services (Corporate Building)			Architectural Design (Technical Services)			Barnes			Darrel			869601			PL.62544-V4.Architectural Design Manager.CB.PFTN.Yes			S			Grade_11|46-50|			Williams, Mr. Nigel			867108


			Directorate - Place			Corporate Building Services			Business Support Services (Building Services)			NULL			Blackmore			Alison			063956			RG.0725.Group Leader Support.BS.PFTN.Yes			S			Grade_12|51-55|			Williams, Mr. Nigel			867108


			Directorate - Place			Corporate Building Services			Capital (Corporate Building)			NULL			Cutforth			Christopher			866432			RG.9608-V3.Group Leader - Major Works.BS.PFTN.Yes			S			Grade_12|51-55|			Williams, Mr. Nigel			867108


			Directorate - Place			Corporate Building Services			Capital (Corporate Building)			NULL			Rees			Thomas			856820			PL.64703.Group Leader - Capital.CB.PFTN.Yes			S			Grade_12|51-55|			Williams, Mr. Nigel			867108


			Directorate - Place			Cultural Services			Archive Service			NULL			Collis			Kim			858484			RG.3000.County Archivist..PFTN.Yes			S			Grade_11|46-50|			McNulty, Ms. Tracey Susan			871266


			Directorate - Place			Cultural Services			Libraries and Culture			NULL			Gibbins			Karen			869528			PL.2001-V2.Libraries and Culture Manager..PFTN.Yes			S			Grade_11|46-50|			McNulty, Ms. Tracey Susan			871266


			Directorate - Place			Cultural Services			Tourism Marketing Events and Support			Tourism and Marketing - Cultural Services			Hopkins			Steven			868928			RG.3256-V3.Tourism And Marketing Manager..PFTN.Yes			S			Grade_11|46-50|			Jenkins, Ms. Frances			062717


			Directorate - Place			Cultural Services			Tourism Marketing Events and Support			NULL			Jenkins			Frances			062717			PL.61259-V4.Strategic Manager Tourism Marketing and Events..PFTN.Yes			S			Grade_12|51-55|			McNulty, Ms. Tracey Susan			871266


			Directorate - Place			Cultural Services			Arts,Culture and Creative Economy			NULL			Mellor			Christopher			860141			PL.66019-V1.Strategic Manager - Arts, Culture and Creative Economy.CT.TFTN.Yes			S			Grade_12|51-55|			McNulty, Ms. Tracey Susan			871266


			Directorate - Place			Cultural Services			Leisure, Partnership, Health and Wellbeing			Community, Partnerships and Destination			Reed			Susan			866063			PL.67020-V1.CPD Development Manager.CT.PFTN.Yes			S			Grade_11|46-50|			Rewbridge, Mr. James			881432


			Directorate - Place			Cultural Services			Leisure, Partnership, Health and Wellbeing			NULL			Rewbridge			James			881432			PL.61232-V4.Strategic Manager Leisure Partnerships Health Wellbeing..PFTN.Yes			S			Grade_12|51-55|			McNulty, Ms. Tracey Susan			871266


			Directorate - Place			Highways and Transportation			Fleet Management			NULL			Barrow			Mark			164580			ET.0038-V1.Fleet Manager..PFTN.Yes			S			Grade_12|51-55|			Davies, Mr. Stuart			871525


			Directorate - Place			Highways and Transportation			Traffic and Highway Network Management Group			Telematics			Bowyer			Matthew			875551			ET.0928-V1.Principal Telematics Engineer..PFTN.Yes			S			Grade_11|46-50|			Thomas, Mr. Mark Stuart			870258


			Directorate - Place			Highways and Transportation			Highway Maintenance (Highways)			NULL			Fenwick			Robert			867327			ET.0822-V2.Group Leader Highways Maintenance..PFTN.No			S			Grade_12|51-55|			Davies, Mr. Stuart			871525


			Directorate - Place			Highways and Transportation			Traffic and Highway Network Management Group			Traffic Management Team			Green			Jeffrey			857607			ET.0942.Road Safety Officer..PFTN.Yes			S			Grade_11|46-50|			Thomas, Mr. Mark Stuart			870258


			Directorate - Place			Highways and Transportation			Construction			Public Lighting			Hurley			Jonathan			873486			ET.0807-V2.Street Lighting Manager..PFTN.No			S			Grade_11|46-50|			Mulcahy, Mr. Roger Charles			054816


			Directorate - Place			Highways and Transportation			Marina			NULL			Kern			Steve			873882			ET.0502.Marina Manager..PFTN.Yes			S			Grade_11|46-50|			Davies, Mr. Stuart			871525


			Directorate - Place			Highways and Transportation			Construction			NULL			Mulcahy			Roger			054816			ET.0885-V1.Construction Manager..PFTN.Yes			S			Grade_12|51-55|			Davies, Mr. Stuart			871525


			Directorate - Place			Highways and Transportation			Highway Maintenance (Highways)			Planned Maintenance Drainage and Coastal Management			Sweeney			Michael			067936			PL.62769-V3.Team Leader..PFTN.Yes			S			Grade_11|46-50|			Fenwick, Mr. Robert George (Bob)			867327


			Directorate - Place			Highways and Transportation			Traffic and Highway Network Management Group			Site Construction Team			Thomas			Alun			860177			ET.0772-V1.Team Leader - Site Management..PFTN.Yes			S			Grade_11|46-50|			Thomas, Mr. Mark Stuart			870258


			Directorate - Place			Highways and Transportation			Traffic and Highway Network Management Group			NULL			Thomas			Mark			870258			ET.0921-V2.Group Leader.HT.PFTN.Yes			S			Grade_12|51-55|			Davies, Mr. Stuart			871525


			Directorate - Place			Housing and Public Health(PLACE)			Licensing and Food Safety			NULL			Anthony			Lynda			166765			PL.0114-V2.Licensing and Food Safety Manager..PFTN.Yes			S			Grade_12|51-55|			Wade, Mr. Mark Jonathan			876989


			Directorate - Place			Housing and Public Health(PLACE)			Business Planning Division			Service Improvement Section			Grove			Lynda			064324			RG.0322-V2.Service Improvement Manager.HO.PFTN.Yes			S			Grade_11|46-50|			Wade, Mr. Mark Jonathan			876989


			Directorate - Place			Housing and Public Health(PLACE)			Landlord Services			NULL			Harries			Jane			061774			RG.9007.Landlord Services Manager.HO.PFTN.Yes			S			Grade_12|51-55|			Wade, Mr. Mark Jonathan			876989


			Directorate - Place			Housing and Public Health(PLACE)			Landlord Services			Landlord Services Support Team			Jordan			Sarah			172156			RG.9008-V1.Operations Manager (West).HO.TFTN.Yes			S			Grade_11|46-50|			Harries, Mrs. Jane			061774


			Directorate - Place			Housing and Public Health(PLACE)			Business Planning Division			Environmental Health and Housing			Livingstone			Paula			063994			PL.0184-V2.Team Leader - Environmental Health and Housing..PFTN.Yes			S			Grade_11|46-50|			Wade, Mr. Mark Jonathan			876989


			Directorate - Place			Housing and Public Health(PLACE)			Business Planning Division			NULL			Morgan			Carol			070966			PL.65575-V1.More Homes Development Manager.HP.PFTN.No			S			Grade_11|46-50|			Wade, Mr. Mark Jonathan			876989


			Directorate - Place			Housing and Public Health(PLACE)			Pollution Control			NULL			Morgan			Huw			055144			ET.0050-V1.Divisional Officer - Pollution Housing and Public Health..PFTN.Yes			S			Grade_12|51-55|			Wade, Mr. Mark Jonathan			876989


			Directorate - Place			Housing and Public Health(PLACE)			Landlord Services			Community Housing			Porter			Stephen			172649			PL.66363.Operations Manager - Community Housing Services.HO.TFTN.Yes			S			Grade_11|46-50|			Harries, Mrs. Jane			061774


			Directorate - Place			Housing and Public Health(PLACE)			Pollution Control			NULL			Price			Thomas			874856			ET.0051-V1.Team Leader - Pollution Control..PFTN.Yes			S			Grade_11|46-50|			Morgan, Mr. Huw			055144


			Directorate - Place			Housing and Public Health(PLACE)			Building Control Registration and Trading Standards			NULL			Richards			Peter			063394			PL.0030-V1.Building Control Registration and Trading Standards Manager.HP.PFTN.Yes			S			Grade_12|51-55|			Wade, Mr. Mark Jonathan			876989


			Directorate - Place			Housing and Public Health(PLACE)			Building Control Registration and Trading Standards			Building Control			Roberts			Jonathan			064093			PL.0163-V2.Team Leader Building Control..PFTN.Yes			S			Grade_11|46-50|			Richards, Mr. Peter Charles			063394


			Directorate - Place			Housing and Public Health(PLACE)			Licensing and Food Safety			Food and Safety Team			Rodway			Ann			877114			ET.63361.Team Leader..PFTN.Yes			S			Grade_11|46-50|			Anthony, Mrs. Lynda Elizabeth			166765


			Directorate - Place			Housing and Public Health(PLACE)			Landlord Services			Landlord Services Support Team			Williams			Judith			063938			RG.0141-V2.Operations Manager East.HO.PFTN.Yes			S			Grade_11|46-50|			Harries, Mrs. Jane			061774


			Directorate - Place			Housing and Public Health(PLACE)			Business Planning Division			Strategic Planning and Enabling Section			Williams			Peter			068902			RG.0321-V1.Strategic Planning and Enabling Manager.HO.PFTN.Yes			S			Grade_11|46-50|			Wade, Mr. Mark Jonathan			876989


			Directorate - Place			Planning and City Regeneration			Development Management			Development Management Team			Davies			Ian			869516			PL.0406-V2.Area Team Leader..PFTN.No			S			Grade_11|46-50|			Thomas, Mr. Anthony Ryan (Ryan)			868421


			Directorate - Place			Planning and City Regeneration			Development and Physical Regeneration			Strategy and Special Projects (Dev Phys Regen)			Evans			Kathryn			864997			PL.3204.Team Leader.ER.PFTN.No			S			Grade_11|46-50|			Mowbray, Mr. Huw David			064390


			Directorate - Place			Planning and City Regeneration			Planning Policy and Environment			Planning Policy Team			Evans			Tom			875940			RG.0439-V2.Strategic Planning Team Leader..PFTN.Yes			S			Grade_11|46-50|			Meller, Mr. Paul David			066354


			Directorate - Place			Planning and City Regeneration			Development Management			Development Management Team			Healey			Christopher			874336			PL.0432-V3.Area Team Leader..PFTN.No			S			Grade_11|46-50|			Thomas, Mr. Anthony Ryan (Ryan)			868421


			Directorate - Place			Planning and City Regeneration			Development Management			Development Management Team			Jones			Liam			884535			PL.0403-V4.Area Team Leader..PFTN.No			S			Grade_11|46-50|			Thomas, Mr. Anthony Ryan (Ryan)			868421


			Directorate - Place			Planning and City Regeneration			Planning Policy and Environment			NULL			Meller			Paul			066354			PL.65815.Strategic Planning and Natural Environment Manager.ER.PFTN.Yes			S			Grade_12|51-55|			Holmes, Mr. Phillip James John			872216


			Directorate - Place			Planning and City Regeneration			Development and Physical Regeneration			NULL			Mowbray			Huw			064390			RG.9086-V1.Development and Physical Regeneration Strategic Manager.ER.PFTN.Yes			S			Grade_12|51-55|			Holmes, Mr. Phillip James John			872216


			Directorate - Place			Planning and City Regeneration			Economic Development & External Funding			NULL			Relf			Paul			874749			PL.62542.Economic Development and External Funding Manager.ER.PFTN.Yes			S			Grade_11|46-50|			Holmes, Mr. Phillip James John			872216


			Directorate - Place			Planning and City Regeneration			Development and Physical Regeneration			City Centre (Dev Phys Regen)			Richards			Lee			167306			RG.61122-V3.City Centre Team Leader (Dev and Physical Regen).ER.PFTN.Yes			S			Grade_11|46-50|			Mowbray, Mr. Huw David			064390


			Directorate - Place			Planning and City Regeneration			Development Management			Development Management Team			Smith			Stephen			876492			PL.0405-V3.Urban Design and Conservation Team Leader..PFTN.No			S			Grade_11|46-50|			Thomas, Mr. Anthony Ryan (Ryan)			868421


			Directorate - Place			Planning and City Regeneration			Development Management			NULL			Thomas			Anthony			868421			RG.0401-V3.Development Conservation and Design Manager..PFTN.Yes			S			Grade_12|51-55|			Holmes, Mr. Phillip James John			872216


			Directorate - Place			Planning and City Regeneration			City Centre Management			NULL			Wells			Lisa			877243			RG.3242.City Centre Manager..PFTN.Yes			S			Grade_12|51-55|			Holmes, Mr. Phillip James John			872216


			Directorate - Place			Property Services			Strategic Estates (Corporate Property)			Building Management and Accommodation			Jones			Rebecca			070030			PL.0056-V3.Facilities Manager.CB.PFTN.Yes			S			Grade_12|51-55|			Bacon, Mr. Geoffrey Lloyd			067606


			Directorate - Place			Property Services			Strategic Estates (Corporate Property)			Estate Management (Strategic Estates)			O'Brien			Alex			886161			PL.0199-V2.Property Manager.CB.PFTN.Yes			S			Grade_12|51-55|			Bacon, Mr. Geoffrey Lloyd			067606


			Directorate - Place			Property Services			Strategic Estates (Corporate Property)			Asset and Information Management			Turner			David			863090			PL.0110-V2.Asset Manager.CB.PFTN.Yes			S			Grade_12|51-55|			Bacon, Mr. Geoffrey Lloyd			067606


			Directorate - Place			Waste Parks and Cleansing			Parks and Cleansing			NULL			Davies			Jeremy			872218			RG.5202-V2.Group Leader Parks and Cleansing..PFTN.Yes			S			Grade_12|51-55|			Howell, Mr. Christopher			866277


			Directorate - Place			Waste Parks and Cleansing			Waste Management			NULL			Perkins			Matthew			879822			PL.65035-V1.Group Leader Waste..PFTN.Yes			S			Grade_12|51-55|			Howell, Mr. Christopher			866277


			Directorate - Place			Harries			Building Control Registration and Trading Standards			Trading Standards and Health Promotions			Geraint			878959			Housing and Public Health(PLACE)			PL.66480.Team Leader.HP.PFTN.Yes			S			Grade_11|46-50|			Richards, Mr. Peter Charles			063394


			52








Education Gd - 9-10


			Education			Achievement and Partnership Services			School Support Unit			School and Governor Unit			NULL			Taylor			Melissa			NULL			069844			069844			ED.65702.Deputy Unit Manager/Admissions..PFTN.No			OS			45			S			Grade_09|36-40|			40			Permanent - Full Time			37			1.00000			CCS Non School			481			48011			480001			Job Family Allocated			Phillips, Mrs. Kate Elizabeth			872395


			Education			Achievement and Partnership Services			School Support Unit			School and Governor Unit			NULL			Newman			Carmen			NULL			543923			543923-3			PE.67086.Inclusion Officer.ED.TFTN.No			OS			45			S			Grade_09|36-40|			40			Permanent - Full Time			37			1.00000			CCS Non School			481			48011			000000			Job Family Allocated			Phillips, Mrs. Kate Elizabeth			872395


			Education			Achievement and Partnership Services			School Support Unit			Education Welfare Service			NULL			Rees			Julie			NULL			867357			867357			ED.0091.Senior Education Welfare Officer..PFTN.Yes			RT			50			S			Grade_09|36-40|			40			Permanent - Full Time			37			1.00000			CCS Non School			481			48168			000000			Job Family Allocated			Griffiths, Mrs. Susan Marie			861639


			Education			Achievement and Partnership Services			School Support Unit			School and Governor Unit			NULL			Abraham			Claire			NULL			875650			875650			ED.57747.Deputy Unit Manager/Admissions..PFTN.No			OS			45			S			Grade_09|36-40|			40			Permanent - Part Time			28			.75676			CCS Non School			481			48011			480001			Job Family Allocated			Phillips, Mrs. Kate Elizabeth			872395


			Education			Achievement and Partnership Services			School Support Unit			Education Welfare Service			NULL			Griffiths			Susan			NULL			861639			861639			ED.0473.Principal Education Welfare Officer..PFTN.Yes			RT			60			S			Grade_10|41-45|			45			Permanent - Full Time			37			1.00000			CCS Non School			481			48301			481202			Job Family Allocated			Phillips, Mrs. Kate Elizabeth			872395


			Education			Achievement and Partnership Services			Management Systems Unit			NULL			NULL			Jones			Michael			NULL			863225			863225			ED.0500-V2.Head of Management Systems Unit..PFTN.No			OS			50			S			Grade_10|41-45|			45			Permanent - Full Time			37			1.00000			CCS Non School			461			46082			000000			Job Family Allocated			Morgan-Rees, Mrs. Margaret Helen (Helen)			868751


			Education			Education Planning and Resources			Catering and Cleaning Services			NULL			NULL			Archer			Julie			NULL			867996			867996			ED.59074-V1.Deputy Manager..PFTN.Yes			OP			60			S			Grade_09|36-40|			40			Permanent - Full Time			37			1.00000			CCS Non School			461			46011			460149			Job Family Allocated			Cosker, Mrs. Alison Elizabeth			863378


			7








Education Gd 11-12


			Education			Education Planning and Resources			Catering and Cleaning Services			Cosker			Alison			863378			ED.0913-V1.Manager - Catering and Cleaning Facilities..PFTN.Yes			S			Grade_11|46-50|			Roles, Mr. Brian Alan			862250


			Education			Education Planning and Resources			Capital Planning and Delivery Unit			Herbert-Evans			Helen			867168			ED.56702-V3.Head of Capital Planning and Delivery Unit..PFTN.No			S			Grade_12|51-55|			Roles, Mr. Brian Alan			862250


			Education			Education Planning and Resources			Stakeholder Engagement Unit			Jones			Rhodri			878121			ED.9227-V2.Head of Stakeholder Engagement Unit..PFTN.No			S			Grade_11|46-50|			Roles, Mr. Brian Alan			862250


			Education			Education Planning and Resources			Funding and Information Unit			Small			Kelly			870774			ED.0031-V2.Head of Funding and Information Unit..PFTN.Yes			S			Grade_12|51-55|			Roles, Mr. Brian Alan			862250


			0
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Report for the Director of People 



Corporate Briefing – April 2018



Coaching and Mentoring Strategy – People Directorate 





		Purpose:

		To offer recommendations of a Coaching/Mentoring Scheme to be piloted in the People Directorate and then the wider council.





		Policy Framework:

		Coaching/Mentoring assists the council to meets its duties to comply with the Future Generations Act (Wales 2015)





		Consultation:

		Access to Services, Corporate Organisational Development, Poverty and Prevention, Adult Services, Child and Family, Western Bay, Vulnerable Learner Service, Achievement and Partnership Service, Education Planning and Resources and Western Bay. 



		



		Recommendation(s):

		N/A





		

		



		

		



		

		



		



		Report Author: Rhys Curtis     -

		Corporate Innovation Officer



		Finance Officer: N/A

		



		Legal Officer: N/A

		



		Access to Services Officer: N/A

		



































PURPOSE - This report will look at implementing a Coaching/Mentoring Scheme in the People Directorate. This report does link into making this a wider scheme after the initial launch in the People directorate, if this is applicable. 



1. Coaching Introduction 



1.1. Coaching is an essential and well respected HR practise that supports cultural change, a performance culture and promotes shared accountability and responsibility with both leaders and employees.



1.2. This report offers recommendations on how a coaching/mentoring scheme can be successfully embedded in an organisation, challenging mind-sets and closing the skills gap.



2. Purpose of Coaching in Swansea Council 



2.1. Coaching is an extensive and valued leadership approach adopted in many organisations across the world. It supports growth and personal development by promoting responsibility and accountability through empowerment and involvement.



2.2. Leaders are able to use coaching to grow and strengthen personal development, through trusted relationships and encourages all employees involved to be innovative.  



2.3. Coaching supports engagement and strengthens purpose at an individual, team and organisational level.



2.4. Promotes the best behaviours in an organisation and challenges behaviours that are normally presented in the form of barriers which can be obstructive when implementing change and innovation. 



2.5. Coaching can be used to scope out challenging situations and/or environments, especially with the current austerity and change agenda set by Central Government.



2.6. It is a route to support cross cutting themes across the council, sharing and demonstrating skills and standards across a range of different professional groups.



3. What is coaching?



3.1. Coaching is a relationship formed between a Coach and Coachee to close the gap between potential and performance.



3.2. Coaching is a consistent activity.



3.3. It is informal and establishes trust. 



3.4. It is structured and purposeful.



3.5. Collaborative and empowering.



3.6. Tailored to the individual.



3.7. Coaching is a practise that can be used to challenge mind-sets and behaviours that can often be seen as obstructive barriers.



3.8. Coaching is the principle that the Coachee ‘holds the key’ to their own problems and through effective and specific questioning, the answers are pulled out by the Coach. 



3.9. Coaching is short term and involves small to midterm goals.





4. Mentoring



4.1. Mentoring involves an experienced member of staff within an organisation, to share skills, learning and experiences with a junior member of staff and/or a member of staff learning a new subject/focus.



4.2. The junior member of staff/ or member of staff learning a new skill is advised by the mentor through specific knowledge within specific job roles/focusses where the mentee has the ability to make their own decisions within the context provided. 



4.3. Main characteristics of Mentoring include improving performance, career / professional development and sharing knowledge/experiences with minimal resource.





4.4. Mentoring is a long term plan and is normally the role of line management (the mentor). This can be opened up to share skills through a cross directional platform, in-house where mentors can be matched to staff wanting to learn a new skill. 



4.5. With the current austerity agenda, set by local government, Mentoring is a practice that helps support upskilling in the organisation with minimal cost/resource, not to mention the networking opportunities and helping to break down silos in the organisation.



5. Coaching vs Mentoring



5.1. Coaching and Mentoring are fundamentally two different approaches. 



5.2. Mentoring can be seen as the Mentor having a deep personal interest, personally involved as a friend, manager and/or leader who cares about the individual in developing their skills, learning and professional/development career. 



5.3. The coach agrees with the coachee what the performance/skills gaps is and then uses facilitative skills to pull out the answers from the coachee. This empowers and as a result supports challenging mind-sets, perceptions and behaviours.



5.4. A key difference between both roles, the Mentor and the Coach, is that the mentor has specific experiences within the development/skills gap of the individual being mentored, providing context and examples within the focus to guide and direct the individual. The Coach may have no experience in the field that the Coachee is being coached on and therefore relies on getting the Coachee to come up with the answers, which can be seen as a higher level of empowerment, exhibiting responsibility and accountability onto the Coachee.



5.5. Coaching uses no experience and can be considered impartial.



5.6. Mentoring uses specific experience.



6. Coaching isn’t?



6.1. Coaching is not a random process.



6.2. Coaching is not a one way conversation.



6.3. Coaching is not telling.



6.4. It is not a one off event, which can be seen as a poor performance discussion or a review.



6.5. It is not a tick box exercise.



6.6. It is not a one size fits all approach. 



7. When to use Coaching and level of Coaching required? 



7.1. Coaching is voluntary and shouldn’t be forced, as this will lose its effect on individuals, teams and the organisation (not a tick box exercise).



7.2. The level of Coaching/Mentoring is required for each level below:



7.3. Managers – ILM 5 (employees to coach in the people directorate are advised to obtain this qualification).



· Development of management/leadership skills to close the performance gap for employees.

· Gain more strategic perspective

· New to management roles or responsibilities 

· Managing change within their teams or addressing change resistance

· Supporting and developing their team members

· Managing conflicting situations



7.4. Employees – Corporate Organisational Development to support managers



· What effective performance looks like

· How to achieve it

· How to build competence for the future.



It is recommended that as the Coaching Capacity within Swansea Council increases after initial ‘roll out’. Mentoring/Coaching will be adopted culturally and used as a management style to support the development and upskilling whilst retaining staff. 



Corporate Organisational Development will support embedding Coaching as a culture to support the pressures between leaders, managers and employees to do more with less. Corporate Organisation Development will support Managers with the use of coaching; its benefits, acting as a catalyst to grow, develop and establish a high performing culture that all employees consistently feel part and proud of. 



*There could be an option where ILM 3 Coaching is available for employees that require it as part of their roles – this can be funded by the employees own departments.



8. What can Coaching look like and feel like for Swansea Council?



8.1. Develop leaders and managers across the organisation with the right tools to work together and embed a culture of innovation, developing our people, in continuing to develop the best services to our citizens and residents across Swansea.



8.2. Provide an opportunity to deliver cross Directorate coaching – an opportunity to share skills, knowledge and experiences and work together as ‘one council’. 



8.3. Create a culture of people focus, working together and innovation.



8.4. Challenge mind-sets that create barriers and prevent us from achieving our best individually, as a team and as an organisation.



8.5. Coaching will support the (Wales) Future Generation Act 2015, to break down silos and encourage people to share experiences and work collaboratively as ‘one council’ as well as third party sectors and organisations.



8.6. Coaching will act as a tool to pull out Innovation from our skilled and experienced workforce.









9. Benefits of Coaching 



9.1. The annual CIPD Learning and Development survey identified direct benefits from coaching.



9.2. Organisational benefits include:

· Enhanced organisational performance

· Improved implementation and acceptance of change

· Improved and increased leadership and management skills

· Development and adoption of a new culture

· Improved succession planning

· Improved communication, collaboration and working together

· Higher level of employee engagement and commitment

· Motivated workforce

· Conflict resolution

· Retaining high calibre staff



9.3. Individual benefits include:

· Improved individual performance and potential 

· Vision and purpose is clear, set by consistent leadership and management skills

· Developed communication and interpersonal skills, where individuals grow within an environment of people focus, working together and innovation 

· Individuals have the ability to come to their own solutions to specific work and related issues. 

· Ownership in the form of Responsibility and Accountability

· Development of self awareness

· Cross collaboration where new and existing relationships are developed to share experiences and develop each other. 

· Coaching will act as a catalyst for learning and development

· Focus on motivational behaviours and mind-sets

· Keen to implement and test new ideas as well as new ways of doing things.



9.4. Benefits to the coach:

· Coaching as an activity will improve the coach’s own leadership and management skills through the learning and accreditation of the training programme (ILM + in-house training) and live coaching through practise. 

· Opportunity to increase and anchor Swansea Council’s value of people focus and working together where coaching will facilitate networking and learning how other parts of the organisation function (relieving pre-programmed perceptions).











10. Confidentiality



10.1. Confidentiality is an important part of coaching, this can be reprimanded if there is a risk to:

· The authority’s code of conduct

· Organisational policies and procedures

· Health and Safety polices

· An individual that may pose a risk to themselves or others

· Illegal or unethical actions 



10.2. Coaches would raise the issue with the Coachee if they needed to break confidentiality. Coach would be required to comply with Swansea Councils policies and procedures and lawful requirements.  





11. Roles and Responsibilities for Coaching in Swansea Council



11.1. Line Manager Coaching – this is where the both parties (Coach and the Coachee) have an agreement in place to look at developing needs using coaching. Both parties will need to agree how they can work together towards the set measures/outcomes and if there would be a need to use an accredited coach, depending on the difficulty of the outcomes set.



11.2. Coachee – if the individual requires an external coach (e.g the coach not being the line manager) then an application will have to be made to seek a coach within the Swansea Council internal coaching network. There is scope to extend this to third sector organisations such as the Fire Service, NHS, South Wales Police, etc…	Comment by Francis, Andrew: I would take out the word mentor



11.3. ILM Qualified Coaches – specifically trained to support the development of employees and managers to enable them to reach their potential and close the gap between potential and performance. This would involve set hours of coaching with a coachee for a set amount of time (to be agreed between the Coach and Coachee – at least 12 hours per year as per ILM standard with two Coachee’s per each ILM qualified Coach). The coaching commitment includes, planning, organising, running and evaluating coaching sessions (Coaching Log – Oracle Database can be used to facilitate this). Coaches are also required to provide a monthly return of their coaching hours – advised to input via Oracle and monitored by Corporate Organisational Development.



11.4.  ILM Qualified Coach, Line Manager – the ILM qualified coach would be expected to undertake the following:

· A minimum of 12 hours coaching per year with a minimum of one coachee per year.

· Two hours of supervision over the year

· Ten hours continuing professional development (CPD) spread over the year.



11.5. Coaches will need up to an hour a month when actively coaching to register admin to the Coaching Log for the benefit of the Coachee and to review the outcomes/actions of the Coaching Practise. 12.4 – the line manager would be in agreement to let the ILM coach leave their BAU activities in agreement that BAU activities would still be met as per the Coach’s job role and job specification. 



11.6. Any coaching that exceeds these minimum requirements will be agreed between the Coach their Line Manager.



11.7. Corporate Organisational Development (COD) – COD will maintain a Swansea Coaching Network. This will be a combination of ILM coaches, managerial coaches (in-house) and employees (in-house) who have attended the in-house coach. 



12. Steps to Implement Coaching Scheme (figure 1)



12.1. Employees identified in Corporate Organisational Development and other applicable departments to attend an ILM Level 5 coaching course with the intention to coach employees in the People Directorate.



12.2. In-house course re-designed within the Corporate Organisational Development Unit that will be initially piloted in the People Directorate to support staff in both Social Services and Education. This will attract employees who want to become Coaches and adopt the ILM structure to develop skills whilst practising. 



12.3. Employees who attend the in-house course will agree to sign up to a Coaching/Mentoring schedule, similar to the ILM standard. Details in 14.3



12.4. This will result in the formation of a Swansea Council Coaching Network where Coachee’s can apply for a Coach to facilitate closing their performance/skills gap.



12.5. Coaching Packs will be available prior to attending the in-house course to provide information in and around a Coaching Programme. This will detail timeframe, timelines, content and key stakeholders/structures involved. 



12.6. Coaching Log – this would be set-up on Oracle for the Coach’s to monitor and record progress. Recordings would have to be agreed by both the Coach and Coachee and would need to be done simultaneously with each party at the end of each session where applicable.



12.7. Coaching Administrator – initially, within the Corporate Organisational Development team, part of the team would require an administrator to issue out packs and check that Coaches are recording data so that statistics can be pulled out throughout the scheme.



12.8. A Coaching Campaign to be started to register interest and the benefits this can bring to individuals, teams and the organisation to embed a coaching culture. 



12.9. Campaign is to attract previously accredited Coaches within the Organisation to join the Swansea Council Coaching Network as well as new recruits. 



12.10. Coaches that have a Coaching Qualification, paid for previously by Swansea Council as part of their role, will automatically be enrolled into the Swansea Council Coaching Network.



12.11. It is advised that the Coaching Network, is used to embed a Coaching Culture – a risk to this is that failure to be consistent with the scheme; buy in from leaders and managers will result in the scheme not embedding a culture. 



12.12. If the culture is successfully embedded, the scheme will dissolve and employee engagement / staff surveys / organisation KPI’s can be monitored to analyse data. 



13. Referral System for a Coach/ Mentor



13.1. The reasons for setting up a Coaching/Mentoring Network could be to:

· Unlock performance issues

· Talent spotting

· Fast tracking employees to progress in the organisation

· Employees who feel stuck

· Employees who have stagnated and want a new challenge (such as a new skill).



13.2. There are two options where the Mentee/Coachee can put themselves forward for the scheme. There is also an opportunity where Managers can suggest to the employee to make use of the scheme. This can take the form of informal one-to-one’s where the points in 13.1 are discussed or in annual appraisals where an outcome from the appraisals could be to sign up to the mentoring scheme to achieve points in 13.1.



13.3. Referral system would be setup and managed by Corporate Organisational Development. 



14. What the in-house Coaching course will look like?



14.1. [bookmark: _GoBack]Interactive workshops which are highly engaging and involve throughout. One day followed up with 2 x Practise Workshops, aimed to embed and develop learning points and skills.



14.2. It is recommended that if employees from COD attend and receive an ILM Level 5 coaching accreditation, that learning from this accreditation is also incorporated into the in-house course where applicable. 



14.3. After the practise workshops, Coaches will be empowered to match up with employees (Coachee’s) and pursue the vision outlined in the pack COD pack (14.3).



14.4. The scheme will be reviewed after a year, providing motivational and development feedback to the scheme. 



15.  Active Coaches within Swansea Council Coaching Network



15.1. Failure to consistently follow the Swansea Council Coaching models above (detail points) (as a Coach) vision will involve a conversation with a member of the COD team and removed from the network (line management informed?)



15.2. This is so Swansea Council achieve a high standard and continues to develop our employees with the best skills, knowledge and experiences whilst also retaining a skilled workforce. 



15.3. To remain an active coach, the following will have to be adhered to (advised):

· 12 hours coaching – 1 x coaching session per month

· Coach and Coachee use a Coaching Log to monitor outcomes

· Involved in coaching supervision (two hours a year)

· 3 hours of CPD within one working year from start of New Leave year?



16. Mentoring of Coaches – Supervision of Professional Standard



16.1. To maintain the highest standards, it is advised that supervision takes place within the Coaching Network, to adhere to the high standards and that we are consistent with our Coaching Delivery to embed the culture.



16.2. Peer group setup to touch base annually, including ILM Level 5 Coaches and In-House Coaches from the coaching network, to make sure all involved are pointing in the same direction for vision and standards. An option here is that an ILM Level 7 Coach can be a provisional lead of these sessions. 



16.3. Mentoring is a good source of organisational learning.



16.4. The following can be looked at:

· Develop ways of improving coaching or coaching interventions

· Contribute to the Coach’s CPD

· Swansea Council Standards are adhered to. 

· Coach is supported and resourced to manage their work within their capacity and BAU activities.

· Coaching is aligned to the organisational objectives 

· Identify organisational issues or trends with actions to overcome/share.

· Create a sustainable coaching culture.



16.5. Mentoring within the Coaching network will support confidence and deliver high level coaching which will be seen with all the benefits in coaching for both the individual in points 9.3 and 9.4. 



16.6. Supervision would incur a cost/resource to maintain a consistent professional standard. 



17. Action Learning Sets



17.1. An action learning set is a tangible, practical, exercise that uses the foundational characteristics of mentoring/coaching.



17.2. An action learning set is a group of six to eight people (on average) who meet regularly throughout a period of 6-12 months – on average 5 occurrences. 



17.3. They are made up by colleagues (in a work context) and an action learning facilitator where a structured facilitated process is put in place.



17.4. It works by a set member of the action learning set, presenting a real life challenge, where the rest of the set listen and respond with only open questions after reflection. This allows the presenter to unlock their own actions and move forward with a new action plan.



17.5. There is a shared synergy with this new way of learning which can be seen as motivational and engaging, representing commitment moving forward. 



17.6. Figure 4 represents an overview of Action Learning taking into account the parties involved and the benefits that can be seen at an individual, team and organisational level. 



17.7. Benefits include:

· Acquired long lasting problem solving skills

· Promoting leadership skills

· Being challenged by the team (the action learning set)

· Learning best practice

· Evolving fresh ideas

· Forming effective plans for immediate implementation 

· Achieving desired results in a constructive way

Referenced from Action Learning Associates Website

http://www.actionlearningassociates.co.uk/action-learning/



17.8. An option for the Mentoring Scheme is to link in an Action Learning Set to open up this style of learning, to a wider, cross directional network.



18. Evaluation of Scheme



18.1. The scheme should be evaluated to access the value it has brought to the organisation. This list is not exhaustive nor inclusive:

· Achieved understanding and awareness of what good coaching looks like.

· Identifies any opportunity to make changes to scheme so that it is fit for purpose to the Swansea Council Standard and corporate objectives. 

· Collates developments to be addressed with leaders and managers across the organisation that risk the optimum running of the organisation.

· Options that the scheme could be evaluated are below.





18.2. Corporate Learning and Development will evaluate and co-ordinate the following:

· Link coaching back to service improvement plans

· A yearly review log inputted onto Oracle, scoring the benefits of the scheme and what has worked well / what needs to be improved.

· Detailed statistics on improved performance/efficiency for the organisation (Swansea Council)

· 3 month and 6 month standardised review/feedback process.

· Co-ordination of coaching network support as detailed in 15.2



18.3. Review will be take place after one year of the scheme. This will include:

· Impact review for evidence and outcomes of improvement, for the individual, coach and organisation.

· Bring together all parties for an evaluation conversation.



18.4. Inclined to adopt changes of people focus, working together and innovation.



18.5. Review at 24 months:

· Collect evidence of achievement of scheme for individual, coach and organisation.

· Review from stakeholders

· Coach

· Coachee

· Coachee’s Manager

· Team Member

· Peers

· Leaders within the People Directorate.

· All Coach/Coachee relationships to record an evaluation of where coaching has had a significant impact. 









Figure 1 – Steps to Implement Coaching/Mentoring Scheme in Swansea Council



Figure 3 – Coaching/Mentoring Roles 







Figure 4 – Action Learning Set
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19. Options from this report include:



There are two routes to take. A Mentoring route that looks at sharing skills and experiences across the Organisation. Coaching route that looks at giving support to employees across the organisation through line management as a leadership style, or a coaching network.



1. Setup a Mentoring Programme – asking for Managers/Senior Managers in the People Directorate to come forward who have a keen interest in becoming a Mentor and sharing their skills/area of expertise 

2. Mandatory for all Line Managers to become Mentors for new employees within the first 12 months or employees learning a new skill. This can be linked to the online appraisal system and can run alongside 3/6 month probationary reviews– signpost to Learning Pool/eLearning awareness module as well as a change in policy to adhere to mandatory status. 

3. ILM Level 5 Coaching and Mentoring – opportunity to train 6 OD employees on the condition that the in-house coaching course is re-designed taking into account the Level 5 accreditation.

4. Action Learning Sets – these are setup and monitored (Corp OD? As a practical element to Mentoring) 

5. Pulling out qualified ILM Level 5 Coaching and Mentoring, qualified employees and ask them to work alongside Corporate OD to support a Mentoring Programme. Risk to this is workloads prohibit qualified employees from supporting Corporate OD. 



Costs:



Options 1,2,4 – no cost, but will have no accreditation/professional standard in place, which will pose a risk.



Options 3 – ILM Level 5 Coaching and Mentoring, run by RCT (Rhondda Cynon Taff Council) would cost a total of £500pp. Therefore 6 employees = (6 x £500= £3000). This would make sure that we run alongside a professional standard of Coaching/Mentoring in-house at Swansea Council. 



Current ILM Level 5 Coaches/Mentors



There are four employees within Social Services who have registered onto the ILM Level 5 Coaching and Mentoring qualification, there is no set/target date for completion with these employees. 

ILM Coach

- Obtain ILM Level 5 Coaching Qualification 

- 12 hours of coaching

- Coach x Coachee Log

- 2 hrs of Coaching Supervision

- 3 hrs of CPD a year

- Coaching Employees in the People Directorate







In-House Coach

- Attend In-House Coaching Workshop

- Cross Department Coaching - Impartial

- Agreed Performance/Skills Gap with Coachee

- 12 hours of coaching

- Coach x Coachee Log

- Coaching Employees who seek a Coach 









In-House Mentor 

- Attend In-House Coaching Workshop

- Culturally used as a leadership style between line manger and employee

- Mentor x Mentee Log

- Line Manger -> Employee Relationship

 





Coachee/Mentee

- Attend In-House Coaching Workshop

- Outline vision and agree with Coach/Mentor

-Establish performance/skill gap

- Coach x Coachee/ Mentor x Mentee Log

- Coaching - impartial

- Mentoring - Line Management (Culture)









Corporate Organisational Development

 - Launch Programme

-Coaching Adminstrator 

- Monitor Mentor/Coaching Logs

- Evalutate Scheme through KPI's and Employee Feedback























1. Employee’s identified to attend ILM Level 5 Coaching.





3. Re-Design of In-House Coaching Course – Action Coaching.





4. Formation of Swansea Council Coaching Network.





5. Coaching/Mentoring Packs – Purpose of Scheme, roles, timelines and requirements.





6. Coaching Log – Oracle and Office 365 to be used to record, monitor and evaluate.





7. Coaching Administrator to issue out pack and monitor Coaching Logs.





2. Internal Coaching Campaign 
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EV17 - Mentoring Review - 1 Month.xlsx
Sheet1

		Are you a Mentor or Mentee (please select from below)		How would you rate your Mentoring Experience so far? (1 star - bad, 3 stars - satisfactory, 5 stars - excellent)		Please provide comments, based on your score in the previous question		What was the date you started your Mentoring?		What has worked about the Mentoring Programme so far?		What needs to be improved about the Mentoring Programme?		What were your reasons for taking part in the Mentoring Programme?		Please provide any details that would be useful for Human Resources and Organisational Development for the future of the Mentoring Programme.

		Mentor 		4		Good relationship with mentee. Clear focus for areas of support		6/28/2019		Working through practical examples		Less paper work		Gain Experience, Skills and Knowledge;		To consider training courses and mentoring courses together. My mentee wanted a training course, but was unable to find one.

		Mentee		5		The Mentor makes or breaks the success and I am lucky that I have a great mentor who thinks about the requirements and brings value to the sessions. 		6/6/2019		Cant comment on the overall programme but my personal experience is the knowledge sharing and confidence iti s giving me in an area that I identified as a weak point. 		N/a 		Personal Development ;		N/a

		Mentee		3		It is early days at the moment and have only had one session to date.  Needs time to embed as my Mentor is outside of the organisation		6/12/2019		It is still early days at the moment as only had one session.  The documentation and information was very useful to advise the process		The number of mentor needs to be increased.  There a limited options in relation to developing specific professional skills.		Personal Development ;Gain Experience, Skills and Knowledge;		Nothing further to comment at this stage.

		Mentee		5		Two meetings so far (one to set out what the expected outcomes are, one actual mentoring session), everything explained in an expert yet understandable way with hands on examples and demonstrations, and practical exercises to take away and work on in between sessions. Everything covered so far is exactly what I was hoping to get out of this process. 		11/11/2019		The whole process has worked excellently so far, looking forward to the sessions going forward. 		N/A so far		Resiliency within the team;Personal Development ;Gain Experience, Skills and Knowledge;Career Progression;		N/A

		Mentee		5		So far, my mentor has proved that she has the knowledge and experience that she is willing to teach me and she is doing it in a step-by-step approach with realistic goals and time lines for us both. I believe I will get a lot out of this experience.		12/18/2019		Marlyn has a friendly, approachable manner and clearly has the experience in the area I would like to learn more about.		nothing so far		Personal Development ;Gain Experience, Skills and Knowledge;Career Progression;		This should be more publicized as I found out by chance form someone else and as budgets are non-existent to invest in staff wanting to progress and attend relevant courses etc. 
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EV18 - Mentoring Review - 3 to 6 Months.xlsx
Sheet1

		Are you a Mentor or Mentee (please select from below)		How would you rate your Mentoring Experience so far? (1 star - bad, 3 stars - satisfactory, 5 stars - excellent)		Please provide comments, based on your score in the previous question		What has worked about the Mentoring Programme so far?		What needs to be improved about the Mentoring Programme?		Please provide any details that would be useful for Human Resources and Organisational Development for the future of the Mentoring Programme.

		Mentee		4		Really good experience, picking up tips for different styles and types of report writing I wouldn't otherwise have. 		it is giving me more confidence in my work when presenting papers		maybe more visibility for others to apply. 		As mentioned in no.5
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Activity 3

Discuss your development needs with your line manager as a result of the above activities, using the CIPD Profession Map as a basis for your discussion. Consider whether or not your skills in this area require improvement (for example delivering training on the topic/coaching line managers).



Following the discussion with the Innovation Officer, it was clear that whilst I had a brief understanding of the coaching and mentoring approach within Swansea Council, I lack in-depth knowledge of firstly the benefits of coaching and mentoring and also how they are being developed within the organisation.  Whilst completing the assignment, I feel I now have a clearer understanding of coaching and mentoring and also how when used effectively can bring a number of opportunities for individuals, stakeholders and the organisation.



In line with the CIPD Profession Map (CIPD, 2013), my aspiration is to work within band 3 for all aspects of my role however, as a HR & OD Business Partner, I have limited opportunity to engage with the strategic element of coaching and mentoring due to my involvement with operational matters.



The move from band 2 to band 3 will enable me to utilise my time effectively by engaging, involving, coaching and supporting others.  This has formed part of my role during the pandemic as I have been required to upskill the HR Advisors in dealing with queries in relation to Education and Schools.



Having now completed the module, I feel I have enhanced my understanding of Coaching and Mentoring and have the confidence to engage Senior Management in discussions regarding the benefits and encourage engagement from employees.  In addition, I have the knowledge to provide advice in relation to training needs analysis and identify where Coaching and Mentoring could be used as a tool to fill skills gaps and provide development opportunities for both Mentors and Mentees.



Going forward, I feel I will be working between band 2 and 3 however, however attending Action Learning sets as the subject matter expert and being part of ongoing discussions will enable me to meet my aspiration of working towards band 3.
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Costs for Mentorin

Mentoring Costs are as follows:
Programme Design and Content all designed in house.
Cost would have been taken from HR&OD/IT to develop

Mentor (Based on a Grade 10 @ £21.18 an hour)

£508.32 lost from day job, gained by Mentoring a year
(based on 12 months of Mentoring)

Mentee (Based on a Grade 6 @ £11.98 an hour

£287.52 lost from day job, gained by Mentoring a year
(based on 12 months of Mentoring)

If 10 relationships are setup based on the above, this would

cost the organisation £7k to facilitate. k(':‘. Cyngor Abertawe
Swansea Council

Grade 10 & Grade 6 picked on likely roles to be paired within W
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