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Overview of the organisation

NPTC is a local authority in South Wales with just over 6500 employees.  Employees work in many ways including hybrid-working, working from a fixed workplace and community based. Furthermore, there is inconsistent access to computers and employee systems/portals as many employees are not desk-based or office-based.  School employees make up a significant percentage of the workforce, and they work from different systems and access systems in a separate way. 

NPTC’s approach to L&D is outlined in its Future of Work Strategy 2022–2027 (NPTC, 2022), which aims to ensure the Council has the right number of people, with the appropriate skills and attitudes, in the right roles and locations, at the right time, to deliver high-quality services to the community.  However, the L&D budget has been heavily affected by austerity measures, with Roberts (2026) reporting it is currently the lowest it has ever been whilst the cost of providing training is increasing, result in the little money that is available, has little return on investment.    

It has a L&D team consisting of fourteen qualified L&D professionals.  In 2024 NPTC invested in a training management system called Thinqi, which was configured and tailored by the L&D team before going live to the workplace on 1st January 2025.  NPTC has a blended approach to learning and training resources with a mixture of classroom, workplace, online and e-learning provided.  However, each resource is usually only delivered through one or two of these options e.g. online or classroom.  E-learning is available to be completed at anytime through the learners Thinqi account, without the need to pre-book, and is the sole resource offered for mandatory learning.   Since introducing Thinqi, the percentage of mandatory learning completed has increased (Roberts, 2026).

NPTC also offers workplace learning in the form of shadowing, mentoring and peer-to-peer learning, which happens organically day-to-day.  

Thinqi (2025) has allowed the L&D and wider management team access to live metrics and data collection methods around the learning and training being offered and carried out across the authority.  Managers have received training, which allows them to access their employees training records, accept booking requests from employees and manage bookings on their employee’s behalf.  Employees can also access their training records, access the full list of learning resources available, put a request in to reserve a place on any online or classroom-based learning resources and complete e-learning at any time.
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1. Introduction

1.1. Aim

To identify the external and internal factors affecting NPTC’s L&D strategy including a critical analysis on its current approach taking into consideration the viewpoint of Cassidy (2025) that the main reason for organisations not reaching their goals is a result of failure to align their L&D strategy with their long-term vision.  Including recommendations to the senior leadership to improve the alignment between the L&D function and the organisational strategy.

1.2. What is organisational strategy (OS)? 

Chandler (1962) defines OS as ‘the determination of long-term goals and objectives, and the adoption of courses of action and the allocation of resources necessary for conducting these goals.  Although there are many definitions, they all concur that a strategy is related to achievement of goals.  Taylor and Woodhams (2022) state that an OS is critical in allowing organisations to adapt to the external and internal challenges and opportunities.  Lynch (2006) highlights that strategy can be planned or be emergent.

1.3. What is a learning and development strategy?

Hayden (2024) states that a L&D strategy considers the workforce capabilities, competencies and skills required to meet its organisational goals.  It is essential the L&D strategy is aligned with the overall OS to ensure the organisation is successful.  To implement a L&D strategy, organisations need a supportive learning environment and culture (CIPD, 2020).  This is supported by Lancaster of the CIPD who states that L&D is directly corelated to performance and productivity (Cassidy, 2021).    

1.4. External and internal factors affecting L&D in NPTC

The World Economic Forum (WEF) (2025) report that 63% of employers report skills gaps as the biggest barrier to transformation of an organisation and the WEF forecast it to continue to be a huge challenge to organisations (WEF, 2025; Connaughton, 2025).  This is echoed by the CIPD (2023) who found 42% of leaders report skills and/or labour shortages as their biggest challenge with Overton (2023) finding L&D professionals rate addressing skills gaps as their top priority.  This is a greater concern for those in the public sector with Overton (2023) stating 33% of L&D professionals from the public sector identify a key priority area as addressing skills gaps compared to 17% of the private sector.  

The CIPD (2023) noted that leaders identify retention as more important to organisational productivity than recruitment, which promotes the importance of upskilling and developing internal talent through L&D.   With only 19% of employers in the public sector expecting staff levels to rise, it appears the pressure to solve the skills gaps will fall to internal talent management and L&D functions (Cockett, 2025).  The World Economic Forum (2025) report the top three fast growing skills by 2030 will be all technology focused including AI and data, networks and cyber security and technological literacy.  

NPTC has historically lacked investment or focus on succession planning or workforce planning and culturally managers can be narrow minded in only looking at recruitment to fill skills gaps.  Recruitment levels in NPTC for skilled workers remains high with recruitment to skilled roles increasingly challenging (Fulmer, 2026).  Skilled roles at a grade 8 or above are taking on average 3-9 months to recruit for compared to 1-2 months for lower grades (NPTC, 2026).  The impact of such delays on recruitment to the organisation, such as productivity, morale and cost are huge.  Machuel (Brown, 2024) warns organisations should avoid buying their way out of disruption by recruiting to fill skills gaps and should look to reskill or upskill current employees, with Powell (2022) highlighting recruitment is more costly to an organisation than upskilling.

NPTC, like other local authorities (LA’s), are under extreme financial pressure with costs and demand for services increasing beyond the funding provided by local government leaving LA’s facing large deficits (Deans, 2025; Welsh Government, 2025).  It is a necessity for NPTC to be Legislative and Regulatory compliant, meaning a large proportion of NPTC’s L&D budget is consumed by mandatory training meaning the L&D department is working reactively rather than proactively with its primarily focus on meeting the day-to-day operational pressures rather than looking to long-term service requirements, meaning L&D is not considered as a priority.


2. Main findings

NPTC does not currently have a standalone L&D Strategy but mentions the L&D function in its Future of Work Plan 2022-2027 (NPTC, 2022).  The Future of Work Plan outlines the need for a L&D strategy and aims to achieve this by 2027; however, this has not been developed.
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Fig. 1. NPTC (2022)

Hayden (2023) states a L&D strategy ensures organisations can be successful and sustainable, by setting out the organisational needs in relation to workforce capabilities, competencies and skills.  A L&D strategy should align with the OS whilst considering the people strategy.  Furthermore, to maintain employee engagement and organisational value, it should be achievable and measurable considering resources available whilst regularly reviewed to ensure relevance with external and internal changes (Hayden, 2023).   

To develop a L&D strategy NPTC should undertake an analysis to inform learning needs.  Lancaster (2024) highlights the need for organisations to use evidence-based research to identify future skills gaps and needs.  Hayden (2025c) states it’s crucial an organisation identifies it is present and future capability requirements, followed by an assessment of existing skills, attitudes, and knowledge. Such analysis informs decisions on learning and development priorities across individual, team, and organisational levels.  By implementing a learning needs analysis (LNA) an organisation can, alongside multiple stakeholders, identify the skills, capabilities and talent available to them in the workplace and to create a plan ensuring the organisation has the necessary capability to maintain and enhance business performance now and, in the future, (Haydn, 2025c).  
 
This can be achieved through a skills gap analysis alongside succession planning to future proof the organisation.  Succession planning goes hand in hand with L&D (Training Industry, 2025).  NPTC’s The Future of Work Strategy identifies the need to focus on succession planning with managers having completed succession planning training and supported by NPTC’s talent management team to draw up succession plans for each service area.  To date, only 7% have been completed (Fulner, 2026) much slower than planned, which unfortunately means the information once captured, due to the ever-changing workforce, does not consistently reflect the current situation.  This is a frequent problem, as succession planning is resource and time intensive but to be successful the data and information need to be accurate (Dennison, 2024; CIPD, 2025).  Without accurate up to date succession plans the LNA, and the long-term L&D strategy, will be severely hindered.
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Fig. 2. NPTC (2022)

With line managers (LM) in NPTC being given autonomy over completion of succession plans, a LNA must be seen an activity involving the wider organisation, with stakeholders such as the senior leadership team (SLT), LM and employees working closing with the L&D team to identify the demands and goals (Hayden, 2025c).  Johnson (2017) states for a LNA to be successful L&D must work closely with the top of the organisation to identify the driving needs and strategy and filter it down to middle and LM with failure usually a result of lack of training or action.   

Campbell (n.d.) argues, rather than the traditional top-down approach, organisations should adopt a bottom-up approach by empowering employees to identify what learning needs they have based on their insight of their roles whilst encouraging collaboration, engagement and trust.
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Fig. 3. Top-down Vs. bottom-up approach to LNA Campbell (n.d.)
Non-attendance of learning and training resources is an issue in NPTC with figures showing between January and December 2025 there were 7832 training places booked with 1279 places marked as no attendance, which equates to a 16% non-attendance rate (Roberts, 2026).  When asked, employees who failed to attend gave the reason they were too busy with their day-to-day work or were scheduled to attend but managers had changed the schedule making attendance no longer possible.  Gendron (2024) states two main factors for non-attendance were employees claiming they were too busy (genuinely or not wanting to appear that they have spare time to their LM).  Gendron (2024) gives a lack of manager support as being a factor, whether managers are not giving permission to attend, not encouraging attendance or creating a culture where attending training is considered not important.  

Through Thinqui, managers at NPTC can access their employees L&D records to see what resources they have attended, what they are due to attend and what they have booked but failed to attend.  Managers in NPTC can see when employees are scheduled to attend training and so should be encouraging attendance by managing workload and schedules to accommodate.  This is not only causing a short-term issue with wasted resources but having a long-term negative impact on the learning culture (Green and Young, 2020).  The L&D team report although training is provided, employees appear to have not adopted the interactivity of the system, with little use of the re-booking and cancelling functions (Roberts, 2026).  

NPTC also provide mandatory training to ensure compliance with regulations and legislation (Appendix 1).  The Future of Work Strategy outlines the focus on social training for all employees in line with the Community Safety Partnership (Home Office, 2023) to ensure employees are equipped to act appropriately in line with their roles whilst serving the community.  
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Fig. 4. NPTC (2021)

General Data Protection Regulation (GDPR) training became compulsory when The Data Protection Act 2018 came into force in April 2018 (GOV.UK, 2018), but NPTC has a current completion rate across the organisation of 70% (Roberts, 2026).  Action Counter Terrorism (ACT) awareness training is also compulsory under The Counter-Terrorism and Security Act 2015 updated by Counter-Terrorism and Border Security Act 2019, The Health and Safety at Work Act 1974 and The Management of Health and Safety at Work Regulations 1992 (updated in 1999) alongside the Terrorism (Protection of Premises) draft bill November 2024 (Home Office, 2024), however, completion rates at NPTC stand at 58% (Roberts, 2026).

Focus is also placed on the use of Welsh language in the workplace in line with the statutory requirement for local authorities to publish a 5-year strategy to promote the Welsh language under the Welsh Language Standards (No. 1) Regulations 2015 (Welsh Language Standards 145 and 146) (legislation.gov.uk, 2026).  NPTC published its Welsh Language Promotion Strategy 2023-2028 (NPTC, 2023) and a follow up Annual report 2024-2025 (NPTC, 2024) where it introduced its mandatory Welsh Language in NPT eLearning course.  However, by 31st March 2025 2,859 employees had completed the course which equates to approximately 44% of the workforce.  
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Fig. 5. NPTC (2021)

Considering such training (as outlined above) is mandatory, completion rates should be much higher and are essential to avoid serious repercussions such as regulatory fines, enforcement action, legal costs and compensation claims alongside reputational damage and distrust from the public and the workforce.  

Access to training can be problematic in NPTC with employees having different work styles, environments and offices.  For example, NPTC’s Leisure and Recreation team is composed of desk-less workers such as park rangers, where there is a 0% completion rate of mandatory training compared to Strategic and Corporate Services who are desk-based having an 89% completion rate (Roberts, 2026).  This highlights the issue that a proportion of employees do not have access to a work computer.  Hiddleston (2021) states not only has the introduction of hybrid working shown digital skill gaps in the workplace but has highlighted the need for agile personalised learning approaches.  A one-size-fits-all approach is no longer sufficient to cover the complexity of issues, so organisations need to look to increase engagement and efficiency of learning by adopting a variety of formats such as classroom based, e-learning, interactive webinars etc.  Programmatic learning put emphasis on social learning through feedback, collaboration and implementation in real life situations (Hiddleston, 2021).  

NPTC’s L&D function provided formal training through classroom in person based, Microsoft teams virtual classrooms and e-learning formats, however, different formats are not available for the same learning resource.   It also promotes social peer to peer learning such as the Ment2B mentor scheme which provide benefits such as being cost effective, increased productivity, engagement, knowledge sharing and collaboration (Bandura, 1977; Hayden, 2025a).  

NPTC’s L&D function need to consider employees individual learning styles when providing training to ensure incorporation of all styles of learning by offering each learning resource in multiple formats (Mumford and Honey, 1992; McLoed, 2005).  Theorists have proposed many different learning style models such as the Theory of Psychological Type in 1921 by Jung (Ross, 2023) applied by Myers and Briggs in 1962 to develop the Myers-Briggs Type Indicator (The Myers-Briggs Company, 2024), Felder and Silverman’s 1988 learning  style category/index (Felder and Silverman, 1988) with the most inclusive and simplest considered to be Kolb’s 1984 Learning Style Inventory as outlined by figure 6 and figure 7. 
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Fig. 6. Kolb’s Learning styles (Lee, Smith and Chen, 2020)
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 Fig. 7. Characteristics of Kolb’s Learning styles (Lee, Smith and Chen, 2020)

NPTC does not currently provide guidance or a training structure for career progression or career pathways, which is a weakness in any L&D strategy when looking to upskill employees to meet future and current skills gaps.  Lipman (2015) describes career pathways as a ‘sound investment when it comes to human capital’ alongside Corporate English Solutions (2024a; 2024b) who state by advancing individual capability, organisations can strengthen overall performance through higher engagement, stronger retention, and improved talent attraction. A strong focus on learning and development equips organisations to navigate change effectively ensuring employee potential is recognised and maximised.

NTPC provides training via e-learning, in person learning/training and peer to peer learning.  However, employees wishing to undertake training/learning need permission from their line manager, which means accessibility is directly relative to a LM understanding of the benefits.  McLoed (Hazelhurst, 2023) states to a promote culture of learning, employees should not need to seek permission to join a learning course and should be able to undertake learning unconnected to their job role.  He states research shows employees value connecting with others through learning with focus on employees ‘thriving in the workplace’ as opposed to performing in their role.  Allowing employees to be curious and innovative in their learning promotes a feeling of value, motivation and productivity (Hazlehurst, 2023).  Van Dam (Hazelhurst, 2023) states a learning culture in an organisation seeks to encourage employees daily to do or experience something new, pushing them out of their comfort zone into a zone of learning.  McLoed (Hazelhurst, 2023) states a learning culture promotes professional attributes such as curiosity and creativity working more broadly than just filling a skills gap.  An inclusive, unrestricted learning environment encourages a sense of belonging in an organisation increase retention levels, talent attraction and overall organisational success. 

NPTC’s exit interview data reports only 66% of leavers felt their managers promoted ways for them to develop in their role and in the organisation, which does not support a positive culture for learning (NPTC, 2026).  This is further supported by NPTC’s Employee survey 2024-2025 (NPTC, 2025), which reported only 68% felt they have been provide with opportunities to learn and grow at work in the last year.  Green and Young (2020) state manager buy in is essential to supporting a learning culture, however, 76% of L&D professionals felt learning was not considered a management priority with 64% saying managers see learning as a cost rather than an investment.  

The involvement of managers goes further than initiating employees attending training but how they respond after the training is also important with Borzykowski (2017) stating there is a problem where managers do not know what their employees have learnt from training and do not undertake a follow up.  Kolb outlines the importance of being given the opportunity to practice what has been learnt through active experimentation (McLoed, 2025).
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Fig. 6. Kolbs Experimental Learning Cycle (Mcleod, 2025)

In comparison, Kirkpatrick’s Model highlights four stages of learning (Hayden, 2025b):
Reactions – what were the participants views and opinions on the learning resource?
Learning – was there sufficient learning transfer?
Behaviour – has the learning changed their behaviour?
Results – did the learning achieve the result for which it was designed?

[image: Kirkpatrick Model of Learning Evaluation vector]
Fig. 7. The Kirkpatrick Model (Kruse, 2023)

The Thinqi training management system used by NPTC has a serious of questions regarding the content at the end of each training resource to test the understanding of the participant and a questionnaire is sent out via email asking for the participant’s feedback.  This data is monitored by the L&D team to determine whether the training is ‘successful’ or needs improvements (Roberts, 2026).  According to the Fitzpatrick model NPTC are only measuring ‘reaction’ and ‘learning’ and does not evaluating the ‘behaviour’ and ‘results’.  Kruse (2023) argues by only measuring the participants views is a mistake, as the learners themselves are not professional in L&D and ‘results’ and ‘reactions’ may not correlate.  Kruse (2023) further states learners prefer training that is least likely to change their behaviour as change is uncomfortable and challenging, so by a learner rating a learning resource negatively does not mean it is not effective.  Kruse (2023) highlights knowledge does not equate to behaviour change.  Fogg (2010) developed the model of behaviour change, explaining ability alone will not create behaviour change and motivation to change and prompts to apply the changes are essential (Kruse, 2022).  Kruse (2023) puts emphasis on ‘results and ‘behaviour’ being the most important measures encouraging organisations prioritising these as a measure of success.   



3. Conclusion

This report has highlighted that NPTC faces significant challenges in developing a sustainable, future‑focused and strategically aligned L&D function. The analysis shows that although NPTC recognises the importance of learning within its Future of Work Plan, the lack of an L&D strategy has resulted in a reactive approach driven by mandatory compliance requirements rather than a longer‑term workforce skills plan. Alongside the pressures of national skills shortages, demographic changes, and growing technological developments, NPTC need to adopt a more strategic and evidence‑based approach to L&D to ensure organisational success and resilience.

NPTC’s culture and structure also limit the effectiveness of L&D resources.  The lack of sufficient succession planning, with only 7% of plans completed, limits NPTC’s ability to anticipate future skills needs. This issue is exacerbated by the widespread skills gaps and competition for talent, especially for niche skilled roles, which reinforces the need to prioritise upskilling and development of internal talent. Support from mangers is also inconsistent across the authority which has resulted in high non‑attendance rates for training, low completion rates of mandatory training, and employee feedback indicating limited opportunities for take up and attendance. This indicates that NPTC needs to address the current learning culture to enable it to address present and future capability requirements.  

Furthermore, it has been identified that there is disparate across the authority for employees to access training with desk‑less and frontline workers facing major barriers, resulting in significantly lower completion rates for mandatory training, resulting in operational, legal, and reputational risks. Additional challenges arise from limited learning formats and insufficient alignment with different learning styles, further reducing engagement and effectiveness. 
 
Overall, NPTC must reposition L&D as a strategic facilitator that supports organisational goals, workforce planning, and cultural change. By developing a formal L&D strategy, undertaking a thorough learning needs analysis, prioritising succession planning, and improving manager understanding and support, NPTC can move from a reactive to a proactive and future‑ready learning environment.  By addressing these priorities NPTC will enhance its employee’s capabilities, support talent retention, and ensure they can face present and future external and internal changes.


4. Recommendations
 
4.1. Develop and implement a L&D strategy 

NPTC does not currently have a L&D strategy, although it does outline some objectives in the future of work strategy 2022-2027 (NPTC, 2022), however, progress has stalled.  Without an L&D strategy NPTC will continue to function in a reactive way rather than strategic with L&D activities focusing on mandatory training and short-term demands rather than focusing on future proofing the workforce, aligning with the OS and goals and ensuring investment in L&D is targeted, effective and measurable on return on investment (Brassey, Christensen and Van Dam, 2019; Hayden, 2024; Hayden, 2025b; Cassidy, 2022). 

An L&D Strategy should align with the organisational strategy, organisational culture and the needs of the community NPTC service whilst also considering any impacting external factors (Hayden, 2025b).  It is essential that the L&D strategy is agile and relevant, being re-considered and updated regularly to ensure its effectiveness (Hayden, 2025b; Overton, 2023).  

Initial costs

Time for Heads of service (HOS) (15) discuss with L&D service demands/needs – (4 hours x £30.11 = £1,129.16) x 15 = £16,937.40

Time for L&D Manager and HR Managers to develop L&D Strategy – (37.5 hours x £21.13 = £792.38) x 2 = £1,584.76

Total cost: £18,522.16

Annual costs

Time for HOS (15) discuss with L&D service demands/needs – (2 hours x £30.11 = £1,129.16) x 15 = £903.30

Time for L&D and HR Manager’s to evaluate the data and update strategy – (14 hours x £21.13 = £295.82) x 2 = £591.64

Annual Cost: £1,199.12

4.2. Conduct a learning needs analysis (LNA) 

Despite focus on succession planning outlined in the future of work strategy 2022-2027 (NPTC, 2022), to date 7% have been completed (Fulner, 2026), which has been identified as a risk to NPTC’s ability to meet its future needs undermining workforce sustainability whilst exacerbating the current problems with skills shortages and timely recruitment of skilled roles.

A LNA needs to be organisational across all services including a capability analysis, data collection and data analysis and collating the results (Hayden, 2025c).  The LND needs to be integrated with succession planning, ensure all stakeholders are involved in the process and a regular review needs to be established to ensure it remains relevant, accurate and effective (National Training, 2025).

Initial costs

Time for HOS (15) to discuss strategic capabilities, review service level data and workforce plans, consider long/short-term needs and review all data – (10 hours x £30.11 = £301.10) x 15 = £4,516.50

Time for LM (330) to identify team skills and future capability needs, succession planning and training requirements for specific roles - (6 hours x £21.13 = £126.78) x 330 = £41,837.40

Time for employees to complete an LNA/skills survey – (10 minutes x £15.31 = £2.55) x 6500 = £16,575.00

Time for L&D and HR Manager to assist and liaise with managers, design and deliver skills survey, collect and analyse data, draft report and present to SLT – (105 hours x £21.13 = £2,218.65) x 2 = £4,437.30

Total cost: £67,366.20

Annual costs

Time for HOS (15) to review LNA with L&D – (2 hours x £30.11 = £1,129.16) x 15 = £903.30

Time for L&D and HR Manager’s to evaluate the data and review LNA – (14 hours x £21.13 = £295.82) x 2 = £591.64

Annual Cost: £1,199.12

4.3. Design and deliver managers training to build a strong L&D culture

As outlined in the report, manager buy-in for L&D events needs improvement highlighted by high non-attendance at learning events, low rates of completion of mandatory training and lack of encouragement and periodisation of employee learning (Roberts, 2026).  This is having a negative impact on employee engagement, culture, performance and many other factors.  

Costs

Time for Talent Management Specialist to design and deliver managers training– 22 hours x £20.48 = £450.56



5. Appendices

Appendix 1 
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The development of an Organisational
Development and Training & Development
Strategy that supports the delivery of the
corporate plan.

A competent and motivated workforce that
can deliver on the commitments set out in the
council's corporate plan

A comprehensive programme of training and
development for all employees, supporting the
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the programme will be measured via the corporate
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Learning Styles

Learning Strengths

Preferred Learning
Approaches

Accommodating (CE/AE)

- Both a doer and intuitive

- From specific experience

- Sensitive to people and
feelings.

- Possess ability to get things
done

- Risk taking

- Extraversion—acting to
influence people and events
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games, role playing,
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feedback

Personalized counselling and
discussion

Projects and individualized,
self-paced, learning
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Teacher as coach/helper/
role model

Diverging (CE/ RO)

I Both perceptive and
achieving

- Careful observer of people
and sentiments before
making judgments

- Ability to view things from
different perspectives

- Introversion—looking inward
for meaning
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different perspectives
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Teacher as guide/task
master/ helper
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Corporate Mandatory

Course Title rarget Staff Group [Members CourseType | Linkto Training [Course Renewal
l&nform:
GDPR [Allstaff regardless of designation or workplace [All members eLearning Thingi | Click Here 2 years
|All 12 components must be completed.
Information Security pecific roles that handle personal, sensitive, or confidential Facetoface | Arequest to complete the training will |2 years
Awareness information. sessions be sent directly by the Information
Governance Team
Violence Against Women, |All staff regardless of esignation or workplace elLearning Thingi | Click here 3years
Domestic Abuse & Sexual IBoth course surveys must be completed
Violence (VAWDASV)
Manual Handling [AlTstaff - Module A & B~ inanimate object elLearning Thingi | Click here 3years

[care/some Education staff - Module C-G animate (people)

Module A &B

Face toface

Face to Face arranged on request

[To pass Module A you must complete the
Jtest at the end of the etearning.

Module C-6
Health & Safety at Work Al staff ~a minimam of evel 1 (or squnvalent) (low rsk rles €. Gnline Training | Clck Here Recommended 3 years
ladministation roles) or Level 2 (or equivalent e.g. I0SH Working ~ Highfield
afely; CPC Health & Safety Module etc) (mediumrisk e.2.
manual roles) Thingi
I adtion, your role may also require other specific H&Straining |
|All management/supervisory taff— Level 3 (or equivalent)
IHead of Service and above - Diecting Safely
Prevent Duty A staff regardiess of esignation or workplace elearning No Renewal
Thingi Certifcates must be emailed upon
completion to raining.admin@npt.gov.uk
Welsh Language A staff regardiess of esignation or workplace elearning Clckhere No Renewal
Awareness Thingi
Safeguarding roup A~ all taf regardiess or designation or workplace elearning Clckhere Byears
Thingi
roup B-E specific roles involved with safeguarding individuals. * i |Group A - To pass you must achieve 100%in
ee the Nationsl Safeguarding Training, Learing & Development the test at the end of the eLearning.
tandarcs.
‘Action Counter A staff regardiess of esignation or workplace elearning No Renewal
Terrorism (ACT) Thingi
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Appendix 2

Mandatory Training

There are 9 mandated courses for employees to undertake on commencement of their work with the Council and periodically in line with renewal timeframes. Any current staff yet to

complete must do so at the earliest opportunity. The current details for mandatory tr

g and refresher training is as follows:

Title Renewal | TargetStaff | Justification
timeframe | Group
Safeguarding Syears | Allstaff, no Group A (basic awareness launched in Nov 2021) is mandatory for ol taff working in: social care (Wales Safeguarding Procedures and
exceptions. Part 7 of Social Services and Wellbeing (Wales) Act 2014)
Safeguarding is mendated forall councilsaff from the Corporate Safeguarding Group (Recommendation from WAO Audit). Any training
carried out at an advanced level (Group B-£) negates the requirement to refresh training completed at lower levels.
General Data Protection Jyears | Allstaff, no GDPR and Information Security Avareness training is mandated by Information Governance.

! Under the UK GDPR, there's an obligation for organisations to make sure they have appropriate technical and organisational’ measures.
Regulation and Cyber Awareness exceptions. in place to protect personal data. The Commissioner would expect an organisation to train employees handling personal date, and in
(GDPR) particular data which is special category in nature or by inference before an individual is given access to such data. All of the above in
Information Security Awareness Specific roles | addition o the fact that UKGDPR fines for non-compliance can reach up to £17.5rmillon or 4% of worldwide annual turnover, means that

that handle the justification for 2 good training programme that covers al employees who process personal data i stron.
personal,
censitive or s part of the commitment to protecting the information Neath Port Talbot Councl requires in order to function, & mandatory training
programme has been put n place. This trining programme has two separate clements:
confidential « An elearning package covering both cyber awareness and the UK General Data Protection Regulation (UK GDPR). Completion of
information. this elearning is mendatory for al staff
« The second training element applies to those who handle personal or sensitive information, thistraining s managed by the
Information Governance team.
o ensure that those who deal with personal or sensitive information have sufficient levels of information security awareness, a two year
cycle s in place. This process will support those handling this information while also ensuring that the Authority is comliant with the
requirements of UK GDPR
Violence Against Women, Syears | Allstaff, no Relevant authorities are required to provide training which mests the learning outcomes for group 1 of the National Traiming Framevark
Domestic Abuse and Sexval exceptions. (s set out in the main NTF guidance) to alstaff: Relevant authorities are required to provide refresher training which meets the learning
outcomes for group 1 of the National Training Frameviork every three years
Violence (VAWDASV)
Prevent Training None Allstaff, no Prevent: £ stop peopIe becoming terrorists o Upporing terrarsm. The Prevent eLearming training package provides 2 oundation on which to
exceptions. develop further knowledge around the risk of radicalisation and the roles nvolved in supporting those at isk.

Prevent training is mandated by the Home Office. Al secified authorities subject to the Duty wil need to ensure they provide appropriate
training for staff involved in the implementation of the Duty.

‘The Counter-Terrorism and Security Act 2015 updated by Counter-Terrorism and Border Security Act 2019, outlines the duties to prevent
Persons vulnerable to being drawn into terrorism. Prevent activity n local areas relies on the co-operation of many organisations to be
effective. Chapter 1 of Part 5 of the 2015 Act underpins this co-operation with a duty on specified authoriies (isted in Schedule 6 to the 2015,
Act), including local authorities, the police, prisons and probation providers, and education and health providers, to have due regard when
performing their functions to the need to prevent people being drawn nto terrorism. The Prevent Duty is specifically contained in Section 26 of
the Counter-Terrorism and Security Act 2015

https//safercommunities wales/terrorism-extermism,
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Manual Handling

3 years
(internal
guidance on
good
practice]

‘Al staff, no
exceptions.

Module A— eLearning (included within Health & Safety Level 3 o IOSH Directing Safely)
Module B - Competency Assessment

Manual Handling training is mandatory for all staff in ine with Manual Handling Operations Regulations, 1992 (as amended), Regulation
4(3) (c). “The Employer, in determining for the purpose of this regulation whether manual handling operations at work involve a risk of
injury 2nd in determining the appropriate steps to reduce that risk, regard shall be had in particular to - (c) hs knowledge and training;”
Other legislation which outlines the legal duty to provide training includes but s not imited to the following:

o Health and Safety at Work etc. Act, 1974 — Duties of Employers to their Employees, Section 2, the “provision of information,
instruction, training and supervision of employees,”

*  Management of Health and Safety at Work (Amendment) Regulations, 2006, Regulation 13, “Every employer shall ensure that
his employees are provided with adequate health and safety training — ) on their being recruited..; and b) on their being
exposed to new or increased risks. The training shall — 2) be repeated periodically where appropriate; b) be adapted to take
account of any new or changed risks..; and c) take place during working hours.”

Level of training undertaken should be suitable and sufficient for the tasks undertaken

Health & Safety

3 years

‘Al staff, no
exceptions.

‘All staff —a minimum of Level 1 (or equivalent) (low risk roles e.g. administration roles) or Level 2 (or equivalent e.g.
10SH Working Safely; CPC Health & Safety Module etc.) {medium risk e.g. manual roles)

In addition, your role may also require other specific H&S training.

Level 3 Health & Safety at Work or I0SH Managing Safely if you have responsibilities for managing / supervising other
staff.

10SH Directing Safely is suggested for Directors and Chief Officers.

Legislation which outlines the legal duty to provide training includes but s not limited to the following

o Health and Safety at Work etc. Act, 1674 ~ Duties of Employers to their Employees, Section 2, the “provision of information,
instruction, training and supervision of employees,”

« Management of Health and Safety at Work (Amendment) Regulations, 2006, Regulation 13, “Every employer shall ensure that
his employees are provided with adequate health and safety training — a) on their being recruited..; and b) on their being
exposed to new or increased risks. The training shall —2) be repeated periodically where appropriate; b) be adapted to take
account of any new o changed risks..; and ] take place during working hours.”

In addition to the above legilation, CDG mandated Level 3 training for all accountable managers, including head teachers and deputy
head teachers in 2021 following advisory report presented as a result of HSE recommendations received from A65 accident.
Level oftraining undertaken should be suitable and sufficient for the tasks undertaken

Welsh Language Awareness

None

“All lerical,
support and
school staff.

‘We are required by law under the Welsh Language Standards, 2015, to provide some services/functions in Welsh. On 24 March 2015,
‘The Welsh Language Standards Regulations (No.1) 2015 were passed in the National Assembly for Wales Plenary Session, which imposed
standards on county councils and county borough councils in Wales, national park authorities and Welsh Ministers. The Welsh Language
Commissionerissued a Compliance Notice to Neath Port Talbot CouncilIndicating which standards were to be applied to the Council and
from which date.

COMPLIANCE NOTICE - SECTION 44 WELSH LANGUAGE (WALES) MEASURE 2011, Neath Port Talbot County Borough Council— Issue
Date: 30/03/2015

Standard 132, Operational Standard, Imposition date 30/03/2016 — “You must provide training courses 5o that your employees can
develop - (a) awareness of the Welsh language (including awareness of ts history and its role in Welsh culture); (b) an understanding of
the duty to operate in accordance with the Welsh language standards; (<) an understanding of how the Welsh language can be used in
the workplace.”
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Action Counter Terrorism (ACT)
Awareness

None

‘Al staff, no
exceptions.

Protect: to strengthen our protection against a terrorist attack. ACT Awareness Learning is a ree counter-terrorism awareness course
designed for al UK based companies and organisations. All specified authorities subject to the Duty will need to ensure they provide
appropriate training for staff involved in the implementation of the Duty.

‘The Counter-Terrorism and Security Act 2015 updated by Counter-Terrorism and Border Security Act 2019, outlines the duties to prevent
Persons vulnerable to being drawn into terrorism. Prevent activity n local areas relies on the co-operation of many organisations to be
effective. Chapter 1 of Part 5 of the 2015 Act underpins this co-operation with a duty on specified authoriies (isted in Schedule 6 to the 2015,
Act), including local authorities, the police, prisons and probation providers, and education and health providers, to have due regard when
performing their functions to the need to prevent people being drawn nto terrorism. The Prevent Duty is specifically contained in Section 26 of
the Counter-Terrorism and Security Act 2015

httos://safercommunities wales/terrorism-extermism,

Publicly accessible locations (PALS) guidance - Law and liability
The Health and Safety at Work Act 1874 and the Management of Health & Safety at Work Regulations. 1992 (updated 199) outlines the
responsibilties of an organisation.

“Ensure adequate training, information and equipment are provided to all staff, and especially to those involved directly on the safety
and security side. Put proper procedures and competent staff in place to deal with imminent and serious danger and response to
terrorist incidents.”

Further information detailed here - Law and liability | ProtectUK.

In addition to the current justification the following legislation is also imminent with duties applied to local authorities;
Terrorism (Protection of premises) draft Bill Nov 2024 [earmarked], to include fines of up to £18 million for regulated premises for non-
compliance.

Preventing Sexual Harassment in
the Workplace

None

Allstaff.

"As part of our commitment to providing a safe, respectful and Inclusive workplace, al employees and managers/sUpervisors are required
to complete the Preventing Sexual Harassment at Work online training. This training forms  key element of our preventative duty under
the Worker Protection (Amendment of Equality Act 2010) Act 2023, which places a legal responsibility on employers to take reasonable
steps to prevent sexual harassment at work. The programme has the full backing of our Senior Leadership Team, who are clear in their
expectation that everyone completes this training. 8y doing 50, we can all play our part in promoting dignity at work and upholding our
zero-tolerance approach to sexual harassment

Recommended Training

We are recommending that the following courses ai

re added to the mandatory

of courses for all employees to complete.

Title Renewal | TargetStaff | Justification
timeframe | Group
Carbon Literacy - EARTh Project | None Al staff, no. Neath Port Talbot Coundis 2030 Net Zero Carbon Action Plar. At Neath Port Talbot Coundil, we recognise that tacking dlimate change
exceptions. is necessary and urgent. The councilis determined to respond with commitment and speed. The DARE (Decarbonisation and Renevable

Energy) strategy is the counci's rounded response to the challenges we face.

‘Well-being of Future Generations (Wales) Act 2015 — this ensures public bodies take account of the issues around health, resource
consumption, and the environment for future generations. Action on climate change and decarbonisation are crucial to achieving the
objectives of the Act.
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Re-Energising Wales Project (Regen/IV/A) set out @ vsion for climate action up to 2035. A focus on achieving has been made possible by
the Swansea Bay City Deal strategic programme. This is a collaboration between the Welsh Government, 4 local authorities and the.
private sector in the City region.

Fraud Awareness None For all Staff with | Fraud Awareness training is mandated by Audi.
Network Fraudis everyone's business and every employee has a duty to protect scarce public monies from the risk of fraud.
computer
access.
‘Armed Forces Covenant and None Al SSHH and e Covenant Legal Duty i a egal obligation on certain public bodies (including local authorities, governing bodies of certain state
Education staff / | schools, various NHS bodies, and other organisations) to have due regard to the principles of the Armed Forces Covenant when carrying
Covenant Duty Customer facing | out certain functions in health and social care, education and housing. It has been in force since November 2022
staff
The Armed Forces Covenant is 2 promise that together we acknowledge and understand that those who serve or have served in the
Armed Forces, and their familis, should be treated with faimess and respect in the communities, economy, and society they serve with
their lives.
Its two principles are that, recognising the unique obligations of, and sacrifices made by, the Armed Forces
o Those who serve in the Armed Forces, whether Regular or Reserve, those who have served in the past, and their families, should
face no disadvantage compared to other ctizens in the provision of public and commercial services
« Special consideration is appropriate in some cases, especialy for those who have given most such as the injured and the
bereaved
On Our Doorstep—An None Fornew “Recover, Reset, Renew Corporate Plan 2022-2027, Wellbeing Objective 3 - Our local environment, culture and heritage can be

Introduction to Environment,
Culture and Heritage in NPT

employees to the
Council

enjoyed by future generations.
Wellbeing of Future Generations (Wales) Act 2015
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