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Communities: Focusing on the  
Council's interaction both directly and indirectly 

with residents and communities

People: Focusing on meeting  
the needs of residents of Greenwich

Place: Focusing on developing  
Greenwich as a place

Economy: Focusing on the  
development Greenwich's economy

Organisation: Focusing on  
improving how the Council works

Our Council is an adaptive 
organisation, enabling it 
to navigate the increasing 
number of challenges it  
faces while remaining 
financially sustainable 

MISSIONS

18
Our Council works in 
the most efficient and 
effective ways possible19
Our Council is a great 
place to work, with a 
diverse workforce who 
have the right skills and are 
motivated and empowered 
to deliver

20

Introduction

Our Greenwich is the Royal Borough of Greenwich’s plan 
which focuses on improving the quality of life and health 
of our residents.

Our Workforce Strategy is a blueprint for how 
investment in our workforce will help us to achieve this.

Every day, the Council delivers an enormous range of
services. Behind all of these are our most important 
asset – our people. The commitment, experience 
and expertise of our staff have helped the borough 
through some of its most unprecedented challenges 
to date, including a pandemic, international conflict 
and the ongoing cost of living crisis. We want to 
invest in and develop our people whilst future-
proofing services to meet tomorrow's challenges for 
residents and staff themselves.

Our Workforce Strategy will support us to deliver 
the missions of Our Greenwich, the outcomes of our 
Medium Term Financial Strategy (MTFS) and actions 
from our staff survey.

This strategy focuses on important themes that 
connect all our people-related plans. When everyone 
understands how their work fits into the bigger 
picture, we can make sure that our staff feel valued 
and know how they are helping us reach our overall 
goals.

Having a diverse workforce means we get to hear 
many different ideas and experiences, which helps 
us make better decisions and take smarter actions. 

Right now, our workforce isn’t as diverse as it should 
be, especially in the higher positions. We need to 
work on this to make sure everyone’s voice is heard.

As a council, we are committed to supporting 
compassionate leaders who care deeply about Royal 
Greenwich and its people, and are committed to 
making the Council the best it can be. We strive 
to ensure that our council is fair, inclusive, diverse 
and representative to value our staff’s views and 
experiences.

We want our workforce to feel confident in making 
decisions that improve the lives of our residents. By 
changing how we manage things, we aim to build 
strong leaders who can handle change and keep our 
organisation running efficiently and effectively, even 
with tighter budgets.

This plan shows how we want to create a team that’s 
skilled, motivated and adaptable. We’re excited to 
attract new team members, especially from our local 
area, who share our values and are eager to help us 
reach our goals.

Debbie Warren 
Chief Executive

Our Greenwich

Our Greenwich is a plan that focuses on the change we 
collectively want to see in our borough.

It has been developed with our residents, partners and staff so it is truly a plan that belongs to us all.  
The plan is structured around five themes that give focus whilst preventing us from becoming too siloed in 
our work.

For each theme we have set a vision and missions for where we want the borough to be by 2030. 

Each theme has a set of ‘missions’ that have been developed to complement our visions. For each 
mission, we set out what these mean in terms of outcomes for our communities, businesses, partners, 
council and borough.
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Grow from within. Although I know fresh eyes are always 
helpful and sometimes needed, I believe there are 

some really good people here who work hard and feel 
underappreciated due to a lack of growth or progression.

Staff survey 2024

[We need]…more diversity in senior roles to make it  
representative of the area we live in, and so better 
 understanding in turn the needs of the residents

Staff survey 2024

Effective implementation of the staff values, including  
widely available training for each value for induction and  

for staff who need improvement in a particular area.

Staff survey 2024

Our Vision

At the Council, we want to develop a diverse, 
skilled, motivated, flexible and adaptable 
workforce. We want our people to bring their 
whole selves to work, recognising the rich and  
unique contribution that comes from a truly  
diverse workforce. 

We recognise that our staff’s contributions and 
experiences drive the council’s innovation, 
supported by a workforce that is agile, fair, diverse 
and representative of our local community. A  
workforce that is skilled and competent to deliver 
our outcomes and provide high quality services to 
our residents, both now and in the future. 

Our appetite for change is strong. The Our 
Greenwich plan highlights the scale of our ambition, 
with our staff central to the delivery of 
innovative services to residents.

Our Workforce Strategy will support our 
organisation to adapt to changing demand at pace. 
It well help ensure that our workforce is equipped 
to respond to change whilst retaining our corporate 
vision and values at its core.

We are committed to developing a culture that 
delivers our vision, allowing people to achieve their 
full potential and be valued for their contribution.
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The Council as an  
‘employer of choice’

Celebrating Our Greenwich
Royal Greenwich is a diverse place to live, with a rich cultural and historical heritage, as well as large 
amounts of regeneration over recent years.Internationally recognised sites like the Cutty Sark, Royal 
Observatory and Greenwich Park sit alongside iconic modern landmarks such as the O2 Arena and 
Woolwich Works.

The Council is also one of only three London boroughs to hold Royal Borough status - a title that 
we are very proud of. Our borough is a mix of communities, cultures, backgrounds, ages, genders 
and experiences; home to 290,000 people speaking over 150 languages.

We must celebrate our successes and define what sets us apart from other organisations, making 
Royal Greenwich a great place to both live and work.

Celebrating Our Values
A key motivator for our staff is the impact our work has on the lives of residents. As a local 
authority, we are in the privileged position to positively shape our community; from housing and 
schools to bin collections, health services and high streets. This responsibility is more than just a job. 
It is a commitment to service, upheld by our staff’s dedication to our values, which place residents at 
the heart of everything we do.

We are proud that nearly half of our staff live in the borough, giving their work an even deeper 
significance as they contribute to the community they call home. This connection fosters a workplace 
culture that is positive and inclusive, where equality and diversity are celebrated as strengths that 
enrich our workforce and the services we provide. 

Together, we strive to create a work environment that empowers our staff to make a real difference, 
every day.



But we can and must continue to do more!
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Our Achievements
Since our last Workforce Strategy, we have introduced a 
number of achievements. 

Responded to the unprecedented challenges of COVID-19 and adapted to 
new ways of working.

Developed our Future of Work principles, providing the roadmap for how 
we will work in the future.

Developed and implemented our Digital Strategy.

Agreed and implemented our Equalities Objectives and Equality, Diversity 
and Inclusion (EDI) Action plan and EDI Steering Group.

Signed the Race at Work Charter.

Launched the EDI and Race Equality Dashboards and voluntary ethnicity 
pay gap reporting.

Achieved Disability Confident Employer Status and was awarded  
‘Excellence’ in Mayor’s Good Work Standard.

Established Wellbeing and EDI Champions.

Developed and delivered a Senior Leadership Programme.

Successfully recruited hundreds of Greenwich Direct Apprentices (GDA) 
and National Graduate Development Programme (NGDP) participants.

Undertook a variety of staff engagement surveys, including an all-staff survey, 
Wellbeing survey and Future of Work survey.

Developed corporate Staff Values.

Reviewed our performance management process, and launched  
Performance and Development Conversations (PDCs).

Delivered the first three Reciprocal Mentoring programme cohorts.

Created an Employee Health and Wellbeing strategy.
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Contextual challenges
It is important to understand our workforce and its 
challenges, including key drivers affecting our organisation 
at both local and national levels. For the Council,  
these include: 

Looking Forward
We recognise the significance of the challenges ahead and the role of a robust Workforce Strategy to 
support the council in delivering our goals.

The employment landscape has shifted drastically in recent years, creating a national recruitment and 
retention crisis.

As a result we are no longer just struggling to recruit and retain staff in the traditional hard to recruit 
areas. Rather, these challenges are impacting upon most areas of our business, requiring us to take a 
new approach.

Integrated partnership working, such as combining our local health services, has provided opportunities 
for innovation and working more efficiently by taking a holistic system approach. However, these new 
ways of working also require a renewed approach to how we recruit, retain, develop and reward our 
people.
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Our workforce

To develop a workforce that can meet the current and 
future needs of residents, we first need to understand our 
existing employee profile.

Our council is one of the largest employers in the borough and delivers a wide range of services; from social 
care, refuse collection and street cleansing, to housing, planning, education and a range of other 
services. Our workforce mirrors the complexity and diversity of the services we provide. We directly employ 
3,672 people on a range of employment contracts including full-time, part-time, job share, term-time and 
fixed term. 

We are the
half of the  

Council’s existing  
workforce are  
also residents

sixth
  

largest directly 
employed council 

workforce in  
London

Age, Turnover and Length of Service

47 years 
Average age of  
our workforce

 7% 
Lowest voluntary 

turnover rates
in London

22%
Staff with over  

20 years of  
service

We are an ageing workforce, with 
an average age of 47 years.

•	 45% of our workforce are 
aged between 50 to 64 years 
and 5% aged 65+ years.

•	 This creates significant risk in 
terms of the potential loss of 
skill and experience in the  
next 10 to 15 years.

•	 People aged 16 to 24 years 
remains the most under-
represented in terms of age 
demographic at 3% of the 
workforce.

The council has one of the 
lowest voluntary turnover 
rates in London at 7%, compared 
to London Council’s average of 
9%, with the highest voluntary 
turnover rate (12%) amongst 
those aged 25 to 39 and under 25 
year-olds.

The council has above-average 
length of service with 22% of 
staff having over 20 years of 
service, compared to a London 
average of 13 years. 

While knowledge retention 
in key professional areas is 
important, our organisation 
needs to ensure more robust and 
effective succession planning to 
support employees at all stages of 
their career and to future-proof 
services. 



*�Based on the economically active population in the Office for National Statistics (ONS) 2021 workforce census.

16 17

There is still more to do. As our borough 
continues to become more diverse, we need to keep 
hiring and retaining staff that truly represent our local 
community.

While 32% of our top earners are from different 
ethnic backgrounds, there is still an imbalance at 
the top. Only 14% of chief officers are from Black 
and Global majority backgrounds, and we need to 
work on improving that.

We have signed the Race at Work Charter 
because we are committed to ensuring that staff 
from Black and Global majority backgrounds are 
represented at all levels in an organisation. 

We are also currently developing our Anti-
Racism Strategy to support us in becoming anti-
racist organisation.

MEAN:
Staff from an Black and Global 
majority background earn 4% less

Ethnicity

Asian 8%

Black 23%

Mixed 5%

White 63%

MEdian:
Staff from an Black and Global 
majority backgrounds earn the same

We are a diverse borough 
and Council. 36% of our 
employees are from Black and 
Global majority, compared to 
44% of our community*.

Gender

56% 
of our 

workforce
 are women

56% of the Council’s workforce are women. This 
is over the 49% female representation in the 
borough’s population, however below the London 
Councils median of 61%. 

Women make up 60% of the top 5% of earners 
(PO7 or above), but are less well represented at 
Chief Officer level comprising of 41% despite their 
overrepresentation in the workplace overall.

Menstruation, maternity and menopause are increasingly recognised as a significant issues that impact 
on women’s careers and the workplace, in addition to miscarriage and the disproportionate share of caring 
responsibilities.

We must ensure that we pro-actively support people with menopausal symptoms; including trans and  
non-binary people.

MEAN: Women earn 4% more MEdian: Women earn 5% more

£22.07 £21.22 £20.29 £19.30

UK
The national pay gap was 14.9% in 2022. Nationally, men earn more than women.
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Disability

5% 
of our staff 
declare that 
they have a 
disability

5% of  our staff declare that they have a disability or  
long-term health condition, which is slightly lower than  
the London Councils average of  7%. 

We are recognised as a Disability Confident employer. 

Our Future of Work principles provide opportunities  
to offer greater flexible working options and  
adjustments to disabled people and other under-
represented groups

Disability inclusion aims to create an inclusive workplace where all people, including those with visible or 
invisible disabilities, feel welcome, comfortable and valued. In addition to being the right and legal thing to 
do, creating an inclusive workplace means accessing a great source of talent. 

Employee Voice
Listening to our staff and receiving honest feedback is essential for us to be adaptable as an organisation. 

To understand how the Council can better support staff in delivering quality services to our residents, we 
conducted a staff survey ‘Your Say, Our Greenwich’ in spring 2024. 

Workforce insights captured in the survey have helped us to identify areas for improvement and innovation. 
These have been embedded into the Workforce Strategy Objectives. Future staff surveys (which will take 
place over the course of this strategy) will have accompanying action plans, detailing our responses to staff 
feedback.

The following themes are underpinned by principles of equality and equity.

Speaking up and 
being heard 

�Less than half of staff feel 
involved in the decisions that 
affect their work. 
Some staff do not feel safe to 
speak up and challenge the way 
things are done at the Council.
Workforce Strategy actions:
•	 Strengthening channels for 

employees to feed back to 
the organisation.

•	 Developing a culture of 
trust and safety including 
safe spaces.

•	 Improving communication 
methods.

Working together�

Within teams, staff felt that 
there were high levels of 
collaboration: 84% of staff 
felt that the people in their 
team worked together to find 
ways to improve the service 
provided. 
However, cohesion and 
collaboration across teams 
and services was identified as 
another area for development. 
37% of staff do not feel that the 
Council works effectively as  
one team. 
Workforce Strategy actions:
•	 Working across teams and 

departments.
•	 Increasing leadership 

visibility.
•	 Greater opportunities for 

networking and project 
working.

Focus on learning and 
career development

Only 14% of staff felt that they 
did not have access to the 
right learning and development 
opportunities when they 
needed to. 
However, almost a quarter 
of staff do not feel there 
are career development 
opportunities for them at the 
Council.
Workforce Strategy actions:
•	 Increased investment in 

training and development to 
all staff.

•	 Development of career 
pathways.

•	 Improving PDCs linked to 
Our Greenwich. 
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A clear, joined-up, ambitious and exciting vision  
that we can all buy into and support through  

our roles… that is well communicated to staff  
and backed up by senior leaders being visible,  

more available and with transparent  
communication and updates on progress.

Staff survey 2024

Greater focus on wellbeing and mental health

Staff survey 2024

Action pLANNING
Our Workforce Strategy outlines how we will invest in our 
workforce over the next four years to deliver the missions 
of Our Greenwich corporate plan. 

Our five objectives help us work towards our vision for the Council to become more strategic, efficient 
and better at adapting to change.  The document aligns our workforce objectives with our staff values to 
create five outcomes for each. 

For each objective we have a set of success measures which we will use to monitor our progress and be 
transparent about where we are.

Taking this approach  
helps us be:

Purpose-led not task-led  
We focus on the change we want to see in 
our workforce and we act with this always 
in mind 

Accountable to our communities  
We have a set of missions that if delivered 
will make meaningful change in our 
workforce and we regularly report on our 
progress in delivering these 

Collaborative, empowered and 
innovative By having a focus on outcomes 
we are able to work in collaborative and 
innovative ways with communities and 
partners as we are clear on what we are 
trying to achieve and challenge existing  
ways of working

Action planning and monitoring

We will produce a plan that will detail the actions 
we will be taking in that year to work towards our 
objectives. This will be reviewed on an annual basis.

With the continuing funding uncertainty surrounding 
local government it is important that we set actions 
within the financial constraints the Council is 
under.  We will do this by committing to actions 
within the context of our budget planning process. 
This means that we can have confidence we are able 
to do what we say we will do. 

We also recognise that as the world changes our 
priorities will need to shift, including re-aligning to 
any updates in the Our Greenwich plan.  Having 
an annual action plan will allow us to be tactical and 
adjust resources and actions to react to what we are 
hearing from our workforce, so we are best able to 
meet the challenges and priorities of the day.
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Attracting and recruiting talented people

Strengthening our diverse and inclusive workforce

Supporting and developing our people

Promoting wellbeing for everyone

Leading and delivering change

Attracting and developing staff with the skills, both 
now and in the future, is key to the delivery of Our 
Greenwich. We also need to develop our leaders to 
inspire creativity and new ideas, which will help us to 
lead and deliver change.

It's important to show current and future employees 
why the Council is a great place to work. We offer 
more than just a salary. Working for a local council 
provides non-financial rewards that really matter to 
our people, making it a fulfilling place to work and 
develop.

We want to keep creating a diverse workplace where 
everyone feels welcome and included so our staff 
reflects the community around us. 

It's also important that we support wellbeing, helping 
staff to be healthy and happy so they can balance 
work and life. We need to show how great and 
diverse our jobs are and how these values are part of 
who we are as a workplace.

Our workforce objectives
Our objectives help us work towards our vision for the Council to become more strategic, efficient and 
better at adapting to change.

Our staff values: Outcomes
Values matter. Our values shape our working practices. 

Our Workforce Strategy aligns our five key workforce objectives with our Staff Values to create five 
outcomes.

We want staff to be: 

•	 impactful

•	 inclusive

•	 accountable

•	 innovative

•	 collaborative.

Integration of our Staff Values aim to create a cohesive and unified organisational culture. When our 
workforce shares common values, we can create a sense of belonging and a shared purpose.

Impactful: Improving residents’ lives and opportunities

Inclusive: Demonstrating respect and fairness

Accountable: Taking ownership

Innovative: Doing things better

Collaborative: Working together across the Council
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1. �Attracting and  
recruiting talented people

Our Vision
Why this 
matters

Challenges

We want to be an employer 
of choice. This involves 
communicating our strengths 
while continuously improving our 
processes to attract and recruit 
top talent.

Our workforce is full of talented 
employees who can meet 
challenges head on, and we want 
this to continue. We need our 
workforce to be stable, multi-
skilled, diverse, adaptable and 
representative of our community. 
An organisation that knows itself 
can inspire others with shared 
values and instils a resilient, 
forward-facing outlook which 
delivers better outcomes for 
residents.

•	 Competition with other 
employers.

•	 Budget constraints.

•	 Integrated partnership 
working.

•	 Ageing workforce. 

Inclusive: Our recruitment practices consistently lead to a diverse range of 
applicants and candidates.

Accountable: We are an employer of choice with a reward  
package that includes competitive non-financial benefits.

Innovative: Faster and efficient hiring leading to an improved candidate  
experience.

Collaborative: Increased partnership working opportunities both within 
and outside of the organisation.

Impactful: We attract people who are committed to improving  
residents’ lives and opportunities.

Outcomes:

Success measures

Proportion of new roles being appointed on a flexible basis  
(e.g. part-time working, job sharing, term time only or hybrid working)

Proportion of roles filled by agency workers*

Increase in apprenticeships and other pathways into employment

Recruitment statistics (applications, shortlisting, appointment by demographics)
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�2. �Strengthening our diverse and  
inclusive workforce 

Our Vision
Why this 
matters

Challenges

We want to build on our work to 
cultivate diversity and inclusion, 
creating a golden thread that runs 
through our systems, processes, 
and practices.

Valuing differences creates a 
working environment where 
everyone can be their best 
selves. Talent and innovation 
comes from having a truly diverse 
workforce which is rich in insights, 
perspectives and lived experiences, 
and is representative of the diverse 
communities we serve.  

•	 Our workforce is not as diverse 
as it needs to be, especially at 
more senior levels.

•	 Improving organisational 
understanding of EDI, equity 
and becoming an anti-racist 
organisation.

•	 Building trust that the 
organisation will listen to and 
act upon lived experiences  
of staff.

•	 Resistance to change.

Inclusive: Our staff feel valued, seen and safe to be their best and authentic 
selves.

Accountable: We proactively address all forms of discrimination, unconscious 
bias, bullying and harassment.

Innovative: We use data-driven insights to measure progress, identify gaps and 
take action to improve the diversity of the organisation.

Collaborative: We have implemented equality, diversity and inclusion best 
practice into how we work with each other and residents.

Impactful: All staff play a role in fostering an inclusive culture.

Outcomes:

Success measures

Gender and ethnicity pay gaps*

Successful achievement of the Equality & Equity objectives  
and delivery of the Anti Racism Strategy

Increased number of staff completing staff survey + Improved  
reporting for instances of bullying and harassment

Number of senior leaders from diverse backgrounds  
(e.g. black and global majority, women, disabled staff)
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3. �Supporting and developing  
our people

Our Vision
Why this 
matters

Challenges

We want all staff to develop 
and grow at the Council and 
be supported in their work.

Supporting our people to achieve 
their full potential means getting 
the basics right. Building a solid 
foundation grounded in core 
values equips our workforce 
to meet future challenges and 
opportunities. 

 

•	 Retaining staff in a competitive 
job market.

•	 Provide pathways for career 
development and talent 
growth.

•	 Provide ways for staff to work 
together as one council.

•	 Align skills investment with our 
workforce development plans.

•	 Maximising the use of the 
Apprenticeship Levy.

Inclusive: All staff have access to career pathways with equal opportunities for 
growth and progression, supporting diverse talent across the organisation.

Accountable: We are a high-performing organisation, where staff performance 
is regularly reviewed and rewarded in line with our organisational goals.

Innovative: We are a resilient, agile and adaptable workforce with the skills 
needed for the future.

Collaborative: Staff can access job shadowing and secondments within the 
organisation, partner organisations and other local authorities.

Impactful: Staff actively participate in professional development opportunities 
that benefit themselves, their teams and the organisation.

Outcomes:

Success measures

Number of Performance & Development Conversations (PDCs) taking place

Staff uptake of training and development opportunities

Reduced turnover in hard to reach & skilled roles

Number of training and development opportunities
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4. �Promoting wellbeing for everyone

Our Vision
Why this 
matters

Challenges

We want staff to feel their best, 
be their authentic selves and 
look after their physical, mental, 
financial and social wellbeing.

Staff who are well-supported and 
advocate for themselves create a 
confident, engaged and resilient 
workforce. Enabling our staff to 
have a voice and readily access 
support means staff can make 
informed decisions about how 
they can work best.

•	 Balancing workload and 
creating time for wellbeing.

•	 Destigmatising mental health 
and wellbeing discussions.

•	 Accessibility and use of 
wellbeing resources.

•	 Breaking down silo working.

•	 External stresses.

Inclusive: Our workplace works for all and supports staff wellbeing.

Accountable: Staff at all levels can exercise autonomy in what they do.

Innovative: We encourage new ways of working to provide flexible delivery of 
services and working options for staff. 

Collaborative: We foster a sense of community across the organisation.

Impactful:  Staff feel supported at work and are able to access tailored 
wellbeing support.

Outcomes:

Success measures

Utilisation rate of Employee Assistance Programme (EAP) and Wellbeing Hub

Staffing absence rates (median sickness days)*

Staff turnover rate and increased productivity 

Employee engagement (staff survey response rate)
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5. �Leading and delivering change

Our Vision
Why this 
matters

Challenges

We want all staff to do things 
differently, take initiative and work 
together as one council to focus 
on what matters.

Staff understanding of how 
their role contributes to Our 
Greenwich missions and priorities 
drives confidence and motivation. 
Not all leaders are necessarily 
managers. However, all leaders 
must inspire, challenge and 
empower the people they work 
with to drive change and deliver 
quality services to our residents.

•	 Digital transformation.

•	 Driving cultural change.

•	 Financial pressures and MTFS.

•	 Ways of working and 
communication.

Inclusive: Every contribution is valued and supported, with a diversity of
thought and ideas when making key decisions.

Accountable: Leaders actively engage with staff at all levels to foster a culture of trust 
and accountability across the organisation by modelling transparency, honesty and integrity.

Innovative: Policies, processes ways of working are continuously improved to drive 
effectiveness and efficiency.

Collaborative: Utilising and sharing existing talent, skills and knowledge 
within the organisation.

Impactful: Staff see the big picture and understand how their work fits with 
Our Greenwich missions and strategic priorities.

Outcomes:

Success measures

Our Greenwich ‘Organisation’ Missions (#18, 19 & 20) trending in a positive direction

Staff survey: Future of Work and Visibility of leadership

Officer time saved through improvements*

Number and impact of new policies and processes
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Role Responsibilities

Corporate Senior 
Leaders (including 
GMT)

•	 Create directorate specific action plans to embed the Workforce strategy
•	 Lead a culture shift through increased visibility and engagement
•	 Embedding inclusive leadership to drive workplace culture
•	 Engage with feedback from staff networks and steering groups

People managers 
(anyone responsible 
for carrying out 
PDCs)

•	 Ensure staff understand how their work contributes to the missions of 
Our Greenwich and the Workforce Strategy through annual Performance 
& Development Conversations (PDCs)

•	 Ensure that all staff receive regular feedback about performance through 
team meetings,  Toolbox talks, 121s and PDCs as appropriate

•	 Foster an inclusive environment within your team, and be mindful of health 
and wellbeing concerns

•	 Promote and encourage learning and development opportunities

All staff •	 Take the opportunity to engage with initiatives
•	 Proactively participate in team meetings, 121s and Performance &  

Development Conversations (PDCs)
•	 Feedback to your manager and the organisation
•	 Keep your data up to date on iTrent
•	 Engage with the Employee Assistance Programme, Occupational Health 

and Staff Networks when needed

HR Professionals •	 Monitor and measure progress on the Workforce Strategy objectives
•	 Feedback to and engage with stakeholders within the organisation 
•	 Review key policies, procedures, systems and management support to 

facilitate organisational change
•	 Provide HR advice and guidance to the organisation based on best practice

Measures, Governance 
and Responsibilities

Our workforce strategy presents a vision and set of 
outcomes we want our workforce to aspire to.

The strategy will continuously develop to ensure we 
are delivering on our objectives and reflect evolving 
priorities.

Over the next four years, we will reflect further on 
our action plan, making changes to meet the needs 
of staff and the wider organisation.

All staff have a role to play in delivering this strategy.

While the levels of responsibility may vary, a positive 
working culture can only be achieved when everyone 
takes part.

How will we monitor progress?

Reporting to:
•	 Organisation board
•	 Overview and Scrutiny Panels
•	 GMT, DMT and SMTs
Feedback to:
•	 EDI Steering Group
•	 Race Equality Action Group
•	 Staff networks
•	 Trade unions

How will we measure progress?

•	 Staff survey responses
•	 Workforce demographics and representation 

at different levels
•	 Staffing absence data
•	 Recruitment statistics
•	 Career progression and retention  
•	 Proportion of roles filled by agency workers
•	 Training and development data
•	 Gender and ethnicity pay gaps
•	 Staff network activity 

APPENDIX A




