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Foreword
Although every day is different, we all come to
work for the same thing: to help create a city of
hope and aspiration where everyone can share
in its success. Whatever role we have, we are all
here to make this vision a reality.

The strategy sets out the progress we have made so
far, and uses the results of our employee surveys to
shape the plans which will help us achieve our vision.
We will:

That’s why this strategy, which used to be known as
our Organisational Improvement Plan, is now called
our Workforce Strategy – to acknowledge the ever
important role that all of you play in making our
organisation what it is.
Never has the value of our collective efforts been
more obvious than during the past year, when
national and global events such as the Covid-19
pandemic have changed the work we do and how
we do it, all in the face of multiple challenges that
we’ve never encountered before.
During this time, our colleagues have shown their
determination and spirit and been unrelenting in
their support of our city. We – and the citizens of
Bristol – are incredibly grateful for everything you
have done and continue to do.

●

Set a clear direction and priorities for our work, so
we all know what we’re here to do and what role
we can play.

●

Advance our equality and inclusion practice and
continue to tackle institutional racism.

●

Help build your confidence and skills so that you
can develop yourself, your talent and your career.

●

Have honest and open dialogue about the
challenges we face, whilst also taking the time to
recognise and celebrate our successes.

●

Do our work according to our values, as how we
go about our work is just as important as what
we actually do.

With this commitment, and the actions within this
plan, we will build the high-performing
organisation that the city of Bristol deserves and
that we can all be truly proud of.

Change is a given, and during our response to
the pandemic we all adapted to new levels of
uncertainty, redirecting our resources and refocusing our work to keep the people of Bristol safe
whilst keeping our day to day services running.
Over the next year we will analyse the impact that
the pandemic has had and take action to recover,
renew and reform the council and the city. For our
organisation, this presents an opportunity to adjust
our ways of working and become more agile and
streamlined.

Marvin Rees
Mayor of Bristol

So, whilst we can’t predict exactly what the future
holds, we can shape ourselves to be ready and
make sure we’re working together as efficiently as
possible. We know what we’re here to do and we’re
going to support you to do it. That’s where this
Workforce Strategy comes in.
We want Bristol City Council to be a place where
people want to come and work, and a place where
they are really proud to work.

Mike Jackson
Chief Executive
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1 Strategic context
A values driven organisation

Our Corporate Strategy describes our vision and
key priorities which support the wider One City
Plan. This strategy, together with our Medium
Term Financial Plan (MTFP) and the annual
Business Plan, clearly highlights what we need
to do, alongside the budget we need to work
within, to achieve our goals to the highest
standards possible.

Just as important as what we do is why and how
we do it. Our values and the behaviours they
support underpin our organisational culture.
Developed by our own colleagues these five values
clearly set out the expectations of how we work
with each other to achieve our vision and the
priorities in our Corporate Strategy.

Our colleagues play a vital part in this and so
In addition, our Leadership Framework sets out
our Workforce Strategy provides the framework
our expectations of managers, aspiring managers
for our transformation journey. This will help
and senior leaders for how they lead and empower
us proactively meet the future challenges and
their teams to achieve our vision and embody the
requirements of the organisation by ensuring we
organisational values.
have the right skills in the right places when we
need them and will move us closer to our vision
to create an inclusive, high-performing,
healthy and motivated work place and
We are
become an employer of choice.

Dedicated

We strive to make a difference
●

We are clear about what we are
here to do

●

We are enabling and work with
citizens, partners and stakeholders
to make things happen for Bristol

●

We are committed to wellbeing
and create a workplace that
everyone can enjoy

We show

Respect
We treat each other fairly
●

We are caring and gracious

●

We treat each other with dignity
and stand against discrimination,
bullying and harassment

●

We include each other and
value difference

We take

Ownership
We accept personal accountability

Our

Values &

Behaviours
We are

●

We are trustworthy and take
responsibility for how we act

●

We persevere and ask for help if we
need it

●

We are given opportunities to lead
and help others do the same

We are

Curious

Collaborative

We ask questions and explore
possibilities

We come together to reach
shared goals

●

We believe that there are always
opportunities to do things better

●

We take personal and collective
responsibility for finding the answers

●

We are bold and not afraid to try
new things

●

We ask for other perspectives and
respect different opinions

●

We take time to ask questions and
learn from what we have done

●

We make connections and take
opportunities to work together
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2 Our organisation’s development journey
Since we first published our Organisational
Improvement Plan in early 2019, we have made
significant progress with the changes we want
to make, with 39 of the 45 actions in our plan
achieved within the first year.

including the disproportionate impacts of Covid-19
and the major focus on race equality within the city.
Our action plan for the future builds on our
significant progress. It will be shaped by our core
priorities: Covid-19 recovery, and embedding
equality and inclusion in our everyday practice.

Our progress was recognised by the Local
Government Association in our 2019 corporate
peer challenge, and when we became finalists in
the Local Government Chronicle Council of the Year
and Municipal Journal Local Authority of the Year
Awards in 2020.

Guided by our Business Plan, we will need to
match our resources to meet new and emerging
priorities, ensuring we can work flexibly to support
the organisation in the response to Covid-19
and empowering colleagues to take on new and
different responsibilities.

Like every other local authority, our focus in the
past year has been on the response to the global
Covid-19 pandemic, redirecting our resources and
reprioritising our work to ensure we keep our staff
and the people of Bristol safe whilst continuing to
keep essential day to day services running.

This will be alongside ensuring our colleagues
are supported to adapt to new ways of working
by making the most of new tools from our IT
transformation programme, whilst looking after
their physical, mental and emotional health
and wellbeing, acknowledging many have been
impacted by prolonged periods of home working
and by other impacts of the pandemic.

This year has also seen a greater focus on advancing
our equality and inclusion practice, and tackling
institutional racism, with the publication of a
series of new actions, interventions and changes
that cover several themes. Our approach has
been informed by various opportunities to learn,
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3 Our current workforce profile
Salary bands:

We currently have 6569* employees or 5529 full
time equivalent (FTE).
●

2020

97% of our employees are hired directly, 3% are

9%

agency workers.
●
●

●

●

15.7%

40k–49k

Our annual pay bill is £241m (excluding schools).
We have a turnover rate of 8.3%
(number of leavers replaced by new starters).

Less than 20k

31.5%
30k–39k

The average length of service is 11 years with
31% of staff serving between 10 and 20 years.

40.4%

The diversity of our workforce is improving,
although the profile varies across departments
and pay grades.

20k–29k

2019

Our current profile is:

8.3%
40k–49k

2.7% over 50k
17.6% less than 20k

31.7% 30k–39k

Gender:
The gender profile has remained stable over the last
five years. However women are over-represented
at low grades (<£20k) and higher grades (£50k+),
but under-represented in middle management /
professional roles.

39.7% 20k–29k

Ethnicity:

Proportion of female/male staff

White
British

female

male

Gender Pay Gap – March 2019
£15.39
per/hour

4.1%

Black, Asian and other minority
ethnic groups:
men

Black, Asian and
other minority
ethnic groups

5.6%

White
Minority
Ethnic

Compared with other public sector organisations in
the city, we have the fourth highest proportion of
Black, Asian and other minority ethnic employees.
We are 2.9% above the Bristol TTWA and 2.1%
below the Bristol LA Black, Asian and other minority
ethnic employee benchmarks.

Pay gap

£14.77
per/hour

12.9%

81.4%

60%

40%

mean hourly wage

3.1%

Over 50k

Bristol City Council: 12.94%
Bristol LA: 15%
Bristol TTWA: 9%
City: 16%

women

* Data based on workforce as at 31 July 2020. Where possible we also compare the data against:
● (Bristol LA) Bristol Local Authority economically active population from the ONS Census 2011.
● (Bristol TTWA) Bristol Travel to Work Area from the ONS Annual Population Survey Oct 16 – Sep 17.
● City population based on Census 2011 – Working Age Population
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White Minority Ethnic:
Bristol City Council: 5.63%
Bristol LA: *%
Bristol TTWA: 6%
City: 6%
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Disability:

Age:

9.5% of our workforce identify as disabled staff,

We have low numbers of young employees,
of the workforce are aged 16–24 compared with 16%
in Bristol LA and 15% TTWA benchmarks. We have a
high number of employees aged 50–64, compared to
the economically active population.

an increase from 6% in the previous year. The Bristol
LA and TTWA benchmark is 7% and city population
12.4%.

3.5%

Workforce age profile as at 31 July 2020
40%

Bristol City Council
Bristol TTWA
Bristol LA

35.6%

39.3%

30%

Sexual orientation:

5.1% of staff identify themselves as LGBT+, this

20%
18.2%

has increased from 4.5% in the previous year.

10%
3.5%

3.3%

0%
16–24

25–34

35–49

50–64

65 plus

Trends
2016

2017

2018

2019

2020

Total staff

6,970

6,305

6,198

6,281

6,569

Staff numbers are increasing in
recent years

Average age

44.71

44.59

44.99

45.59

45.47

Age profile is increasing slightly

Disabled
staff

6.66%

6.68%

7.86%

5.98%

9.5%

Proportion of disabled staff is increasing

Black, Asian and
other minority
ethnic groups

10.34% 12.24% 12.24% 12.93% 12.94%

Proportion of Black, Asian and minority
ethnic staff remains level

Gender

60.28% 60.44% 60.41% 59.87% 60.05%

Gender balance remains the same

LGBT+

4.40%

Proportion of LGBT+ staff is increasing

4.65%

5.37%

4.45%

6.60%

This table represents a high-level summary of the
workforce profile, in addition we have an HR diversity
dashboard available with a breakdown to service
level. This will enable managers to review the profile
of their team and take action to improve diversity as
part of their annual workforce planning process.

This means we now have more accurate data,
including intersectionality across protected
characteristics, which will help give us a more
accurate picture of our workforce profile and help
us identify areas where we need to focus our efforts
to improve our diversity and inclusion.

A changeover to a new HR system in 2019 was
accompanied with a request for staff to update
their protected characteristics details.
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4 W
 hat our employees tell us –
workforce survey
Understanding how colleagues feel about working
here is an important part of measuring the impact
of our Workforce Strategy. We’ve committed to
running an annual employee survey, providing an
opportunity for colleagues to let us know about
their experience of working here, what is working
well and what could be better.

79% said they believe the council is committed to
creating a diverse and inclusive environment, an
increase from 72%.

71% would recommend Bristol City Council as a
place to work, up from 62%.

In addition to our annual survey, we’ve carried out
two ‘ways of working’ interim surveys to better
understand how people were feeling about their
changed ways of working during the pandemic.
The results of the main survey, in conjunction
with these interim surveys, will be used to shape
proposals for the future arrangements for the
workplace, and has helped inform the work to
support the health and wellbeing of colleagues.

How we’re doing on our indicators on
organisational performance:

●

●

The results are also available for each service area
and equality groups so that more detailed analysis
can be done.

As a result of our work over the last year, there
has been an improvement across all areas in this
year’s survey.

83% of respondents said they were clear about
what the council is here to do, and its priorities,
an increase from 76% in the 2019 survey.

66% understand the role of the elected Mayor
and Councillors in policy making and taking
decisions, an increase from 59%.

We’re proud of these results, and the work that
went into achieving them, but we also know that
we still have work to do in several areas. This
includes colleagues’ perception of senior leadership
which, though it has seen significant improvement,
remains a priority for further action.

Following the 2019 survey, we focused on
identifying and addressing areas for improvement
through local action planning and focus groups.
Our 2020 survey took place in March, coinciding
with the beginning of the coronavirus pandemic.
This impacted the number of colleagues who took
part in the survey, however with more than 2,100
responses the data still provides a valuable insight
into the organisation and the progress we’ve made.

●

●
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5 Our Workforce Strategy – at a glance
Our Corporate Strategy

Vision

We play a leading role in driving a city of hope and aspiration
where everyone can share in its success.

Our

Vision for the workforce
We want to create an inclusive, high-performing, healthy and motivated work
place and become an employer of choice.

Underpinning this are our
We are

Dedicated

Values
We are

We take

Ownership

Collaborative

Our actions are based on our workforce
An empowering
organisation

Equality and
inclusion

We are

Performance
and talent
management

Curious

We show

Respect

Themes

Workforce
health and
wellbeing

Structure, pay
and policy

Our brand and
recruitment

Outcomes and benefits
• I am clear what my role is

and how it contributes to
Corporate Strategy priorities
• I demonstrate the

organisational values in
everything I do and with
everyone I work with
• I feel able to contribute ideas

and receive recognition when
I do a good job
• I have regular discussions

about my work, performance
and development with my
manager
• I am part of a high-performing

• I am clear about my

contribution to the Corporate
Strategy priorities
• I role model the organisational

values
• I take ownership for making

positive change
• I have quality conversations

with my team members and
manage performance and
talent
• I support and develop my

team and I celebrate colleagues’
success

in achieving the priorities of the
Corporate Strategy
• We demonstrate our

organisational values with our
employees, elected members,
citizens and partners
• We have confidence in our

talented workforce – we
recognise and celebrate success
• We make the best use of our

people and their skills – to
create the capacity to deliver on
our priorities
• We are a recognised employer

of choice and our services are
judged as good by citizens

team and do my best for
Bristol City Council

For our employees

• We can demonstrate progress

For our leaders
8
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Our Workforce Strategy
Complementing our core programme of HR and learning and development support we have
identified a series of key initiatives – set against six employee-focused themes – which form the
basis of this plan.

Workforce plans will include identified actions in
respect of:

These corporate initiatives will support our
managers with their workforce planning and help
move us along our transformation journey. Each
theme has its own action plan.

● Equality, diversity and inclusion gaps that will

be addressed

The success of the plan will require the support
and input of managers across the council. They
will undertake detailed workforce and succession
planning as part of the annual service planning
cycle. They will map the future needs of their service
against corporate priorities and their available
budget, prepare succession plans to improve the
diversity of their teams and help colleagues develop
their careers. This will be vital to increasing our
overall organisational resilience, building on learning
this year from the redeployment of staff to support
our Covid-19 response.

● The future supply of skills and professions

mapped against demand
● Areas where job or service redesign is needed to

help us deliver our priorities
● The type and level of skills needed for the future
● How we attract, retain and develop talent within

the organisation
Our Workforce Strategy is an ongoing commitment.
It captures work already underway, but will be
reviewed and refreshed on an annual basis to
ensure it remains valid and keeps driving us
towards our organisational vision.

Workforce Themes:
1 An empowering organisation .  .
2 Equality and inclusion .

 .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  . 10

 .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  . 13

3 Performance and talent management .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  16
4 Workforce health and wellbeing  .

 .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  . 18

5 Structure, pay and policy  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  20
6 Our brand and recruitment .  .

 .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  .  . 21
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Workforce Theme 1

An empowering organisation
Creating a shared purpose and a positive environment where people are
confident and enabled to do their best every day.
What we have achieved:
●

Values – Over 2,700 employees participated in
workshops in 2018/19 and now have access to
e-learning. We have incorporated values into our
recruitment and selection process, performance
reviews and corporate induction.

●

Leadership Development – 250 colleagues
undertook Bristol Leads programme with
cross-council projects such as Period Friendly
Bristol. The programme was shortlisted for
Public Services People Managers Association
awards 2019. We have launched a Team
Leader Development Programme, Director’s
Development Programme and piloted a
programme for Heads of Service. A new
handbook and induction for managers has been
launched which includes information about
council policies, equality and inclusion and
manager responsibilities.

●

Communication – A programme of refreshed
internal communications channels were
launched in response to the employee survey.
This includes extending the weekly blogs to
all Directors and guest writers; employee
engagement events; weekly bulletins to
celebrate success; and focus groups to follow
up on employee survey responses. New
communication methods were set up during the
Covid-19 response phase to ensure colleagues
had daily bulletins of information to help them
in their roles.

●

Employee survey – In 2019 we achieved a 51%
response rate. Detailed analysis and action
planning was put in place, breaking down the
results by service area and equality groups to
help local action planning. Focus groups were
set up to do action planning on cross-cutting
themes. The 2020 survey was live when we went
into lockdown and so the response rate was
reduced. A separate home working survey was
run during lockdown to find out and respond to
how staff were feeling and what support they
need.

●

Collaboration – We work with representative
groups from across the council (Trade Union
learning reps and Staff Led Groups) to review
and refine a learning, development and
organisational culture programme. In 2019 this
included a refreshed Learning Agreement signed
off by all single status unions

●

External accreditation – Finalists for Local
Government Chronicle (LGC) Council of the year
2020 and Municipal Journal Local Authority of
the year 2020 awards. PPMA 2019 awards for
senior leadership transformation and Stepping
Up programme.
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An empowering organisation – actions for 2021–2022:
Action

Measuring success

By when? Who?

1

Continue to embed our
organisational values by promoting
take up of the e-learning modules;
introduce more values-based
recruitment and use values to
underpin staff awards/recognition.

• Evidence of values being lived in
daily behaviours with colleagues,
partners and citizens – measured
by staff survey
• All performance reviews assess
how values are understood and
applied

Measured
annually by
employee
survey

Head of Internal
Communications
(Comms) and
Organisational
Development

2

Continue to develop creative,
inclusive communication
mechanisms to reach and engage
with council staff, particularly those
who are offline or working remotely
to stay connected.

• Launch of the accessible
communication policy – setting
clear principles and standards for
all our communications
• Offline or remote working staff
feel connected – measured by
the staff survey
• Develop evaluation mechanism
to measure reach and
engagement of communications
• Ensure culturally appropriate
and inclusive content in our
communications

Measured
annually via
employee
survey
and other
feedback
mechanisms

Head of
Internal
Comms and
Organisational
Development

Make use of the new functionality
available through the O365
upgrade.
Provide opportunities and feedback
loops about equality issues, and
in particular how we can work
together to dismantle structural
racism.

3

Keep colleagues engaged with
corporate priorities and direction
as we move into Covid-19 recovery
and incorporate feedback from
employee surveys.

• Colleagues feel well informed
and understand the corporate
priorities. Target of 80% as
measured by the staff survey
• Use results from annual and
pulse surveys to inform messages
and support

Measured
annually via
employee
survey
and other
feedback
mechanisms

Head of
Internal
Comms and
Organisational
Development

4

Refresh learning and development
programmes in light of revised
working arrangements during
Covid-19 – eg: creating more online
and virtual content, resilience
workshops, support for leadership
in a new environment.

• Staff feel they have access to
Learning and Development to
support their development –
measured by staff survey
• Reflect changes in a regular
refresh of the Learning
Partnership Agreement with
trade unions

March 21

Head of
Internal
Comms and
Organisational
Development
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5

Action

Measuring success

By when? Who?

Introduce a development
programme to support new
members of HR Committee.

• Members feel supported in their
role

June 21

Head of
Human
Resources (HR)
Head of
Democratic
Services

6

Implement new ways of
recognising and rewarding success,
demonstrating the values and
celebrating colleague achievements
– in virtual and face-to-face ways.

• Recognition scheme is approved
and in place

April 21

Head of
Internal
Comms and
Organisational
Development
Senior
leadership
team

7

Support colleagues to adapt to a
new way of working as a result of
new technology and to work more
flexibly to support our Covid-19
recovery work.

• Staff feel they have the right
skills and equipment to do their
jobs well – measured in the staff
survey

March 21

Use feedback from staff pulse
surveys to ensure relevant support
is in place.

8

9

Head of
Internal
Comms and
Organisational
Development
Head of HR
All managers

Review our agile working
arrangements to adapt to changes
brought about by Covid-19
lockdown, using feedback from
staff surveys and risk assessments
for staff who are at higher risk from
Covid-19.

• Revised guidance in place

Raise awareness of the role and
contribution of Equality and
Inclusion, HR, Organisational
Development and Learning &
Development teams and how to
access their support.

• Increased confidence amongst
staff on where to get support

March 21

Head of HR
Head of
Internal
Comms and
Organisational
Development

12

Ongoing

Head of HR
Head of
Internal
Comms and
Organisational
Development

Bristol City Council Workforce Strategy 2021–2022

Workforce Theme 2

Equality and inclusion
Building an inclusive organisation where the workforce reflects the city
we serve and the needs of all citizens, and where colleagues feel confident
about being themselves at work.
What we have achieved:
●

New structure and governance in place and
increased resources for a central Equality and
Inclusion Team.

●

Strategies and plans – One year review of
progress against Equality Strategy and Policy
approved at Full Council in July and all services
have their own local equality action plans.

●

Pay gap reporting – We have published reports
on our pay gaps in relation to gender, ethnicity
and disability. The gender mean pay gap has
reduced to 4% in 2020, for the first time we
published the ethnicity mean pay gap which
is 12% and disabled employees mean pay gap
which is 1.97%.

●

Staff Led Groups – An independent equality and
HR consultant has worked with Staff Led Groups
to refresh their role and governance structure
and a re-launch took place in July 2020. Ongoing
support provided to members includes building
productivity workshops; coaching and mentoring
support.

●

Stepping Up – A procurement exercise was
undertaken to secure the programme’s future.
The programme has been expanded to a broader
range of under-represented groups. Over 100
participants have attended with 29 additional
participants from the community-based Horumar
programme. The programme has won a Public
Sector People Management Award, The South
West Mentoring Award, Bristol Media Awards and
Chartered Institute of Personnel and Development
Diversity Awards and was a finalist in the Local
Government Chronicle Diversity Awards.

●

Recruitment – 800 hiring managers have had
refresher recruitment and selection training,
with a focus on unconscious bias and 79 trained
diverse recruiters are now in place.

●

Learning and Development – 4,000 employees
and 900 managers have completed core
equality and inclusion learning programmes
and a dedicated equality and inclusion section is
included in the corporate induction.

●

Equality Impact Assessment training – over 100
managers are now trained to undertake the
equality impact assessment process.

●

Reverse mentoring scheme refreshed –
24 colleagues from under-represented groups
from across the council have an opportunity to
mentor senior leaders and receive advice or learn
new skills in return.

13
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Equality and inclusion – actions for 2021–2022
Action

Measuring success

By when? Who?

10 Roll out of new equality and

• Improved tracking of progress
against equality and inclusion
action plans

March 21

Head of Equality
and Inclusion

11 Support the Staff Led Groups –

• Increase awareness of Staff Led
Groups measured by the staff
survey.
• Increased membership of groups
• Review effectiveness of new
governance model

On-going

Head of Equality
and Inclusion

12 Improve take up of workforce

• Improved understanding of
workforce representation to
enable managers to set local
targets to improve the diversity
of their team
• Colleagues are reassured
that the data they provide is
confidential

March 21

Head of Equality
and Inclusion

13 Continue to deliver the Stepping

• All 50 places on programme
filled on Stepping Up and 28
places on Horumar programme
• Increases in career progression
opportunities of participants
– measured through their own
employers and established key
performance indicators

April 21

Head of Equality
and Inclusion

14 Provide supported internships

• Increase number of participants
to 12 each year
• Increase number of participants
securing employment

April 21

Head of Equality
and Inclusion

15 Refresh and relaunch Disability Peer

• New scheme and evaluation
mechanism in place

April 21

Head of Equality
and Inclusion

inclusion governance and structure.

with refreshed terms of reference,
governance structure and support
such as learning and development,
coaching and mentoring.

declaring their protected
characteristics to provide more
accurate workforce data.
Use data for workforce and
succession plans and improve
diversity.

Up Diversity Programme and the
Horumar Community Programme.

for young disabled people and
increase opportunities for future
employment.
Navigation Scheme.

14
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Heads of Service
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Action

Measuring success

By when? Who?

• Refreshed programme is
launched and evaluation
mechanism is in place
• All staff have completed
mandatory equality and diversity
training
• Evaluation of learning outcomes
and impact on everyday equality
practice

April 21

• Work with Disabled Colleagues
Network and Health and
Wellbeing team to define
specification and pilot new
programme

April 21

• Work with Disabled Colleagues
Network to design a training
programme

April 21

• Next annual pay gap report
includes all under-represented
groups

June 21

• Greater understanding of
equality and inclusion issues
demonstrated in leadership
practice

June 21

21 Take part in Stonewall Index and

• Improved index placing year on
year

April 22

Head of Equality
and Inclusion

22 Take part in Equality Framework for

• Review and improve our equality
and inclusion practice

April 22

Head of Equality
and Inclusion

23 Progress to level 3 of Disability

• Achieve level 3 status

September
21

Head of Equality
and Inclusion

16 Continue work to review learning
and development programmes
to ensure there is explicit
mainstreaming of equality and
inclusion, taking account of the
current context of Covid-19 and
Black Lives Matter movement.
Provide cultural intelligence
training for Heads of Service
and develop our own in-house
facilitators for the programme.

17 Introduce mandatory reasonable

adjustment training for managers.

18 Raise awareness of the social model
of disability.

19 Work to extend pay gap reporting
to include LGBT+ employees in
2021.

20 Action learning and coaching

for senior leaders that addresses
issues of race from a personal
and organisational leadership
perspective.

use findings to help improve our
practice.

Local Government.

Confident Employer scheme, from
current level 1
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Head of Equality
and Inclusion
Head of Internal
Communications
and
Organisational
Development

Head of Equality
and Inclusion
Head of Health,
Safety and
Wellbeing
Head of Equality
and Inclusion
Head of Internal
Communications
and
Organisational
Development
Head of HR
Head of Equality
and Inclusion
Head of Equality
and Inclusion
Head of Internal
Communications
and
Organisational
Development
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Workforce Theme 3

Performance and talent development
Developing careers and managing performance in a meaningful way.
What we have achieved:
●

Performance reviews – New performance review
process launched within the iTrent system and
includes the organisational values. The roll out was
supported by a refresh of guidance and templates
for objectives setting and effective one to ones.

●

360 degree feedback – Following a successful
pilot in 2019, a new scheme based on the
leadership framework is now available for
Heads of Service and Directors and includes the
requirement for a diverse range of contributors.

●

Embedding the Leadership Framework – It is
used to support the recruitment and selection
of senior leadership roles, it’s also woven into
performance review for managers to help them
reflect on their management practice.

●

Apprenticeships – By December 2019 270
staff were actively taking part in 50 types of
apprenticeships, ranging from Level 2 (GCSE) to
Level 7 (Masters), with programmes including
Social Work Degree Apprenticeships due to
be launched. Over 80% of apprenticeships to
date have supported staff recruitment and
progression. Levy spend in 2019 was £522,701
or 47% of the council’s contributions during
same period. Whilst this represents growth the
pace of take up has not been rapid enough –
although Local Government Association have
advised us we are on a par with most other Local
Authorities.

Performance and talent development – actions for 2021–2022:
Action

Measuring success

By when? Who?

• Managers visibly demonstrate
Incremental
Framework throughout recruitment,
the qualities set out in the
increases
performance and development.
framework, measured via 360
until 2023
feedback and annual review
The framework sets out standards
process
for existing leaders and giving
• Personal development plans
aspiring leaders a clear set of skills
and succession plans include
and competencies to develop.
development activity to help
colleagues meet the criteria in the
framework

24 Continue to embed the Leadership

25 Ensure all colleagues have an

opportunity to discuss objectives
as part of an annual performance
review. To include mandatory
equality and inclusion objectives.

• All colleagues have completed
April 21
their annual performance reviews
with clear objectives and a
personal development plan
• Colleagues report satisfaction with
the quality of their performance
review, as measured by the staff
survey
• Conduct a dip-sample of reviews
(with permission of individual)
to check if this is happening in
practice
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Head of Internal
Comms and
Organisational
Development

Head of HR
Head of Internal
Comms and
Organisational
Development
All managers
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Action
26 Roll out 360 feedback to all senior
leaders, to include feedback from
diverse range of colleagues, in
particular those from underrepresented groups.

Measuring success

• Diverse range of views to help our March 21
leaders improve their practice

• Increased take up of
and succession plan – helping
apprenticeships and spend
colleagues develop their skills and
against the levy
experience, to deliver effectively
• Increased mobility – colleagues
against corporate objectives and
moving around the organisation
reflect the organisation values. To
• Increased satisfaction with
include leadership development,
development opportunities
apprenticeships, coaching,
mentoring and opportunities for
being released from role to work in
other parts of the council to increase
experience.

27 Develop a talent development

28 Support the recruitment and

retention of apprentices and Kick
Start placements to the council.

By when? Who?

April 21

30 Develop a Positive Action Policy

in line with legislation to address
imbalance or disadvantage faced by
under-represented groups.

• Increase the number of council
Annually
apprenticeship starts including in
locally managed schools to 251
• Number of apprenticeships that
lead to permanent job offers
• Number of Kick Start placements
that lead to apprenticeships
Annual spend
demonstrable impact of learning to March
for the city, organisation and the 2022
individual

• Reduced pay gap for underrepresented groups
• Greater diversity in applications,
appointments and progression

April 21

• Launch of new leadership pipeline April 21 and
management development offer,
ongoing
• Provide learning opportunities
aligned to the leadership framework
aligned to individual and
and integrated with apprenticeship
organisational learning outcomes
opportunities.
– to include inclusive leadership,
cultural intelligence, people
Introduce talent pathways to create
management skills, resilience,
a more diverse leadership team
crisis management and
and bring diverse perspectives into
managing teams in new ways as
organisation decision-making,
we move into Covid-19 recovery
through opportunities for aspiring
phase
leaders to attend different forums.
resolution of concerns through a
refreshed policy, increase diverse
mediation service, promote
the whistleblowing process,
data monitoring and new case
management system to monitor
trends.

• Empowering managers to deal
with issues at an early stage
• Increased confidence of
employees in the process and
increased level of support

17

Head of
Employment,
Skills and
Learning
Heads of Service

Head of
Employment,
Skills and
Learning
Head of HR
Head of Equality
and Inclusion

31 Refresh leadership and

32 Promote early and informal

Head of Internal
Comms and
Organisational
Development
All Heads of
Service

29 Make full use of the apprenticeships • £1 million investment with
levy to support learning and
development and career
progression.

Head of Internal
Comms and
Organisational
Development

April 21

Head of Internal
Communications
and
Organisational
Development

Head of HR
Head of Equality
and Inclusion
All managers
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Workforce Theme 4

Workforce health and wellbeing
Keeping our workplace safe and healthy, and our workforce
engaged and resilient.
What we have achieved:
●

Mental health training – Over 800 staff have had
mental health training, including 700 Mental
Health First Aiders and managers. Staff now
have access to trained Mental Health First Aiders
and are supported through the Thrive at Work
campaign and Employee Assistance Programme.
New training programmes have been introduced
including emotional intelligence, emotional
resilience and vicarious trauma.

●

Health and Safety support and advice – provided
ongoing guidance and advice for staff in response
to national Covid-19 safety guidance.

●

Menopause support – a working group involving
Trade Unions and other external partners was
established to develop a better understanding
of menopause and adjust the sickness absence
policy to recognise the challenges faced.

Workforce health and wellbeing – actions for 2021–2022:
Action

Measuring success

By when? Who?

33 Adapt mental health training for • Increase in number of employees
and managers who have
colleagues and utilise Mental
completed mental health
Health First Aiders to spot the
awareness training to 900
signs and offer support for those
working remotely for a prolonged • Promote Mental Health First
Aiders as a source of support for
period of time. Introduce
colleagues
listening events and toolkits on
how to have conversations.

April 21 and
an annual
increase

Head of
Health, Safety
and Wellbeing

34 Equip managers to support their • Increase in colleagues who feel
their mental health is supported
teams whilst working remotely –
with resilience and mental health
support, linked to the five pillars
of resilience model.

April 21 and
an annual
increase

Head of
Health, Safety
and Wellbeing
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All managers
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Action

Measuring success

By when? Who?

35 Raise awareness and increase
take-up of mental health support
mechanisms for colleagues, and
adapt to meet needs arising
through Covid lockdown. This
includes stress risk assessments,
Mental Health First Aiders,
Employee Assistance Programme
and signposting to support and
resources such as Thrive Bristol.

• Increase number of staff who
feel that it is a workplace that
supports mental health and
wellbeing – measured by staff
survey
• Promote Mental Health First
Aiders as a source of support for
colleagues

April 22

36 As part of a new Health and
Wellbeing strategy, continue a
rigorous and proactive approach
to protecting the health,
safety and wellbeing of our
workforce for those who return
to the workplace and those who
continue to home-work.

• Timely updates to guidance in
line with changing restrictions
and national guidance

As required

Head of
Health, Safety
and Wellbeing

37 Commission a new occupational
health and employee assistance
provider to help us provide
confidential, high quality, and
culturally competent health and
wellbeing support.

• Help support a high performing
and healthy workforce
• Satisfaction levels with the
service

April 21

Head of
Health, Safety
and Wellbeing

In the interim, ensure the
provision of a counselling service
with Black, Asian and other
minority ethnic representation
and expertise, in recognition of
the disproportionate impact of
Covid-19 on Black, Asian and
other minority ethnic staff

19

Head of
Health, Safety
and Wellbeing
All managers
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Workforce Theme 5

Structure, pay and policy
A clear framework to help redesign our council and support good
employee relations
What we have achieved:
●

Senior leadership team – Recruitment to permanent roles completed by February 2020. The recruitment
and selection process was underpinned by the values and leadership framework to ensure those
appointed share our values.

●

Temporary staffing – New contract in place resulting in reduced reliance on temporary contracts and
more internal development opportunities.

Structure, pay and policy – actions for 2021–2022:
Action

Measuring success

38 Launch the council’s refreshed HR • A new policy framework is
approved and implemented
policies and associated equality
• Concerns are resolved at an early
impact assessments, which
and informal stage wherever
embed equality, health and
possible
wellbeing.

By when? Who?
December 20

Head of HR

39 Help managers to develop and
implement their workforce and
succession plans – forecasting
the type and number of roles
and skills needed for the
future, improving diversity
and identifying learning and
development needs.

• Resources in place to support any
service changes
• Ensure we can quickly and
effectively redeploy staff to work
in new departments or roles if
we need to

Annually
as part of
service plan
cycle

Head of HR

40 Review the senior leadership
structure as part of the Covid-19
recovery work looking at the
organisation’s future priorities
and approach.

• Ensure we continue to have the
most appropriate leadership
structure in place to lead the
council’s transformation

April 21

Chief Executive

20

Heads of
Service
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Workforce Theme 6

Our brand and recruitment
Becoming an employer of choice; attracting, developing and retaining
the best talent
What we have achieved:
●

New recruitment portal – roll out of new
recruitment module in iTrent which provides
improved functionality and a better candidate
experience.

●

Employer branding campaign – to attract a diverse
range of local applicants. Targeted campaigns on
Facebook and indeed.co.uk which are continuously
updated to reflect hard to fill roles.

●

Improved quality of job paperwork and adverts –
all job paperwork and adverts are quality checked
before publication – ensuring language and
content is fit for recruitment purposes.

●

Refresher recruitment and selection training
– including unconscious bias – 800 hiring
managers have been retrained.

●

Secondment policy – revised to ensure all
opportunities are advertised fairly across the
organisation. The removal of the 12 week rule
means that all secondments must go through a
full recruitment and assessment process.

Our brand and recruitment – actions for 2021–2022:
Action

Measuring success

By when? Who?

41 Launch new online onboarding
portal as part of iTrent HR
system to streamline processes
and improve the new starter
experience.

• Improved candidate experience
and reduces duplication in the
HR admin process

March 21

Head of HR

42 Launch a managers' toolkit
to assist hiring managers in
designing valid and appropriate
assessments.

• Hiring high quality candidates
who have successfully completed
a robust assessment process

March 21

Head of HR

43 Continue to develop our
employer brand and social media
presence to attract a wider and
more diverse audience for job
opportunities.

• Increased reach and targeting
of job adverts and a greater
diversity of applicants
• Utilise community networks to
reach a wide audience

Ongoing

Head of HR
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Action

Measuring success

By when? Who?

44 Work with managed service
provider to ensure procurement
specification and payment
schedule for search and
recruitment agencies includes
obligations to source a diverse
applicant pool and provide social
value.

• Increased diversity of applicant
pools for future recruitment

Ongoing

Head of HR

45 Continue quality checking of
job paperwork (with a focus
on third tier and above roles)
to ensure focus on skills
rather than experience and
remove unnecessary barriers
eg: qualifications, experience.

• Increased success rates of a
diverse range of candidates

As roles
become
vacant

Head of HR

• Increased success rates of a
46 Develop more values and
diverse range of candidates
abilities-based selection
processes for senior roles (of third
tier and above), including online
values testing; values-based
assessment centre for senior
roles.

As roles
become
vacant

Head of HR

47 Improve equality monitoring data

• Regular monitor of diversity
statistics at all stages of the
recruitment process to inform
equality and workforce planning
• Targeted action in areas with low
proportion of applicants from
particular equality groups

Ongoing

Head of HR

48 Undertake biannual recruitment

• Increased confidence in
recruitment practice

December 20

Head of HR

49 Provide recruitment training and

• Increased confidence in
recruitment practice

Ongoing

Head of HR

50 Expand the diverse recruiter

• Increased confidence in
recruitment practice

December 20

Head of
Equality and
Inclusion

for applicants and feed into HR
diversity dashboard.

audits to review hiring manager
practice and publish results.

support for members who take part
in senior leadership recruitment.

scheme and ensure their presence
in hotspots where issues raised
about recruitment practice.
External diverse panel members
will be mandatory for senior
leadership recruitment.
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