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Theme Action Who When What is the intended goal? Commentary on progress Status 

About Working for 

The Council 

 

 

The Council’s 

visions and 

objectives will be 

better 

communicated. 

Managers 30 March 

2018 

The proportion of people who 

neither agree nor disagree has 

remained stubbornly high. We 

must find a way of 

communicating this in a way 

that is relevant to people, so 

that they can better understand 

their own contribution. 

Managers have been given support and training on 

communicating effectively within their teams. 

Managers have been encouraged to be open to try 

new methods to exchange conversation, challenge 

and performance discussions. This is evidenced by 

the introduction and implementation of Huddle 

Boards across 17 teams within HDC.  

 

Neil Sloper made a presentation at the Managers 

Forum in November 2017 about how we are all 

reading differently due to the Technology shift, 

reading from screens instead of paper. This gave 

managers information on how to communicate more 

effectively electronically. 

 

The intended goal should be influenced naturally by 

the implementation of other actions, for example, 

Coffee and Cake sessions and increasing the use of 

Huddle Boards. 

 

Teams have been encouraged to visit other Huddle 

Boards to gain more insight into the activities of our 

colleagues. Including how they are sharing 

performance against the Corporate objectives within 

their teams. 

G 

This is not just a 

top down process. 

We need to talk 

about purpose, 

and challenge 

staff to prove how 

they are meeting 

the purpose. 

Staff and 

Transformation 

Team  

Immediate Increase awareness of how 

what we do day to day 

contributes to large objectives 

and make sure that messages 

are visible, including in PDRs 

and media messages.  

The introduction of Monthly Performance Service 

Reports (from October 2017) provides regular data 

on services. The reports include monthly updates 

from Senior Management Team (SMT) on the 

Service Plans Actions and Performance Indicators, 

links to the Corporate Plan as well as other 

performance data not previously collated or 

distributed. 

G 
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Giving people 

more autonomy 

where they can 

prove they are 

meeting needs. 

This new development is still evolving and further 

changes will be made. 

An additional use of the reports is to enable Heads 

Of Service and Managers to share current 

performance with their teams by circulating reports 

and discussing them at huddles and team meetings. 

 

Rolling slides are played on the TV screens in 

breakout areas by services including the 

Transformation Team, 3CICT, Lean Implementations 

and The Corporate Team. The slides are varied, 

current, regularly updated and informative, giving 

staff an overview of many different things we achieve 

at the Council and the many areas of work covered. 

 

Our performance against the indicators set in the 

Corporate Plan 2017-2018 have been displayed 

internally. The focus on using visual graphics to 

display the data has been well received. The same 

graphics have been displayed on TV screens in 

break out areas and also played to new members 

during their induction. External facing areas within 

the newly completed Customer Service area will also 

display our performance to ensure that we continue 

to be open and honest about areas we have 

improved against set targets and areas where they 

have proved challenging. 
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We will launch a 

consultation about 

staff recognition. 

SMT Q4 2017/18 This will start a debate about 

how we can ensure that staff 

feel valued for the contribution 

they make, beginning 

immediately with some informal 

meetings with Directors. We will 

focus on giving staff choices, 

which may mean more freedom 

and flexibility to set the rules, or 

to get involved in corporate 

projects. 

The People Group have been tasked with looking at 

a staff recognition scheme. Whilst work on the icare 

values and revised appraisal forms have affected the 

group’s ability to investigate a staff recognition 

scheme, work is expected to begin on this task after 

June 2018. 

The People Group will be responsible for feedback to 

SMT via Human Resources (HR) and is expected to 

provide evidence on how progress has been made.   

 

SMT have/will encourage/direct managers to provide 

general staff recognition as a duty of everyday 

management responsibility within services.  An 

informal approach to this action should also be 

adopted within services, as opposed to waiting for 

the consultation process to take effect. The new 

values-based appraisal requires appropriate 

recognition from direct line managers and their 

senior managers as appropriate 

 

The Transformation Team invited Customer Services 

to trial a thank you card scheme, where staff have 

been encouraged to acknowledge when a member 

of staff has made a real difference or gone above 

what is necessarily expected of them within their 

role. During the trial 5 cards were issued by the 

service. Feedback will be provided to the People 

Group and the activity is being considered to be 

released service wide in the future. 

A 
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About 

Leadership 

 

 

 

 

 

 

 

 

Senior 

Management 

need to be more 

visible and 

consistently 

accessible. 

 

 

 

SMT and Staff 

Council 

Immediate Staff will be able to more 

directly engage with Senior 

Managers on the issues that 

matter to them and managers’ 

working practices will mean that 

they are more accessible. We 

will also look at mentoring / 

coaching opportunities to 

support staff development. 

The Corporate Management Team (CMT) 

implemented a ‘Coffee and Cake’ session once a 

month. The Directors attended the sessions to meet 

and talk to staff. Staff were encouraged to talk about 

their work and have the opportunity to engage 

directly with Directors in an open forum environment. 

This began in December and was well attended with 

the last session held in June 2018. 

A staff mentoring scheme has been developed in 

Human Resources for our 11 Apprentices who 

started their career journey at HDC in October 2017. 

Mentors have been assigned (after being selected by 

an apprentice) and received in house training from 

the Learning and Development Manager in January 

2018. Initial feedback from both mentees and 

mentors are that the sessions are worthwhile and 

exposing each other to different services and 

challenges, being a learning experience for both.   

 

Internal coaches and mentors have been identified 

following 3 ‘roadshows’ to gain further interest, with 

Jo Lancaster attending.  As a result new mentor and 

coaching relationships have started since this 

initiative. 

The new appraisal 121 form now includes a 

suggested area for discussion on coaching and 

mentoring to keep the conversation alive. 

G 

Senior 

Management 

need to set out 

their vision for the 

Council.  

SMT Q4 2017/18 Once the budget and MTFS has 

been set in February, staff need 

to hear what the plans mean for 

the Council as an employer. 

In February 2018 a Top Budget Blog was shared 

with staff, summarising the key points from the 

2018/19 Budget and Medium Term Financial 

Strategy but also offering the full report via a link. 

G 
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About Managing 

Change and 

Transformation 

 

 

 

 

 

 

 

 

 

 

 

 

 

The role and 

expectations of 

managers will 

continue to be set 

out, amongst 

other things, 

during 

Management 

Team and 

Manager Forum 

Sessions. 

SMT January 2018 All staff should have the chance 

to hear the same messages at 

the same time and raise 

questions and issues of broader 

interest.  The role of a manager 

should be to provide an 

environment where staff can 

feel able to do this. 

Managers attend Managers Forum or Management 

Team Sessions. This will ensure that all managers 

hear the same news and so can deliver this to staff 

in an effective and consistent approach. The 

sessions will highlight to managers what is expected 

of them and the delivery of their role within the 

Council. It is no longer considered necessary that all 

staff attend an annual summit when managers 

should be engaging and sharing messages with their 

team. 

G 

Internal 

communication 

will be improved 

following a review 

of what people 

want. 

Corporate Team  January 2018 We now have more 

communication channels than 

we have ever had but clearly 

this hasn’t improved the flow of 

information around the Council. 

A review will help staff to 

identify which channels need 

fixing, and whose duty it is to 

improve communications. 

Corporate Team engaged with all officers about a 

new name for the staff communication newsletter – 

Key Issues. This was replaced with ‘Team Talk’ and 

a new style of newsletter with a more digital 

appearance. The SharePoint intranet page has been 

visited a total number of 1971 times since December 

2017 (circa 300 times per month) and feedback from 

staff is that this new format is well received.  

 

We have discussed the results of the staff survey in 

detail with the Communications Champions, looking 

at the various communications channels available.  It 

is clear that services favour different forms of 

communication and we will continue to review this 

with Communications Champions and encourage 

them and all managers to use the most appropriate 

channels for their audiences. 

 

Further examples of how we are using a range of 

methods to communicate are shown in an update 

from The Transformation Team below. 

A 
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The reason for 

changes will be 

more clearly 

explained. 

Corporate Team 

and 

Transformation  

Team 

Immediate This will give staff the 

opportunity to challenge how 

things are done and have their 

ideas listened to and questions 

answered, particularly through 

the use of huddle boards. Good 

ideas may help to improve team 

performance, raise service 

standards or lead to efficiency 

savings. This will involve 

managers challenging staff to 

tell us how we can do things 

better; we don’t have all of the 

answers, we’re all ears. Take 

the initiative and ask questions. 

Through the implementation of Huddle Boards and 

Coffee and Cake Sessions, communications 

between staff and managers should be more 

prevalent. Regular, efficient communication 

exchanges can be far more beneficial to all.  

 

We are encouraging an open transparent working 

environment for staff to feel able to challenge and 

explore answers to the problems faced in their 

service area.  

Staff are the experts in their fields and through 

initiatives already in process (Question time and 

Coffee and Cake Sessions) they are being given the 

opportunity to question and challenge processes and 

use their expertise to come up with suitable 

solutions. 

 

There are less visible actions that are taking place in 

services that happen on a day to day basis to 

support our progress. 

G 

Management will 

work with Staff 

Council to see 

how staff can 

better contribute 

to decision 

making where it 

impacts on them. 

CMT 

  

  

Immediate Staff Council represent staff 

and there needs to be more 

discussion about how impact is 

delivered. 

Senior Management meet every fortnight with Staff 

Council and discuss employment issues and where 

greater involvement can occur to contribute to 

decision making. 

Staff Council have an Action Plan for 2017/18 which 

they regular monitor at their monthly meetings. 

 

Membership of Staff Council has fluctuated during 

the year which affects their ability to fully undertake 

their action plan. 

G 
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The context for 

the MOSAIC 

programme will 

be reconfirmed 

and the in-year 

priorities 

recirculated. 

Transformation   

Team 

November 

2017 

Much effort has gone into 

sharing the messages about 

how we are creating new 

models for delivery and a 

culture of continuous 

improvement, but the message 

has not been universally 

understood. So we need to do it 

again to help people see the 

benefits for our customers and 

our workforce. 

Staff have been given more regular updates and 

details of what is planned for 2018 in a variety of 

communication methods including: 

Monthly email comms to Managers and bi-monthly 

emails to all staff. 

Wider use of infographics to help explain the work in 

hand. 

Frequent updates to corporate notice boards. 

TV screens in break out areas with regular updates. 

A new and more frequently updated Mosaic intranet 

site. 

Regular drop in sessions across the year, these 

include One Leisure and Operations sites. 

Screening of an informal film produced during the 

launch of Mosaic. 

A Mosaic Noticeboard . 

Top Blogs used to update on key projects. 

Feedback is asked for, and an email address for the 

Mosaic Team is monitored. In addition 

Communications Champions have been used to help 

assess the impact of the communication work, and 

changes have been made as a consequence of their 

feedback. 

G 

A review of all 

member enquiries 

and complaints 

every month 

chaired by a 

member of CMT, 

and team reps. 

SMT January 2018 To get staff to understand 

challenges the organisation 

faces and to play a part in 

solving them. Value is in it 

being cross service.  

A process is now in place to manage complaints 

from MP’s and this will be adapted to be used for 

member complaints. 

 

 

 

G 
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About your  

Line Managers/ 

Supervisors 

 

 

 

 

 

 

 

 

 

 

 

Introduce a clear 

expectation of 

what it means to 

be a manager at 

HDC, and clarify 

the role of those 

people in 

motivating staff 

and translating 

corporate 

objectives. 

CMT Immediate Over a third of the workforce do 

not agree that their manager 

motivates them, or helps them 

understand how their team 

contributes to the larger 

agenda. By being clear about 

what managers are expected to 

do, there should be more 

consistency and managers’ 

skills will be refreshed through 

mandatory core training 

modules. 

This Action Plan was presented by the Managing 

Director at the Managers Forum in November 2017. 

It was emphasised that this relates directly to the 

way managers work and what is expected from them 

by the Senior Managers but also by staff in their 

teams. 

 

Mandatory core training modules were collated and 

shared with CMT. The planned comprehensive suite 

of development interventions will address the issues 

and intended goals in this year.  

 
The values based management development 

programme has launched which includes 5 x one 

day modules, each one dedicated to one of the 

values per workshop.  There are 12 cohorts 

attending between May 2018 and December 2018.  

This covers 130 managers.  Initial feedback from the 

‘inspiring’ workshop is really positive. 

 

This action will also be influenced by the work 

planned with managers attending Management 

Team and Managers Forum events. 

G 

Performance 

monitoring will be 

more visible 

within the council. 

 All Managers  Q3 2017/18 There is a significant number of 

staff who report little dialogue 

about individual performance 

and how this is measured and 

the improvements that could 

follow, the data exists so this 

will address the inconsistency 

of practice. 

The Quarterly Performance Reports continue to be 

published on notice boards in addition to reporting 

into member meetings.  

 

The introduction of the Monthly Performance Service 

Reports and the Monthly Performance Clinic also 

help to highlight other successes and issues in 

services that are not directly linked to Service Plans 

or the Corporate Plan. These Monthly Reports show 

an overview of each services performance in areas 

not previously recorded in this format so that praise 

G 
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and challenge can be provided by senior managers 

to staff and managers where necessary. As a result 

of the reports a performance clinic is now held every 

month. The members of CMT have the opportunity to 

meet, provide challenge and solutions to issues that 

are evidenced in the report directly to the 

Management Team responsible. Feedback has been 

positive from services who have attended so far (all 

services will be invited to attend a clinic over the 

year) as it has given management the chance to talk 

openly and directly to CMT. 

 

Waste Management Performance is being displayed 

in Crush Hall at Eastfield House so that staff who 

work in this area are kept up to date and informed of 

the Councils overall position. 

 

A further example of our progress on this action 

includes how the service plan developed by our 

Operations Team used the strategic Corporate Plan 

and the council’s vision as a basis for framing their 

activities. The service holds their own monthly 

performance clinic where monthly performance 

scorecards are reviewed. All managers have their 

scorecards linked to their service plan, which has 

driven accountability and enterprising solutions as 

well as opportunities to work collaboratively within 

the Operations division and with others. 

 

One Leisure are continuing to develop internal 

reporting systems to help visualise performance for 

staff to aid understanding. 
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Clarify 

information. 

All Managers Q3 2017/18 Some of the survey returns are 

inconsistent and we need to 

understand what the real 

messages that staff are 

presenting. For example 93% 

have had a PDR, but only 68% 

have discussed training and 

development needs with their 

manager, yet the PDR form 

requires this to be done. 

A specific example to evidence our progress on this 

action would be:  

 

The revised appraisal process has been completed 

following discussions, conversations and revisions 

involving The People Group, SMT and 

Managers.  Pilot studies across the organisation also 

contributed to the new 2018 - 19 values-based 

appraisal process that was delivered to over 600 

HDC staff during April and May.   

The new process includes regular 121s, wellbeing, 

identifying learning & development needs (including 

coaching & mentoring and the opportunity to become 

a coach and / or mentor) and personal and 

professional development opportunities. 

G 

About Skills and 

Resources 

 

 

 

 

 

 

 

Mosaic 

Workstream to 

understand 

workspace 

requirements and 

make necessary 

changes. 

Transformation 

Team 

TBC To ensure that the workspace 

meets the requirements of 

services. 

Currently Transformation Worksmart have three 

main projects that will assist to achieve the intended 

goal: 

Desk Data: Collated and analysed to demonstrate 

number of desks in relation to people in post, 

coupled with the flexibility of its ‘housed’ 

equipment.  The desk allocation and number of 

storage cabinets are all now detailed and scribed on 

floor plans. 

The People Survey Data:  Conducted a People 

Survey which gauged how people were currently 

using their workspace and how open they were to 

working differently, embracing change – ie. In zones, 

home working. 

The Job Role Principle: Mapped Service job roles to 

the Shared Service Accommodation Principles, 

whilst allocating a Council Anywhere device to that 

G 
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role. 

 

All Heads of Service have received this data for their 

service offering specific baseline measurement, or, 

for use as an aid in their decision making process for 

Council Anywhere rollout.   

 

The Council Anywhere project, seeing the delivery 

and roll out of new IT hardware and software will see 

opportunities for more collaborative work within and 

between teams, and will provide more provision for 

hot desking, remote working and home working with 

full access to the corporate IT systems. The Council 

Anywhere role out, whilst seeking a more 

standardised approach to desk IT provision, is based 

on research within the Council on the best way that 

IT can support the ways we work, ensuring that the 

workspace supports the needs and demands of the 

services. 

It is now time for the Council to allow/activate the 

next transformation enabler – an allocated space to 

foster agile working, demonstrating how our 

workspace can be flexible, fit for purpose and 

pleasant to work in.  Options are currently being 

explored with an anticipated paper being presented 

to SMT mid-July. 

Revisit the 

Councils’ 

Workforce 

Development 

Strategy to 

ensure that it 

remains fit for 

Head of 

Resources 

January 2018 There is a slight drop in people 

saying that they have the skills 

and tools to do their jobs. As we 

continue with the change 

programmes, it is essential that 

we support staff adequately into 

new roles and new ways of 

The appointment of The Learning and Development 

Manager has resulted in the creation of Our Learning 

Landscape, which details what is planned and how 

we are going to get there, using a variety of 

development methods.  

 

The availability of our in house training is displayed 

G 
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purpose. working. on the intranet SharePoint page, making it easy and 

accessible to staff and managers. A full suite of 

internal development courses were delivered to meet 

the training needs identified by last year’s appraisals.  

Some bespoke team building workshops have also 

been delivered to meet specific department needs. 

The training plan for 2018-19 will be further 

developed to underpin the service plans, alongside 

organisational needs, such as management 

development and values roll out. 

Continue to 

prioritise the roll 

out of LEAN 

practices across 

all services, 

securing 

additional 

resources if that 

is required.  

Transformation 

Team 

Immediate A network of LEAN advocates 

have now been trained across 

the Council, and lean reviews 

have refocused activity in many 

areas at both the large and 

small scale. This group can 

meet regularly with SMT to 

feedback on priorities. If more 

training is needed, then a 

business case can be prepared 

to redirect money from 

elsewhere. 

A 2 week LEAN review process has replaced the 

original programme. There is a much smaller 

advocate group now who are trained to a higher level 

in design tools and techniques. 

 

The Monthly Performance Reports produced for 

each service highlights the progression of each 

LEAN review. The first 2 week LEAN review finished 

at the end of April 2018 and work on the second 

review has started.  

 

A scoring matrix was established so that LEAN 

reviews can be prioritised according to value and 

need. The focus is now on the bigger challenges, so 

the first 3 of the 2 week LEAN reviews have been on 

reducing services with higher levels of avoidable 

contact.  This way we are responding to the business 

needs and targeting the areas which need it.  Basic 

process improvements can be done by services, with 

support from Mosaic. 

 

G 
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The LEAN Manager provides regular updates to 

John Taylor and to the Project Management 

Governance Board on existing LEAN reviews. 

A review of 

priorities and 

resourcing will 

take place during 

the budget 

preparation work 

for 2018/19 to 

examine capacity. 

SMT November  

2017  

(as part of 

draft budget 

setting) 

This is intended to ensure that 

we have enough people with 

the right skills, to do the work 

that the Council is requesting. 

Since there continues to be a 

pattern of time pressure and 

working beyond contracted 

hours. 

The draft budget was issued in January 2018  

and the final budget was presented to Cabinet in 

February 2018.This has enabled a review of setting 

priorities and how delivery is to be resourced. 

G 

Starting a 

campaign to 

nominate activity 

we should stop 

doing. Councils 

are good at 

adding things, not 

so good at 

stopping things.  

Campaign – 

Corporate or  

SMT lead.  

  A refocus from resource to task, 

and permission to stop doing 

things, rather than a constant 

need for more resource.  

This action will be delivered from the budget, 

Corporate Plan and Service Plans by way of 

documenting that staff and managers should be 

confident in considering if an activity is a statutory 

requirement or do we need to do this? 

During the course of the year changes have been 

made to the LEAN programme of work. The areas 

that are being tackled are now informed by much 

better data to identify areas where the Council could 

work better. A critical element of this is ‘avoidable 

contact’ data which shows where Council resources 

are being used in areas that we should not be – for 

example dealing with customers who are calling for 

an update on work they have requested. As a 

consequence of this there is now a programme in 

place to tackle these areas. 

In addition to this are localised approaches to taking 

out work that adds no value. These are contained 

within each services’ Annual Service Plans. 

G 
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About 

Communications 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Invite SMT 

members to 

attend Service 

Meetings to 

encourage SMT 

and staff to 

communicate 

directly. 

Managers/Team 

Leaders 

Immediate This will increase visibility of 

members of SMT and provide 

opportunity for staff to openly 

discuss issues in a team 

environment with managers. It 

will also provide a chance to 

keep staff informed about 

matters that affect them and 

changes happening across the 

Council, as managers and team 

meetings retain their position at 

the top of the list for favoured 

sources of information. 

There is a responsibility of Management Team and 

Managers to take the lead in this initiative.     

 

An example of how this has been developed into an 

action has been provided by the Benefits Manager. 

Commencing in January 2018 the service began to 

send a monthly email to staff in Revenues and 

Benefits about issues affecting them.  

 

John Taylor attended the Divisional Meeting of 

Community in January 2018. He gave an update on 

Mosaic and the current and future work programme 

and answered questions from staff. Community plan 

to ask other members of SMT as relevant issues 

arise. 

John Taylor attended 3 drop in sessions at One 

Leisure. 

 

In Customer Services there have been regular call 

monitoring every month. 

 

Oliver Morley has attended 3CICT Team Meetings. 

 

The Management Team are responsible for taking 

the initiative on this action and inviting members of 

SMT to attend their service meetings. 

G 

Formally review 

internal 

communications 

including current 

resourcing 

Corporate Team December 

2017 

This will ensure that we have 

the right capacity and skills to 

respond to the increasing 

appetite for more and different 

communication. 

The review has been concluded and some changes 

implemented early 2018. 
G 
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Encourage SMT 

members and 

Senior Members 

to spend more 

time experiencing 

what teams do 

and visiting other 

parts of the 

Council. 

SMT Immediate While this happened on an ad-

hoc basis last year, staff 

attending focus groups did not 

recognise a significant increase 

in visibility of SMT members 

outside their services. Putting in 

place a planned programme of 

activity may help to increase the 

visibility of SMT, give them a 

greater understanding of the 

jobs that staff are doing and 

provide more opportunities to 

engage with SMT.  

During the year Directors have taken part in a ‘back 

to the floor ‘programme. This involved spending time 

with services to experience first-hand the real issues 

and concerns that affect what we do, and how to do 

it. Invitations were extended services wide via Top 

Blogs. 

 

Jo Lancaster completed a shift with our Streetscene 

Team. A morning was spent in and around St Neots 

dealing with; fly posting, emptying bins, litter picking, 

and dealing with some areas of dog fouling.  Our 

locality workers hold a huge level of knowledge 

about our communities, and team members were 

able to show first-hand how this helps deliver the 

best possible service to local residents. 

 

Jo Lancaster was also based for a day within the 

Development Team who provided a better insight 

into the challenges currently affecting planning. 

 

As part of the programme Oliver Morley took the 

opportunity to understand the challenges that callers 

are facing who contact our Revenues and Benefits 

Support Team. Also how we as a council might be 

able to help address the challenges people have. 

What he found was a deeply committed team, who 

were working to manage the heavy workload they 

had, and adapting to overcome the problems they 

encountered from residents. 

 

Another visit in the programme was made by Nigel 

Mccurdy who accompanied our Parking Services 

Team patrolling car parks in the district to gain an 

understanding of the challenges the team face and 

to an insight into their daily duties. 

G 
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A further phase of the programme planned is getting 

out to visit various parts of the district and to 

understand the local issues for some of our 

communities. The Managing Director has already 

visited Ramsey to find out first-hand about the issues 

that local councillors face. Visits to other towns and 

villages with local councillors over coming months 

are being planned by all of SMT. 

Discuss with Staff 

Council how 

better to engage 

staff in decision 

making 

SMT/Staff 

Council 

Meetings to 

be scheduled  

Staff Council will provide a 

route through which managers 

can be challenged, but equally 

an opportunity to stimulate staff 

to want to share their views on 

things that impact on them. 

Senior Management meet every fortnight with Staff 

Council and discuss employment issues and where 

greater involvement can occur to contribute to 

decision making. 

Staff Council have an Action Plan for 2017/18 which 

they regularly monitor at their monthly meetings. 

G 

Review service 

intranet sites to 

keep content up 

to date and 

improve ease of 

use. 

Managers Rolling 

programme 

to be agreed 

and 

published in 

December 

2017 

Most sites contain very limited 

information about the services 

provided and the information is 

often out of date and should be 

deleted. Ownership is 

inconsistent and the potential of 

the intranet to share information 

is then hampered. There are 

opportunities through 3CICT to 

create a stronger intranet 

presence. 

Management Team were asked to provide examples 

of when this action has been taken in their service. 

Responses were received from a range of services, 

although not all.  

 

The SharePoint system is recognised as being 

difficult to use, which has contributed to why sites 

may be out of date or contain limited information.  

The project Council Anywhere will offer enhanced 

intranet capability later in 2018 through a major 

upgrade to Sharepoint. 
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Theme Action Who When What is the intended goal? Commentary on progress Status 

About  

Work Stress 

 

Devise a 

wellbeing scheme 

focusing on 

mental health 

issues.   

Head of Leisure 

and Health 

February 

2018 

Our sickness data and survey 

responses show that stress 

levels are decreasing but we 

can do more to help people 

manage stress and the impact it 

has. 

Results from an Employee Health and Wellbeing 

Survey in January 2018 were analysed and 

presented to the Health Champions Group to enable 

them to plan a suitable wellbeing programme for staff 

to participate in. 

 

The Working Well Together programme was formally 

launched on 14 May 2018, with a drop in session.  

Some activities have already taken place including 

Health Checks / MOT’s, Couch to 5K and a weekly 

walk due to start 19 June 2018.  Other activities 

following feedback from staff are due to be launched 

over the next few months. 

G 

About Taking 

Action 

We have 

developed a 

shorter, more 

prompt and 

focused response 

to the challenges 

you have set us. 

We will consult on 

these and begin 

implementing in 

October. Updates 

will be issued 

quarterly, tracking 

our commitments 

to you. 

Managing 

Director 

Immediate We will tell you when we have 

done the things that we set out 

by means of your favourite 

communication channels, your 

manager and team meetings, 

as well as other routes. 

Actions implemented so far from this plan are being 

communicated regularly using Team Talk, Huddle 

Boards, Managers Forums, Staff Council 

Representatives, Communication Champions and 

Team Meetings.  

 

This update will be provided to the Employment 

Committee on 28
th

 June 2018 to demonstrate and 

evidence the commitment made by HDC to our staff 

to take action on the survey results. 
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