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1. Introduction. 
 

1.1 Section Profile: 
 
The Human Resources and Organisational Development Service Area falls under the remit 
of the Director of Organisational Development and Administration and comprises of three 
main disciplines: 
 
 

• Employee Development; 

• Employee Relations; and  

• Employee Resourcing  
 
 
with each staff structure detailed below:  
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The chart below illustrates where HR and OD sits within the organisation 

 
  

1.2  Why do we deliver the service? 
 
The Council does not have a statutory obligation to provide this service but as a large 
employer the Council has significant obligations under employment legislation.  In that 
context the HR and OD service is responsible for establishing a policy framework for 
meeting those obligations, for informing, advising, supporting and developing managers and 
employees in respect of their obligations in the workplace, for monitoring practice (including 
compliance) and for promoting and facilitating a positive employee relations climate and 
workplace culture that will attract and retain high quality employees. 
 
 
1.3 What is the purpose of the service? 
 
The purpose of the HR and OD service is to provide a range of professional support, advice 
and training for the Council’s 900 employees, managers and elected members, and to 
develop our organisation through our people to be the best we can be.  Our goal is to 
support the Council to become recognised as a high performing organisation.   
 
The Service Plan for HR and OD was originally approved on 4 March 2020 for the 

financial year ahead due to commence on 1 April 2020.  However, at the end of March, 

an emergency situation was declared due to the pandemic Covid-19.  This moved the 

Council into unprecedented times and as a national lockdown came not force, with a 

significant number of staff having to work from home, or not able to work at all, this 

has resulted in a total change of focus for the HR and OD Service Plan.  Therefore this 

plan is a revised version of the original document. 
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2. Customers/Stakeholders 

 

2.1 Who are your customers and what do you know about them? 
 

Customers Profile / 
characteristic
s 

Interest 
How much does our 
work and our plans 
impact upon this 
stakeholder and vice 
versa? (Low, Medium 
or High) 

Power 
How much influence does 
this stakeholder have over 
the success or failure of 
our work and our plans? 
(Low, Medium or High) 

Support 
What is this 
stakeholder’s 
current view of 
our work and 
our plans? 
(Supporter, 
Neutral or 
Critic) 

Residents of 
the Borough 

Population: 
157,000 
 

Medium Medium 
It is important that the 
residents of the borough 
are supportive of the 
way in which HR and 
OD provide their service 

Unknown 

Employees/
Workers 

High 
Main service 
user for full 
range of HR 
and OD 
services 

High 
e.g. recruitment 
and retention of 
staff, HR policies, 
consultation 
mechanisms and 
all issues relating 
to  employee 
relations and 
employee 
development  

High 
Following the 
achievement of IIP 
Silver accreditation in 
December 2019 
engagement workshops 
took place for all staff 
giving them the 
opportunity to be 
consulted on Year 3 of 
‘Our People Plan’ to be 
implemented from April 
2020. 

Unknown 

CLT High 
The HR and 
OD work plan 
strongly 
influences 
how 
progressive 
the Council is 
with regards 
to people 
issues   
 

High 
The Work Plan of 
this service is 
central to the CLT 
and it is crucial 
that it aligns with 
the plans of this 
group. CLT is 
responsible overall 
for ensuring that 
the corporate 
objectives of the 
Council are met 
and therefore they 
require the right 
workforce to do 
this.  The plans of 
the CLT impact the 
work of the HR 

High 
The CLT has a major 
influence over the 
success or failure of the 
HR and OD Service  
Plan   

Supporter 
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Customers Profile / 
characteristic
s 

Interest 
How much does our 
work and our plans 
impact upon this 
stakeholder and vice 
versa? (Low, Medium 
or High) 

Power 
How much influence does 
this stakeholder have over 
the success or failure of 
our work and our plans? 
(Low, Medium or High) 

Support 
What is this 
stakeholder’s 
current view of 
our work and 
our plans? 
(Supporter, 
Neutral or 
Critic) 

and OD service as 
their plans dictate 
the numbers and 
types of staff 
required to carry 
out these 
objectives.        

Trade 
Unions 

Medium 
changes to  
Employees 
conditions.  
Also with 
regards to 
employee 
relations 
issues e.g. 
grievances/di
sciplinary 
issues, the 
Trade Unions 
will be 
involved. 

Medium 
The plans of the 
HR and OD 
service impact 
upon the trade 
unions if changes 
to working 
conditions/terms 
are being made or 
HR policies are 
being amended or 
new ones 
introduced   

Medium 
The Trade Unions could 
impact the service 
provided by HR and OD 
if they were in 
opposition to our plans   

Critic/Neutral   

Elected 
Members 

High 
The HR and 
OD work plan 
greatly 
influences a 
Council’s 
reputation, 
efficiency and 
success  

High 
The Elected 
Members are 
impacted by the 
HR and OD 
services’ Work 
Plan as our 
policies/procedure
s etc. set down a 
marker with regard 
to how employees 
are to be treated 
with regard to a 
wide range of 
issues.  The HR 
and OD services’ 
Work Plan is in 
turn impacted 
upon as it must 
take into account  

High 
Elected members could 
greatly impact i[pm the 
HR and OD Work Plan 
as they are the ultimate 
decision makers with 
regard to how services 
are delivered 

Supporter 
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Customers Profile / 
characteristic
s 

Interest 
How much does our 
work and our plans 
impact upon this 
stakeholder and vice 
versa? (Low, Medium 
or High) 

Power 
How much influence does 
this stakeholder have over 
the success or failure of 
our work and our plans? 
(Low, Medium or High) 

Support 
What is this 
stakeholder’s 
current view of 
our work and 
our plans? 
(Supporter, 
Neutral or 
Critic) 

Members’ plans in 
order to ensure 
that the right 
employees are in 
the right place at 
the right time to 
carry out the 
Council’s 
objectives set out 
in the Corporate 
Plan 

External 
Bodies e.g. 
NI Audit 
Office, 
Equality 
Commission 

Low 
The HR and 
OD 
services/work 
plans could 
impact to 
some degree 
on these 
stakeholders 

Medium 
If what was 
required from 
these bodies 
changed it would 
impact upon the 
HR and OD 
services’ plans   

High 
These stakeholders 
could greatly impact 
upon the HR and OD 
service if they were of 
the view that the law 
was not being complied 
with   

Neutral 
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2.2  What are your customers’ needs/demand levels? 
 

Customers Needs / demands from the service 

Residents of the Borough  Demand from this group is low, particularly at 
present as external recruitment has been kept to a 
minimum due to internal restructuring.  This will 
increase slightly when we start advertising externally 
for posts. Demands come in the form of residents 
from the Borough who have applied for certain 
positions and have not been shortlisted or selected 
for a post.  Occasionally demand will come in the 
form of a complaint from a resident regarding a 
Council employee. Contact from residents of the 
Borough would come in the form of subject access 
requests and freedom of information requests.  HR 
and OD would also receive recruitment queries and 
the occasional complaint regarding an employee 
who felt they should have been shortlisted or 
successful for a post.  

Employees/Workers This is the group of customers where the majority of 
demand is at its highest.  The Service provides all 
year’ round support and guidance to all employees.  
Managers require support with regard to 
implementation of HR policies, recruitment, 
development and employee relations issues. There 
is the opportunity for employees to be consulted on 
with regard to all new policies/procedures and to be 
engaged with when new Service Plans are being 
developed. Other examples of demand come from 
the need to effectively train and develop the 
workforce. In addition to this, complaints made by 
employees under the grievance and dignity at work 
policies need to be investigated.  The service also 
has a duty to ensure that employee absenteeism is 
dealt with fairly and compassionately but at the 
same time that levels of absence are kept to a 
minimum.         

Elected Members Demand from this group is medium, it comes in the 
form of ensuring that members are kept up to date 
with changes in employee legislation and advising 
them on the potential impacts of these changes.  
Demand is also in the form of ensuring that elected 
members are adequately trained in recruitment and 
selection legislation and Council guidance on this 
area if they are required to sit on a Council 
recruitment and selection panel.  Elected members 
also require quarterly updates on performance 
against the HR and OD service plan and on 
absenteeism.  Elected members require information 
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Customers Needs / demands from the service 

any significant changes to how services are carried 
out which involve changes to employee structures, 
numbers of people employed within a section etc.  

CLT Demand from CLT is high.  CLT need to be kept up 
to date with changes to any legislation affecting 
employees.  Also any requests from employees for 
changes to their terms and conditions e.g. flexible 
working, career breaks etc. need to be approved by 
CLT, therefore appropriate reports need to be 
prepared for monthly CLT meetings.  As CLT are 
responsible for the strategic corporate plan, HR and 
OD need to provide the service requirements to 
enable these objectives to be met.     

Trade Unions Demand from the Trade Unions fluctuates 
depending on circumstances or the amount of 
change going on within the Council.  At a time of 
significant changes to employee terms and 
conditions/ structures the Trade Unions place 
considerable demands on the service to consult and 
negotiate where appropriate.  When change is not 
so prevalent, demand form this group is not so high, 
however, there is continual contact with regard to 
normal staffing activity e.g. 
disciplinary/grievance/absence issues.      

External Bodies e.g. NI 
Audit Office, Equality 
Commission 

Demands from external bodies are fairly low, apart 
from certain times of the year when statutory returns 
need to be submitted.  For short bursts of time, the 
demands increase i.e. when the fair employment 
monitoring return is due etc.  Also demand from 
external auditors who regularly review and audit 
internal services.   

 

2.3 Customer satisfaction / needs 
 
HR and OD has been involved in working with the Council’s IIP consultant to carry out a year 
3 IIP review which has a major focus on staff engagement etc.   Following a staff 
questionnaire and focus groups the Council maintained its accreditation, however, this time 
being awarded a silver award which is a level up from our existing IIP status achieved in 
December 2016.   The report from IIP was issued to all staff and the results have been 
carefully considered by the Council’s Corporate Leadership Team.  Engagement sessions 
followed for all staff and based on the information gained from the questionnaire and the 
feedback sessions Year 3 of ‘Our People Plan’ commencing on 1 April 2020.   
 
Year 3 of ‘Our People Plan’ set out some challenging promises for Council to further build on 
the good work already carried out on employee engagement.  Unfortunately, due to the 
Covid-19 pandemic it has not been possible to fulfil any of the promises set out in year 3 of 
‘Our People Plan. The HR and OD section does continue to engage with all employees, 
however, the focus has changed with regard to form of this engagement.  The engagement 
is now focussed on keeping employees up to date on all matters connected with the ever 
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changing Covid-19 situation and keeping managers/all employees up to date and ensuring 
that the welfare of our employees is at the heart of everything we do. 
 

3.  Covid 19 – Impact on Service Delivery 
 
How the HR and OD team operated during COVID 
The Covid 19 pandemic has had a huge impact on the HR and OD service. Human 
Resources has been a critical service throughout the entire process and remains to be the 
case.  HR has to ensure that the well-being of all Council employees is paramount at this in 
these difficult and unprecedented times. 
 
From 23 March 2020 the entire HR and OD team worked from home.  Once the relevant 
technology was in place, the Head of Service, HR managers, service unit managers were 
able to have regular team meetings on line with our Director, Trade unions and various 
groups set up with regard to managing the organisation through these difficult times.   
 
The HR admin team were able to carry the majority of their duties from home, though have 
now returned the office on a rota basis to be able to complete more of the administrative 
duties now that some normal HR duties have recommenced.  Since the onset of the 
pandemic, the HR and OD team has had to re-focus on what their role is and change the 
duties that we normally provide to reflect these unusual and unprecedented times.   
 
 
Priorities 
HR and OD have had to change and adapt to the situation and as a result of this, have had 
to suspend some of our normal services but focus all our energies on staff wellbeing, dealing 
with a wide range of queries connected to Covid 19.  The HR and OD team have been 
busier than ever and have faced many challenges ensuring we give appropriate and 
accurate advice to the Corporate Leadership Team, leaders and to all employees. 
 
HR Services that were temporarily suspended: 
Recruitment 
Disciplinary/Dignity at work cases 
Occupational Health referrals 
Non-essential Employee training 
People Plan and IIP 
Organisational Development 
 
 
Services that HR have focussed on during pandemic: 
Employee Wellbeing, responding to queries 
Redeployment of staff to temporary posts where employees have not been able to continue 
to do their own roles 
Communicating with employees with regard to furlough scheme and Job Support Scheme 
Keeping abreast of employer advice with regard to Covid 19 
Consultation with Trade unions on a wide range of issues, e.g. furlough, redeployment, 
voluntary/compulsory redundancy schemes 
Advising payroll of who is on furlough or part furlough for payment purposes 
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Key Challenges 
 
There have been wide ranging key challenges, these have been: 

• The ever-changing environment 

• Keeping up to date on new initiatives such as the Job Retention Scheme, Job 
Support Scheme  

• Keeping up to date information with regard to a constantly changing situation, on who 
is working/furloughed/part furloughed etc for payment purposes 

• Review of all casual, temporary and agency staff 

• Ensuring that staff take appropriate leave while on furlough 

• Keeping employees abreast of all government guidance on Covid 19 and how this 
affects their employment  

• Finding redeployment opportunities for employees with no meaningful work to do as 
a result of Covid 19. 

• Ensuring all employees are effectively communicated with in connection with any 
changes to their employment contract 

• Providing up to date information when required to CLT on temporary/casual/agency 
workers etc. 

• Ensuring that any changes to employees pay is reflected in their pay by providing the 
correct information to payroll 

• Dealing with a wide range of queries in connection with Covid 19 and how this 
impacts employees’ work and contracts of employment 

• Negotiating with Trade Unions on all matters to do with the impact of Covid 19 
including the introduction of a Voluntary/Compulsory Redundancy Scheme 

 

3. Context, Challenges and Assumptions 
 

3.1 Context 
 
External issues 
 
New case law now requires employers to pay holiday pay for any additional hours that are 
worked by an employee on a regular basis.   A Holiday Adjustment Payment agreement is 
currently being negotiated with the Trade Unions and it is hoped that this will be rolled out 
this year.   
 
Employment legislation and the interpretation of this is continually changing.  With new 
legislation it is not until some of this has been tested in court that case law is laid down 
which changes how organisations must interpret this.  It is recognised that it is imperative 
that the professional officers working within the HR and OD Service keep abreast of changes 
in employment legislation and are up to date with the outcomes being established in case 
law in order that the HR and OD Service is able to provide the most up to date advice and 
guidance to all of its customers. 
 
Moving from transition to transformation the Head of HR is part of a new working group 
entitled ‘STEP’ (Strategic Transformation and Efficiency Programme).  This group will be 
mind-storming ideas presented from a variety of consultation exercises which it is thought 
may make the Council more efficient and effective.  These ideas will be prioritised by the 
group and steps put in place to initiate and develop new ways/methods of working.  – this 
work will not be progressed this year due to the Covid-19 restrictions. 
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The HR Service has put a number of processes in place to ensure that it is GDPR (General 
Data Protection Regulation) Compliant.  The HR and OD service has reviewed their data 
collection policies and considered how data security is approached by its employees.  In the 
year ahead, the HR and OD service will continue to review these processes and to work 
closely with the Council’s GDPR officer to ensure that we remain GDPR compliant.   This 
process will be assisted with the implementation of a new integrated HR, Employee 
Payments, Time and Attendance system. This remains a huge challenge to the HR service 
as so much personal information is held on file for candidates and employees.   
 
It is also crucial that software systems within the HR and OD Service are being utilised 
efficiently and that the information required is up to date, accurate and easily accessible from 
these systems.  Considerable process has been made to implement the new integrated 
CORE 2 system into the HR/OD and finance services.  The challenge for the year ahead is 
to work closely with the Performance and Projects service and Finance service to ensure 
that this new system operates as efficiently and effectively as possible.  Once the first phase 
of this ambitious project is implemented, phase 2 will commence, i.e. time and attendance 
followed by employee development.   Although there will be a large amount of time spent by 
HR and OD staff in working with the software provider in implementing this new product, 
once this task is complete it is anticipated that the service provided by HR and OD will 
greatly be enhanced.   
 
 
3.2 What changes are you expecting in the next few years? 
 
It had been envisage that in the next few years that there would be a more settled workforce 
and that staff from legacy organisations would work as a forward-looking team for the new 
Council.  This had already been evidenced to some degree in the results from the IIP 
accreditation 3 year review which took place in December 2019.  The results of this survey 
were extremely positive and evidenced that 78% of the workforce think Ards and North 
Down Borough Council is a good place to work.  The plan prior to Covid-19 had been that 
over the next few years leading up to the next review considerable work would be carried out 
to improve the positive relationship the Council has with each and every employee and to 
ensure that they know how important their input has on ensuring that the Council is ‘Growing 
Better Together’ in line with the Councils Corporate Plan commencing on 1 April 2020.  
 
The Service will continue to play a major role in building engagement with employees across 
the organisation which commenced with achieving IIP accreditation for the Council in 
January 2017.  This work continued with the Council being re-assessed for IIP accreditation 
in December 2019 and achieving a Silver Accreditation.  This is evidence that the Council 
has improved how it engages and develops its employees.   
 
However, due to the unexpected situation that the Council finds itself in from March 2020, 
the stability hoped for in this financial year is not the case.  Due to the pandemic, the Council 
has significant financial challenges facing it and many services have been disrupted, halted 
or totally changed due to the pandemic.  HR and OD whilst having halted the initial plans 
with regard to further staff engagement.  However, the HR and OD has continued to engage 
with employees, by keeping them abreast of how the pandemic effects them and their 
employment. This has been challenging due to the ever-changing environment but our 
employees’ welfare remains a top priority.  The service works closely with the 
communications and performance improvement sections     
 
 
The current pride in performance scheme will have to be reviewed to bring it into line with 
the new ‘PEOPLE’ focussed priorities in the Corporate Plan i.e. Prosperity, Environment, 
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Opportunity, Pride, Life and Excellence.  Due to the pandemic, this has been put on hold but 
will be developed once more normal services are resumed. 
 
 
It had been anticipated that in addition to the valuable work already in place with regard to 
the Organisational Development Strategy, Learning and Development Plan and People plan 
the HR and OD service develops a formal Workforce Strategy which sets out its formal 
current status and objectives for recruitment, retention, training and development of staff to 
align with the Council’s new Corporate Plan.  However, due to Covid-19 and the changing 
priorities in HR and OD this work will be commenced at a later date. 
 
 
Higher payroll costs are expected due to the implications of the National Living wage 
increasing to £9 per hour by 2020 and the fact that we will have to negotiate a method for 
including holiday payments in holiday pay. 
 
Over the next few years’ a Corporate Induction procedure will be introduced to enhance the 
current departmental induction.  This will give all new employees an overall view of what the 
Council does and how they fit into this.  It will ensure each and every employee is aware of 
how the job they do helps the council to fulfil its overall objectives.  This process will also 
cover main HR and OD policies and the implications of these. 
 
There will continue to be a focus on reducing absenteeism over the next few years as at 
present this is well above the Corporate target of 5%.  The current action plan will be 
reviewed regularly to assess what can be done to bring this figure down to an acceptable 
level.  A working group consisting of various Heads of Service has looked at ways of 
possibly reducing absenteeism.    The group came to the conclusion that the Council and HR 
and OD service has very robust procedures in place for monitoring and reducing absence.  
There are a few new ideas coming forward from the group and these will be explored and 
incorporated into an Absence Action Plan.  
 
It is also intended that an Employee Relations Strategy will be introduced which will detail 
the role of trade union representatives and time off permitted for those staff who are involved 
in trade union activities. 
 
The HR and OD service has been subjected to a number of audits from Deloitte.  In the year 
ahead the service will ensure that any recommendations contained in these are put in place.  
 
There continues to be a focussed attempt to take proactive actions to improve employees’ 
health and well-being. The HR and OD service works closely with the Well Being Working 
Group to drive these issues forward.  Considerable work has been done between the Head 
of HR, the Environmental Health Manager (Health and Wellbeing) and the Equality and 
Safeguarding officer to produce a Mental Health Action Plan. The recommendations within 
this will continue to be rolled out in the years ahead. Due to the pandemic and the effects 
this has had on employees’ well-being and mental health, this work is now more important 
than ever before and every effort will be made to ensure this work is a priority.   
 
Over the next number of years’ the HR and OD service aims to work more with various 
groups within the community e.g. placements for people with disabilities e.g. the Cedar 
Foundation and ‘Cared for Children’ etc.       
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3.3 What are your future challenges? 
 
 

• Stemming from the OD Strategy is year three of the ‘People Plan’ which will be 
implemented from April 2020.  This plan follows on from engagement sessions the 
organisation held with all staff in February 2020 to ascertain what the big issues with 
regard to continuing to improve engagement with the workforce.  These engagement 
sessions were largely based on the existing ‘People Plan’ and the recent IIP re-
accreditation where the Council was updated from normal to silver status. Year three 
of the people plan gives further promises to staff of certain initiatives that will be 
completed by March 2021. Now that the organisational structures are in place and 
most posts are filled within these structures, the challenges move to areas more in 
line with transformation than with transition.  Therefore main challenges for the year 
ahead in addition to some of the existing ongoing promises from previous years of 
the people plan will be to launch a formal staff Recognition Scheme, to develop a 
Staff Suggestion Scheme and to share ‘a day in the life’ information to promote 
understanding across service units.  – this will now be a challenge for future years, 
once the effects of the COVID-19 pandemic have settled down and some form of 
normality is resumed 

• A further key challenge in the employee relations area, is to continue to have a 
positive working relationship with the recognised Trade Unions as this is crucial to 
maintaining good employee relations issues.  Work is ongoing with other Councils to 
draft a Regional Bargaining Committee which will consist of HR officers and Trade 
Unions from 8 of the Councils.  This work is currently at an early stage, however, it is 
envisaged that this will take shape in the year ahead.  This would be beneficial as it 
would mean that many HR issues could be negotiated and agreed at regional level 
instead of each council having to do this independently.  In addition to this, work will 
continue within our own Council’s employee relations section in drawing up an 
Employee Relations Framework which will include a section on how the Council 
liaises and works with the recognised Trade Unions.  The focus has shifted slightly 
since Covid-19, in that the focus is not at present on setting up frameworks, but is in 
dealing regularly with our trade union reps and full time officials on issues connected 
to the pandemic e.g. furlough scheme, Job support scheme, Voluntary/Compulsory  
Severance Schemes and the overall welfare of all Council employees. 

• The introduction of a new Time and Attendance/Recruitment Software System will be 
a major challenge for the service this year as there will be considerable initial work to 
be carried out by the HR and finance services to ensure all data is inputted correctly 
into the new software.  Additional staff have been recruited and trained to ensure that 
the normal work of the team progresses as well as ensuring the additional work is 
carried out which is required for the new software system to be effective.  This is a 
vast piece of work, however, one which will have long term benefits for the HR and 
OD and Finance Services and the Council as a whole.  Whilst this work is continuing 
in ensuring that all User Acceptance Testing is completed, due to the pandemic the 
implementation of the core II system has been postponed until the next financial year 

• Following on from last years’ very successful pilot Coaching and Mentoring Schemes 
it is envisaged that the Council will establish further coaching and mentoring 
programmes at some point in the future, when services return to some form of 
normality and the Council is in a more financially secure position.   

• To gain approval on a revised draft Flexible Working policy from staff and trade 
unions.  The aim is to ensure the Council is am ‘Employer of Choice’ and has the 
appropriate flexible working practices in place to attract and retain talented 
employees and to make the Council an agile organisation. This work is of more 
important than ever before as due to the pandemic, employees and the Council 



       

15 
 

requires an agile Flexible Working Policy to be in place.  An interim home working 
policy has been introduced and work is progressing this year on developing a Formal 
Home Working Policy. 

• Taking more steps to tackling increasing absenteeism within the Council is another 
major challenge.  Significant time and effort has already been spent in this area in an 
attempt to bring absenteeism levels to an acceptable level.  Training has previously 
been rolled out to all staff on the Absence Management Policy. All staff who are ill 
are referred to Occupational Health within agreed timescales and absence review 
meetings held on a regular basis.  Also, many health initiatives have been provided 
to all staff including free flu vaccinations and well-being programmes.  The challenge 
for the year ahead will be to review the Absence Management Policy and establish 
an updated Absence Action Plan to include new and innovative actions. Whilst it has 
not been possible to carry out the normal number of occupational health reviews due 
to Covid-19 restrictions, absence management and employee health and wellbeing 
remain top priorities for the HR and OD service.  

• The new GDPR (General Data Protection Regulations) legislation effective from 25 
May 2018 remains a major challenge for the service as there are greater restrictions 
on how personal data is held.  HR and OD will be one of the services most affected 
HR and OD have to continually review all their procedures and processes to ensure 
that the service is GDPR complaint. 

• Another challenge will be to ensure that all the main HR and OD policies which were 
implemented in April 2015 have been reviewed.  To date 50% of policies have been 
reviewed and there is a timetable in place to complete this process. The policy on 
flexible working arrangements and the Absence of Management will be policies high 
on the agenda for review. 

• The challenge of ever-increasing workload for the section continues to increase with 
new legislation, continual employee relations issues and new systems.  The 
challenge will be to ensure that all the work required is carried out in a timely fashion 
and that accuracy levels remain high.  Therefore, a key challenge for the service will 
be to continue to carry out its core duties and responsibilities in addition to supporting 
the organisation at this time of transformation.  In addition to this the service often 
struggles to keep up with the administrative work which is of paramount importance 
especially for the purpose of providing audit trails and evidence of adherence to 
policies.       

• On a regular basis internal audits are carried out on the numerous elements of the 
HR and OD service.  A key challenge will be to ensure that any recommendations 
made by these audits are put in place and reported to the Audit Committee.   

• The Voluntary Redundancy Scheme brought in relating to Local Government Reform 
has been extended until the Council adopts its own Redundancy Policy to replace 
this.  Therefore, work will commence on this policy early in the year with the 
anticipation of having this approved in the near future. 

   
 
SWOT analysis with regard to the challenges identified above. 
 
 

Strengths 
 
Knowledgeable and committed staff 
 
 
Support and respect from Elected    
Members 
 

Opportunities 
 
New CORE 2 software system being 
implemented  
 
Closer working relationships with the 
Finance Service 
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Support from Corporate Leadership 
Team 
 
Support from Performance 
Improvement Service 
   
Budget available for any 
training/development required for HR 
and OD staff 
 
Have sound main HR policies and 
procedures in place 
 
Reasonable/good working relationship 
with trade unions  
 
Highly skilled and motivated HR team 
 
 
 

To establish closer working 
relationships with other services by site 
visits 
 
To have more team building exercises 
within HR and OD  
 
 
 
 
 

Weaknesses 
 
Time and effort it will take to implement 
new CORE 2 system 
 
Inconsistencies with regard to line 
managers applying policies  
 
Increasing number of employee 
relations and attendance issues  
 
Absence on the increase generally 
making it more difficult to control 
absenteeism 
 
Well being issues more prevalent in HR 
and OD staff due to increasing  
workload and fast moving environment  

Threats 
 
Configuration of office staff and inability 
of access by some staff to top floor 
 
Overload of new strategies, polices and 
procedures 
 
Everchanging environment – have to be 
reactive a lot of the time 
 
The new CORE 2 system not being 
implemented to its full potential  
 
Not gaining engagement and trust from 
workforce 
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4. Opportunity for Improvement 
 

4.1 Reflection of Service Performance 
 

Last year considerable work was carried out based on the Key Performance Indicators within 

the 2020-21 Service Plan for HR and OD.   

A result of this the majority of Council structures have now been completed, all the main HR 

and OD policies are in place, some of these have been reviewed and there has been 

harmonisation with regard to most terms and conditions of employment. 

However, all the key performance indicators are being taken forward from last year to this 

years’ plan as ongoing work requires to be carried out in all these areas.  However, prior to 

Covid 19, a few additional KPIs had been identified for the year ahead.  These are as 

follows: 

 

➢ Review of the current GDPR processes in place to ensure compliance in HR   

➢ Develop a formal Workforce Strategy which sets out its formal status and objectives 

for recruitment, retention, training and development of staff in line with the new 

Corporate Plan 

➢ Develop a Corporate Induction Programme for new Council staff 

➢ To develop a pilot Apprenticeship Scheme 

➢ Ensure all staff receive training on the Whistleblowing policy    

➢ To commence HR site visits to various work locations 

➢ To have Team Building days within the HR and OD service   

 

As a result of covid-19 and changing work priorities, the above additional KPIs have been 

put on hold.     
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5. How will the HR and OD Service contribute to corporate objectives? 
 
 

Outcome/Objective Service objectives 

Be financially responsible Mandatory KPI 
 

Maximise the potential of our 
staff to deliver outcomes 

To ensure council structure is embedded 
 
 
Review all main HR and OD policies –although 
there will be some work carried out in this area, 
it is anticipated this work will be at a slower 
pace due to the additional workload on the 
service due to Covid 19. 
 
To produce a Reduction of Absence Action Plan 
– absence management will continue to be a 
priority, however, a formal plan will not be 
produced this year 
 
Ensure the People Plan is achieved for year 
three – this has now been put on hold due to 
covid 19 and the financial resources this would 
take 
 
Review the current Learning, Training and 
Development Strategy and Plan for Training on 
an annual basis – on hold as only essential 
training to be carried out at present 
 
Ensure Pride and Performance Conversations 
take place throughout the year and that these 
are updated in line with new Corporate Plan – 
on hold for this year, due to difficulties with 
arranging these and current workload issues 
due to Covid 19. 
 
Ensure team brief is delivered within HR and 
OD face to face, monthly – this has not been 
possible due to staff working from home and 
being on furlough, however, staff are 
communicated with via their line managers 
 
Ensure staff satisfaction questionnaire takes 
place within HR and OD – put on hold for this 
year due to Covid 19 
 
Develop a formal Workforce Strategy – not 
been possible due to Covid 19 
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Develop a Corporate Induction programme for 
new staff – work in progress, but cannot be 
delivered this year due to Covid 19 
 
Introduce formal team building days within HR 
and OD – not possible at present time 
 
Introduce HR site visits to various work 
locations – not possible due to Covid, however 
have had meetings where required via teams 
  

Deliver high quality customer 
focussed services  

Ensure Human Resources are in place in a 
timely manner 
 
Implementation of the Core 2 system – on going 
 
Ensure the Human Resources Service is GDPR 
compliant 
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6. Key activities for 2020/21 

SERVICE AREA: Human Resources and Organisational Development 

Community Plan Outcome: Outcomes 1-5  

Corporate Objective: Performance – Be financially responsible 

Service Objective: Mandatory KPI 

 

What are the Business as Usual 
activities we will deliver (actions) 

What difference will it 
make 

(outputs/outcomes 

How will we know 
(measures)? 

Lead officer(s) Who do we need to help us? 
(Internal/External partners) 

Ensure that we spend the budget 
allocated to the HR and OD service  

Ensure that focus is on 
those areas that were 
budgeted for to ensure 
the right outcomes are 
achieved 

% spend against 
budget 

Head of HR and OD  Finance Service 

 

Performance Measures  

(should include those outlined 

above and relevant measures 
from Community, Corporate 
and Performance 
Improvement Plans plus 

those that are Statutory) 

Is the 
measure 
Statutory, 
Existing 
or New? 

2015/16 
Actual 

2016/17 
Actual 

2017/18 
Target 

2017/18 
Actual 
to date 

2018/19 
Actual 
to date 

2019/20 
Actual to 
date 

2020/21 
Target/standard 

Mandatory KPI - % spend 
against budget  

Existing  99.9% 100% 102.79% 97% 102% 100% 

 RESOURCES:   

Are all actions resourced within the current (2020/21) budget plan? Yes x    No    
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6. Key activities for 2020/21 
 

SERVICE AREA: Human Resources and Organisational Development 

Community Plan Outcome: Outcomes 1-5  

Corporate Objective: Maximise the potential of our staff to deliver outcomes 

Service Objective: Invest in the workforce to ensure there is a skilled, adaptable and motivated workforce 

 

What are the Business as 
Usual activities we will 

deliver (actions)?  

What difference will it 
make 
(outputs/outcomes)? 

How will we know (measures)? Lead Officer(s) Who do we need to help 
us? (Internal/External 
partners) 

Develop a Corporate 
Induction Programme for 
all new Council staff  

New staff will be 
able to settle in 
more quickly and 
therefore be more 
productive 

Formal Corporate Induction Draft 
Programme to be developed by 31 
March 2020, ready to be consulted on 
with trade unions at a future date 

Head of HR and 
HR and OD 
Managers 
(Resourcing) 

Heads of 
Service/Service Unit 
Managers/CLT 
HOST/ 
Trade Unions 
Elected Members/ 

Corporate 
Communications 

Reduce Absenteeism Increase 
productivity and 
increase likelihood 
of meeting 
corporate objectives  

Take action where possible in the 
current circumstances to ensure there is 
a reduction in staff absenteeism to be 
no more than 5%  

Gillian 
Arthur/Rosemary 
McCullough  

All staff/trade 
unions/elected 
members 
occupational 
consultants  

Ensure there is 
engagement with all 
employees and trade 
unions on appropriate 
government initiatives to 
tackle Covid 19 
 
 
 
 

Increased staff 
engagement leading 
to more output from 
motivated workforce  

Ensure all staff get appropriate 
communication in connection with any 
changes to their terms and conditions 
as a result of Covid 19 and are kept up 
to date with any matters relating to their 
employment 

Head of HR and 
OD and HR 
Manager 
(Development) 

Performance 
Improvement/  
Corporate 
Communications/ 
Trade unions/ 
Staff/CLT 



       

22 
 

What are the Business as 
Usual activities we will 

deliver (actions)?  

What difference will it 
make 
(outputs/outcomes)? 

How will we know (measures)? Lead Officer(s) Who do we need to help 
us? (Internal/External 
partners) 

Ensure Trade unions are 
consulted with effectively 
on with regard to any 
Voluntary or compulsory 
Schemes 

Increased staff 
engagement 

Staff are all aware of any new schemes 
and communicated with appropriately 
 
Support from Trade Unions on a way 
forward that will deal with all employees 
in a fair and consistent way  

Head of HR and 
OD and HR 
Manager 
(Development) 

CLT/Trade 
Unions/Staff/Corporate 
Communications and 
Performance 
Improvement Services 

To introduce a regional 
Apprenticeship Scheme 
into the Council  

Aid recruitment of 
employees into 
some areas 
whereby it is difficult 
to attract staff.  
Also, would provide 
paid on the job 
training for young 
people and people 
out of work   

Work with Belfast Region City Deal to 
create a regional apprenticeship 
scheme 
 
 
  

Head of HR and 
OD and HR 
Manager 
(Development) 

CLT/Trade 
Unions/Staff/Corporate 
Communications and 
Performance 
Improvement Services 

Year 2 timetable of review 
of all main HR and OD 
policies 
(disciplinary/grievance, 
Absence/Capability/Dignity 
at Work/ Learning and 
Development Policy  

Fairness and 
consistency with 
regard to how staff 
are managed 

% main HR and OD policies to be 
reviewed with the recognised Trade 
Unions (forum group) 
Disciplinary/Grievance/Capability/Dignity 
at Work  
Year 2 timetable’s main policies are  
Absence Policy/Flexible Working Policy  

Head of HR and 
OD and all HR and 
OD Managers 

Trade Unions 
CLT/HOST/Local 
Consultation and 
Negotiation Forum 
All staff 
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Performance Measures  

 
Is the 
measure 
Statutory, 
Existing or 
New? 

2016/17 
Actual 

2017/18 
Actual 

2017/18 
Actual  

2018/19 
Actual to 
date 

2019/20 
Actual to 
date  

2020/21 

To reduce absenteeism within HR and 
OD  

Existing  95% 87.13 % 88.37% 92.93% 100% 

Days lost per employee across the 
Council 

Existing  12 20.37 12.2 10.31 14 

0% main HR and OD policies to be 
reviewed and consulted on: timetable to 
be put in place to review: 
Disciplinary/Grievance/Capability/Dignity 
at Work/Absence/Learning and 
Development/Flexible Working 
arrangements policy/Family Friendly 
Policy  

Existing  N/A 0% 20% 55% 100% 

 

RESOURCES:   

Are all actions resourced within the current 2020/2021 budget plan ? Yes x    No    

 
 



       

24 
 

6. Key activities for 2020/21 
 

SERVICE AREA: Human Resources and Organisational Development 

Community Plan Outcome: Outcomes 1-5  

Corporate Objective: To deliver high quality customer focussed services 

Service Objective: Ensure services meet customers’ needs  

 

What are the Business as Usual 
activities we will deliver (actions) 

What difference will it make 
(outputs/outcomes)? 

How will we know 
(measures)? 

Lead Officer(s) Who do we need to help 
us? (Internal/External 
partners) 

Ensure human resources are in 
place in a timely manner 
 

- Unless absolutely critical 
recruitment has been 
stopped 

The Council will be efficient 
and effective if the right 
people to do the job are in 
place at the right time and 
place 
 
  

% of recruitment exercises 
completed within 6 weeks  
 
 
% of candidates not 
shortlisted candidates to be 
informed within 2 weeks 
from date of shortlisting 
 
 
% of candidates not 
successful at interview to 
be notified within 2 weeks 
from date of interview    

Head of HR and OD 
and HR Managers 
(Resourcing) 

All senior Managers/CLT 
Trade Unions/ 
Elected members 

Ensure that every action 
possible is taken to redeploy 
those employees with no work 
to do as a result of Covid 19 
into alternative work 

Ensure that employees 
have meaningful work to 
do and enable them to gain 
skills in new types of work 

% of staff on furlough 
redeployed into 
alternative work 

Head of HR and 
HR Manager (OD) 

All senior 
managers/CLT/trade 
unions/elected 
members 

A review of all 
casual/agency/temporary staff  

To ensure that all 
permanent employees 
have a role in the Council 
in the first instance  

% of 
temporary/casual/agency 
staff reduced 

Head of HR and 
OD and 
Resourcing 
Managers 

All senior 
managers/CLT/trade 
unions/elected 
members 
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What are the Business as Usual 
activities we will deliver (actions) 

What difference will it make 
(outputs/outcomes)? 

How will we know 
(measures)? 

Lead Officer(s) Who do we need to help 
us? (Internal/External 
partners) 

Ensure the new Core HR  
integrated  attendance/recruitment 
software is implemented  

Will make the Council more 
streamlined and efficient as 
data will be entered only 
once.  Also, will give more 
access to managers to 
update data 

All user acceptance testing 
to be complete by 31 
March 2021 

Head of HR and OD 
and all HR and OD 
Managers   

Finance/Performance 
Improvement 

Ensure HR continues to be 
GDPR compliant 

Ensure all documentation 
and processes are in place 
to ensure compliance  

% of processes to be 
assessed to ensure HR 
is GDPR compliant 

Head of HR and 
OD and all HR 
Managers  

Data Compliance 
Officer  

 
 
 
 

 
 

Performance Measures  

 
Is the 
measure 
Statutory, 
Existing or 
New? 

2016/17 
Actual 

2017/18  2017/18 
Actual  

2018/19 
Actual to 
date 

2019/20 
Actual to 
date 

2020/21 
Target 

% of recruitment exercises completed within 6 
weeks  
 
Most recruitment has been halted 

Existing N/A 100% not 
known, 
measured 
on an 
annual 
basis  

72% 85% 90% 

All user acceptance testing to be complete by 31 
March 2021 

Existing   N/A NA Not 
achieved 

March 2021 
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RESOURCES:   

Are all actions resourced within the current 2020/21 budget plan ? Yes x    No    

      x 
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7. Risks 
 

Ref: Risk Description 

Gross 
Risk 

Current controls 

Residual 
Risk 

Risk 
Status 

Further Action 
Required 

Action Due by Risk Owner 

Notes to 
explain 

rationale 
for 

scoring, 
etc. 

I L R I L R 
Tolerate 
/ Action 

 
Lack of systems to identify 
underperformance by staff 3 6 6 

Capability procedure 
Pride and Performance Conversations 
 3 1 3 Tolerate 

• Continue to have 
staff Pride in 
Performance 
conversations 
with all staff 

  Ongoing  

 HoS and 
OD 
Manager 

  
 
  

 
Lack of awareness by staff of 
their job requirements 4 1 4 

• Ensure job descriptions are up to 
date 

• Have regular meetings with staff   4 1 4 Tolerate   ongoing 

 HoS and 
Service 
Managers 

  
 
  

 
Lack of awareness by staff of 
organisational issues 3 3 9 

• Employee communications 

• IIP programme 3 1 3 Tolerate 

• Roll out of OD 
strategy and 
People Plan 

• Employee 
induction  ongoing 

 HoS and 
OD 
Manager 

  
 
  

 
Employee and ex-employee 
litigation 4 3 12 

Ensure fair and consistent policies are 
in place which are non-discriminatory 4 2 8 Action 

Further review 
policies, procedures 
and practices to 
ensure they are 
consistent and fair  ongoing 

 HoS and 
Employee 
Relations 
Manager 

  
 
  

 
Employer/employee 
inappropriate behaviour 4 3 12 

Whistle blowing policy.  
Employee code of conduct 
Behaviour charter 4 1 4 Tolerate 

Implement new 
whistle blowing 
policy  
Behaviour charter 
distributed   

WB policy - 1 
April 2020 

HOS and 
Employee 
relations 
manager 

 
 
 
 

 High Levels of sick absence 4 3  12 

➢ Return to work interviews 
and absence monitoring  

➢ Review of Absence Policy  
 4 2 8 Action 

➢ Reduction 
in Absence 
Action Plan ongoing 

HOS and 
Employee 
Relations 
Manager  
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8. Resources 

8.1 Staffing 
 
It is crucial that the correct staffing levels are in place for the delivery of this Service Plan to 
be successful.  The structure within the section is completed. All action necessary will be 
taken to ensure there is a full complement of staff.  In addition to this and budgeted for is the 
current and ongoing addition of two temporary members of staff to assist with the 
introduction of the new CORE time and attendance/recruitment software system.  Due to the 
implementation of the new CORE system there are also a number of acting up 
arrangements in place.     
 

8.2 Financial 
 
The HR and OD Service’s budget for the year 2020/2021 is £1,172300. This represents 
2.0% of the Council’s net expenditure.  
 

8.3 Other 
 
Other services which the HR and OD service relies upon at present are the Finance, 
Business Technology, Communications and Performance Improvement Service. HR and OD 
have a good working relationship with all these teams.  Finance staff work closely with HR 
and OD to ensure staff are paid correctly, Business Technology staff are at hand to maintain 
the current PAMS system and will assist on the introduction of the new CORE 2 software 
system.  Performance Improvement staff are at hand to lend assistance and establish 
Performance Improvement plans for any new projects are to develop existing projects.     
 

9. Monitoring and Review 
 
The HR and OD plan will be reviewed on a regular basis to ensure that the HR and OD team 
are on track with regard to achieving key actions with the ultimate goal of achieving the 
targets set.  
 

10. Conclusions 
 
It will be a challenging year for the HR and OD service unit, due to substantial changes in 
circumstances outside of HR and OD’s control which commenced in March 2020, the 
original service plan anticipated had to be significantly revised.  There has been a move 
away from the normal services provided such as recruitment, training, absence 
management, investigations etc, into a more employee welfare role and ensuring that the 
section is up to date with every changing situations which arise in light of the Covid 19 
pandemic. 
 
 
 
   
 


