STAFFING AND APPEALS AAA Cambridgeshire
COMMITTEE AW County Council

Thursday, 25 February 2021 Democratic and Members' Services
Fiona McMillan
Monitoring Officer

14:00 Shire Hall
Castle Hill

Cambridge

CB3 0AP

COVID-19
During the Covid-19 pandemic Council and Committee meetings will be held
virtually for Committee members and for members of the public who wish to
participate. These meetings will held via Zoom and Microsoft Teams (for
confidential or exempt items). For more information please contact the clerk
for the meeting (details provided below).

AGENDA

Open to Public and Press

1. Apologies for absence and declarations of interest

Guidance on declaring interests is available at
http.//tinyurl.com/ccc-conduct-code

2, Minutes - 4th February 2021 3-4
3. Senior Manager Pay Data and Pay Policy Statement 2021-2022 5-14
4, Cambridgeshire County Council People Strategy 15 -32
5. Pay Gap Reporting 33-50

The Staffing and Appeals Committee comprises the following members:
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Councillor Josh Schumann (Chairman) Councillor David Ambrose Smith Councillor
Barbara Ashwood Councillor Nichola Harrison Councillor Peter Hudson Councillor Bill
Hunt Councillor Linda Jones Councillor Mac McGuire

For more information about this meeting, including access arrangements please contact

Clerk Name: Michelle Rowe
Clerk Telephone: 01223 699180
Clerk Email: michelle.rowe@cambridgeshire.gov.uk

Page 2 of 50



Agenda Item No.2

STAFFING AND APPEALS COMMITTEE: MINUTES

Date: 4th February 2021

Time: 9.40 a.m. to 13.40 p.m.

Present: Councillors Ambrose-Smith, Harrison, Hudson, Hunt, Jones, McGuire
Nethsingha (substituting for Councillor Ashwood) and Schumann
(Chairman)

90. Apologies and Declarations of Interest

91.

92.

93.

Apologies were received from Councillor Ashwood. There were no declarations of
interest.

Minutes — 27th November 2020

The minutes of the meeting held on 27th November 2020 were confirmed as a correct
record and would be signed by the Chairman when the Council returned to its offices.

Exclusion of Press and Public

It was resolved unanimously:
That the press and public be excluded from the meeting on the grounds that the
agenda contained exempt information under Paragraph 1 of Part 1 of Schedule
12A of the Local Government Act 1972, as amended, and that it would not be in
the public interest for this information to be disclosed (information relating to any
individual).

Appointment to the post of Director of Resources and Section 151 Officer

The Committee considered the appointment of a Director of Resources and Section 151
Officer.

It was resolved by a majority to:

appoint Tom Kelly to the post of Director of Resources and Section 151 Officer.

Chairman
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Agenda Item No. 3

Senior Manager Pay Data and Pay Policy Statement 2021-2022

To: Staffing and Appeals Committee

Date: 25th February 2021

From: Assistant Director HR Services

Purpose: The purpose of this report is to review the data due to be

published on senior employee remuneration to ensure
compliance with:

- The Local Government Transparency Code 2015
- Chapter 8 of the Localism Act 2011

Recommendation: Staffing and Appeals Committee is asked to approve the Chief

Officer Pay Policy Statement 2021/2022 (Appendix 2) for
consideration by full Council on 16th March 2021.

Officer contact:

Name: Janet Atkin

Post: Assistant Director HR Services
Email: Janet.Atkin@Cambridgeshire.gov.uk
Tel: 07775 024309

Member contacts:

Names: Councillor Joshua Schumann

Post: Chairman of the Staffing and Appeals Committee
Email: Joshua.Schumann@cambridgeshire.gov.uk

Tel: 01223 706398
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Background

In 2015, the Secretary of State for Communities and Local Government
issued The Local Government Transparency Code 2015. The code sets out
the key principles in making local authorities more transparent and
accountable to local people. The Council has been proactive in its compliance
with this code.

In addition, under the Localism Act 2011, Local Authorities are required to
prepare a Chief Officer Pay Policy Statement for each financial year. This
policy statement must be approved by a resolution of the authority, i.e. full
Council, and is required to be published by 31 March.

Current Position

In accordance with the Local Government Transparency Code 2015, we
publish on the Council’s website:

* The names of employees paid £150,000 and above.

* The post title, team, grade, salary range, (in £5000 brackets) and salary
ceiling point for the top 3 tiers of the organisation, along with details of
whether the appointments are permanent or temporary.

* The post title, grade and salary range of employees earning £50,000 and
above.

* The ‘pay multiple’ — the ratio between the highest paid salary and the
median salary of the authority’s workforce.

* Details of vacancies via the jobs portal.

Senior Officer Pay Data
The senior manager pay data is provided in Appendix 1.

There are currently four posts in the organisation that are paid more than
£150,000. These are:

e Chief Executive, Gillian Beasley with a salary of £173,596. This post is
shared with Peterborough City Council on a 50/50 basis therefore
Cambridgeshire pay 50% of this salary. The post is hosted by
Peterborough City Council and therefore appears on their payroll.

e Rachel Stoppard, the Chief Executive of the Greater Cambridge
Partnership (GCP) with a salary of £169,999 (this is made up of basic
salary of £146,930 and an additional market factor payment). The GCP is
an independently operated entity. The Partner Authorities jointly support
the GCP with the majority of the GCP funding coming from a central
government grant. The GCP is not an employer in its own right, its
employees are hosted by Cambridgeshire County Council.

e Wendi Ogle-Welbourne, Executive Director, People and Communities with
a salary of £153,898. This post is shared with Peterborough City Council
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on a 50/50 basis therefore Cambridgeshire pay 50% of this salary. The
post is hosted by Peterborough City Council and therefore appears on
their payroll.

e Stephen Cox, Executive Director, Place & Economy with a salary of
£151,599. Stephen is paid on the Cambridgeshire payroll but the post is
shared with Peterborough City Council on a 50/50 basis therefore
Cambridgeshire pay 50% of this salary.

There are 35 posts in Tier 1 to 3 of the organisation. This compares to 29 in
the previous year. In addition to the Chief Executive, 19 posts in Tiers 1 to 3
are shared with Peterborough City Council.

There are currently 156 officers with total earnings of £50,000 or above. This
is an increase of 27 posts compared to the previous year. This is partly
accounted for by the annual cost of living pay uplift which has increased the
number of employees that are over the 50K threshold. There are also more
instances where employees on grades P2-P4 are taken over the 50K
threshold by the additional elements of pay received in addition to their basic
salary such as overtime payments and allowances.

13 posts paid over £50,000 are shared with Peterborough City Council.

The current median salary of the organisation is £27,041, this is very similar to
the median salary in the previous year which was £27,905. The ratio of the
Chief Executive’s salary to the organisations median salary is 1:6. This is the
same ratio as in the previous year.

The current mean salary for the organisation is £29,463. This is a slight
decrease of £586 from the mean salary of £30,049 in the previous year.

Chief Officer Pay Policy Statement

A copy of the Chief Officer Pay Policy Statement is provided in Appendix 2.
This has been updated to reflect changes in job titles and responsibilities.

Source documents

The Local Government Transparency Code 2015
Local government transparency code 2015

Chief Officer Pay Policy Statement
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Tier

Tier 1

Tier 2

Tier 3

Position (post holder details are only given for posts with an FTE salary of above Directorate

£150,000) Appendix 1

Chief Executive, Gillian Beasley

Director of Public Health
Director of Customer & Digital Services
Chief Finance Officer

Executive Director, People and Communities, Wendi Ogle-Welbourn

Service Director Business Improvement and Development
Service Director, Legal and Governance
Joint Executive Director, Place & Economy, Stephen Cox

Service Director, Adults

Service Director, Community and Safety
Service Director, Commissioning

Director of Education

Service Director, Service Director, Children’s & Safeguarding
Deputy Director Public Health

Head of Public Health Business Programmes
Senior Public Health Consultant

Consultant Public Health

Head of Customer Services

Assistant Director HR Services

Head of Communications and Information
Assistant Director IT & Digital Services
Insurance and Risk Manager

Head of Finance

Chief Executive Greater Cambridge Partnership, Rachel Stopard

Assistant Director - Property
Transformation Manager

Transformation Manager

Transformation Manager

Head of Business Intelligence

Head of Commercial

Head of Impact and Recovery

Service Director for Highways and Transport
Programme Director Connecting Cambridgeshire
Democratic Services Manager

Data Protection Officer

CEX

Public Health

Customer & Digital Services

Resources

People and Communities

Business Improvement & Development
Corporate

Place and Economy

People and Communities
People and Communities
People and Communities
People and Communities
People and Communities
Public Health

Public Health

Public Health

Public Health

Customer & Digital Services
Customer & Digital Services
Customer & Digital Services
Customer & Digital Services
Resources

Resources

Greater Cambridgeshire Partnership
Resources

Business Improvement & Development
Business Improvement & Development
Business Improvement & Development
Business Improvement & Development
Business Improvement & Development
Business Improvement & Development
Place and Economy

Place and Economy

Corporate Services

Corporate Services

FTE salary in £5K
bands (except for

roles with an FTE grade for
salary of £150,000

and above)

£173,596

95,000 - 99,999
115,000 - 119,999
135,000 - 139,999

£ 153,898
130,000 - 134,999
100,000 - 104,999

£ 151,599

130,000 - 134,999
125,000 - 129,999
120,000 - 124,999
130,000 - 134,999
125,000 - 129,999
85,000 - 89,999
50,000 - 54,999
95,000 - 99,999
70,000 - 74,999
55,000 - 59,999
85,000 - 89,999
75,000 - 79,999
95,000 - 99,999
50,000 - 54,999
75,000 - 79,999

145,000 - 149,999
95,000 - 99,999
50,000 - 54,999
50,000 - 54,999
50,000 - 54,999
70,000 - 74,999
70,000 - 74,999
60,000 - 64,999

135,000 - 139,999
80,000 - 84,999
50,000 - 54,999

60,000 - 64,999

Bottom
of pay

the

position

160,367

79,870

106,800
120,683
138,508
120,683
96,220

128,264

120,683
113,205
120,683
120,683
113,205
69,970
42,065
79,870
70,291
58,893
87,456
70,026
87,456
49,268
70,026

128,264
87,456
49,268
49,268
49,268
70,026
70,026
58,893

128,264
78,714
49,268
59,280

Top of Employment Type Notes

pay
grade for

the
position

178,370

107,681
124,296
138,178
160,340
138,178
107,899
151,599

138,178
127,586
138,178
138,178
127,586
86,631
50,479
107,681
85,911
63,575
99,136
75,644
99,136
53,170
75,644

151,599
99,136
53,170
53,170
53,170
75,644
75,644
63,575

151,599
90,393
53,170
72,453

Permanent

Permanent
Permanent
Permanent
Permanent
Permanent
Permanent
Permanent

Permanent
Permanent
Permanent
Permanent
Permanent
Permanent
Permanent
Permanent
Permanent
Permanent
Permanent
Permanent
Permanent
Permanent
Permanent

Permanent
Permanent
Permanent
Permanent
Permanent
Permanent
Temporary
Temporary
Permanent
Permanent
Permanent
Permanent

Role shared with PCC - paid on PCC payroll

Role shared with PCC - paid on CCC payroll
Role shared with PCC - paid on CCC payroll

Role shared with PCC - paid on PCC payroll
Role shared with PCC - paid on CCC payroll
Role shared with PCC - paid on CCC payroll
Role shared with PCC - paid on CCC payroll

Role shared with PCC - paid on CCC payroll
Role shared with PCC - paid on PCC payroll
Role shared with PCC - paid on CCC payroll
Role shared with PCC - paid on CCC payroll
Role shared with PCC - paid on PCC payroll
Role shared with PCC - paid on CCC payroll
Role shared with PCC - paid on CCC payroll
Role shared with PCC - paid on CCC payroll
Role shared with PCC - paid on PCC payroll

Role shared with PCC - paid on CCC payroll
Role shared with PCC - paid on CCC payroll

The Partner Authorities jointly support GCP.
The majority of the GCP funding comes from
a central government grant.

Role shared with PCC

Role shared with PCC - paid on CCC payroll

Role shared with PCC - paid on PCC payroll

Note: There is no overlap between the salary points on the pay spine. The employees' current range above illustrates the £5,000 range that their FTE salary falls within and does not take account of the grade starting point or ceiling.
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Appendix 2

Chief Officer Pay Policy Statement — 2021/2022
Effective from 1st April 2021

1. Introduction

Cambridgeshire County Council is committed to operating consistent, transparent and equitable pay
arrangements for employees and to ensuring equal pay in employment.

This Chief Officer Pay Policy Statement fulfils the Council’s statutory requirements under Chapter 8
of the Localism Act 2011 (“the Act”) and was agreed by Full Council in March 2020. The Chief Officer
Pay Policy applies to all Statutory and Non-Statutory Chief Officers, (including Deputies), of
Cambridgeshire County Council.

In accordance with the Government’s Code of Recommended Practice for Local Authorities on Data
Transparency, the Council publishes information on all employees earning £50,000 or above.

2. Scope

This Statement details the pay policy and practice in relation to all Statutory and Non-Statutory Chief
Officers, (including Deputies) as defined under our Constitution.

3. Basic Pay Determination

The pay grade and the terms and conditions that are applied to each post are determined through
the process of HAY job evaluation. This is an analytical scheme, which measures the relative size of
jobs across the organisation. The key principles underlying our application of job evaluation are:

e Consistently applied across the authority to ensure fairness.

e Applied by appropriately trained and experienced employees.

e Quality assured to ensure that standards are maintained.

e QOpen and transparent and accessible for employees and their representatives.
e Considers the relative size of jobs and not the postholders or pay grades.

e Wholly dependent on job role, function and accountability.

4. Chief Officer Pay (Corporate Leadership Team)
Pay Scale
The pay scale for the Corporate Leadership Team is available on our website.

Staffing and Appeals Committee

The Staffing and Appeals Committee determines, on behalf of Full Council, application of the pay
policy regarding the remuneration of Statutory and Non Statutory Chief Officers (including
Deputies), of the organisation. The Staffing and Appeals Committee comprises 8 members of the
Council.

When determining application of the pay policy, the Committee is advised by the Assistant Director
HR Services (or his/her nominees). The Committee may, having sought the advice of the above,
choose to be advised by an external independent advisor as appropriate.

Pay Award

There is no automatic cost of living increase. The Chief Executive, in consultation with the Staffing
and Appeals Committee determines the level of increase if any, to be applied to the published pay
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rates for Chief Officers, by reference to our performance against Key Measurable Targets and overall
affordability given the prevailing budget decision. In addition, the national award is used as a
benchmark for the cost of living award. Any such recommendation is reported to the Staffing and
Appeals Committee.

Flexibility for Non-Consolidated Payments

The Staffing and Appeals Committee has the flexibility to award one off non-consolidated
performance awards. These are applied in exceptional circumstances only, where individuals have
performed above and beyond their job role. Again this will be dependent on clear performance
criteria and evidenced outcomes as well as affordability.

Any non-consolidated performance award will be a one-off temporary award for a maximum of one
year and based on the development points within each Director Pay grade boundaries and will not
exceed the “Absolute Ceiling” of these pay and grade boundaries.

Individual Salary Progression

There is no automatic progression through the development points. Personal development in role
may be recognised by the award of discretionary consolidated pay movements each year, in
accordance with the locally agreed step values, through the pay/development points.

Application of individual development points will be determined each year by the Chief Executive,
taking into consideration the individual’s performance, as evidenced by the Performance Appraisal
and Development Programme (PADP) rating and overall affordability given our prevailing budget
position.

Awards may be considered only on completion of Personal Development Plans and where
contribution and competence have been suitably evidenced and assessed via the appraisal scheme.
Progression will not go beyond the “Absolute Ceiling” set for each grade.

Acting Up / Partial Acting Up and Honorarium Payments

Where an officer is required to Act-Up into a higher level Chief Officer/Deputy Chief Officer post
he/she will normally be remunerated at the bottom of the higher graded post’s development point
range.

The decision to Act an officer up into a Chief Officer/Deputy Chief Officer post will be within the
remit of the Staffing and Appeals Committee. Where a Chief Officer/Deputy Chief Officer is required
to take on temporary additional responsibilities the Staffing and Appeals Committee may consider
awarding an honorarium payment based on the difference of his/her current salary and the
additional partial role he/she is required to carry out. There will be no flexibility to award above the
“Absolute Ceiling” for the role.

Any honorarium payments made to the Chief Executive will be subject to Full Council approval as
would any payment made to the Returning Officer. In election years, full Council will be asked to
agree any payment to be made to the Returning Officer at the same time as agreeing the Pay Policy.

Market Supplement Payments

Where a business case is put forward to pay a market supplement, this will be presented to the
Staffing and Appeals Committee advised by the HR Director (or his/her nominees) and Chief
Executive for consideration. Any market supplement would be based on a detailed business case
that demonstrates some or all of the following:

e Evidence of unsuccessful recruitment campaigns

Evidence of comparable roles paid at higher levels in benchmark authorities
Significant evidence of higher than normal turn over/attrition rates
Significant business continuity/service delivery risks
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Any market supplement rate would be temporary for a maximum period of 12 months. Market
premiums would be made only in exceptional circumstances and subject to affordability.

Any proposed market supplement payments made to the Chief Executive would be subject to the
above and Full Council approval.

5. Pay Equity — The Pay Multiple

The Council monitors the relationship between the remuneration of its Chief Officers and Deputies
and the rest of the workforce.

The current ratio of the Chief Executive’s FTE salary to the median salary in the organisation is 1:6
based on a median salary of £27,041.

6. Termination of Employment

On ceasing to be employed by the Council, employees will be paid contractual payments due under
their contract of employment. Our Redundancy Policy details the conditions under which
redundancy payments can be made. We calculate redundancy payments based on an individual’s
actual pay, length of continuous service and age.

7. Review

This pay policy statement will be reviewed annually and recommended to Full Council for approval.
We may by resolution of the Full Council, amend this Pay Policy Statement during the course of the
year to which it relates.
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Agenda Item No. 4

Cambridgeshire County Council People Strategy

To: Staffing and Appeals Committee

Date: 25th February 2021

From: Assistant Director HR Services

Purpose: To provide Committee with an update on progress with the People

Strategy action plan, and to summarise the additional people related
work carried out as a result of the COVID-19 pandemic.

Recommendation: The Committee is asked to note the information contained in the report.

Officer contact:

Name: Janet Atkin

Post: Assistant Director HR Services
Email: Janet.Atkin@Cambridgeshire.gov.uk
Tel: 07775 024309

Member contacts:

Names: Councillor Joshua Schumann

Post: Chairman of the Staffing and Appeals Committee
Email: Joshua.Schumann@cambridgeshire.gov.uk

Tel: 01223 706398
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Purpose

The purpose of this report is to provide Members with an overview of progress with
the implementation of the Cambridgeshire County Council People Strategy, and to
summarise the additional people related work carried out as a result of the COVID-19
pandemic.

Summary

The People Strategy was approved by Full Council in May 2019. We presented
progress of implementation at Committee in November 2019 and since this time
significant progress has been made to continue to embed the aspirations outlined in
the strategy.

Through the monthly People Strategy Implementation Board we are continuing to
monitor progress against the People Strategy action plan to ensure a coherent,
joined up approach to all people and workforce related activities.

Over the course of the past 12 months, the COVID-19 pandemic has had a
significant impact on our employees. The places that we work, the need for
employees to undertake new and different job roles, and the need for widespread
reprioritisation of all that we do had to take place virtually overnight in March 2020.
This has led to new ways of working providing both challenge and benefits as well as
many lessons to be learnt from these new practices.

As a result of these learnings and challenges, the people strategy action plan was
revisited and significantly updated through a series of workshops with members of
the People Strategy Implementation Board in October 2020. The revised action plan
can be seen in Appendix One. This report provides a summary of progress towards
this action plan and demonstrates how some of these learnings will continue to
shape our workforce and future People Strategies.

An overview of the current workforce profile is provided in Appendix Two for
information.

Progress to date is summarised under the five strategy themes of:
= Resourcing

= Employee Engagement

=  Wellbeing

= Skills Development and Behaviours

= Reward and Recognition

Resourcing

A careers and job section has been developed on our website and is now live. This
page can be found at: Jobs and Careers. This page enables us to showcase the
Council as an employer and provides an area for us to proudly publish our
achievements, for example the Disability Confident status that we have recently been
reaccredited with.

As a disability confident employer we have proudly been assessed as thinking
differently about disability, and have demonstrated that we take action to improve
how we recruit, retain and develop people with a disability.

Work to streamline our recruitment processes started last year with a review of the

Council’s recruitment policy and associated documentation. Carried out in
collaboration with the Equality and Diversity Network, the aim was to ensure that any
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unconscious bias is challenged at any potential point in the process. Our e-
recruitment system is being re-developed to provide the option for candidates to
submit anonymous application forms — removing the need for candidates to disclose
their name.

The manager’s toolkit that accompanies the recruitment policy has been re-written
and now places much more emphasis on equality as well as an increased focus on
the use of social media — something that we acknowledge in the action plan as
needing developing across the Council.

Alongside the updates to the policy, a new recruitment training course has been
developed. This is now delivered virtually and jointly by the Recruitment and HR
Advisory team in an interactive training event, ensuring that essential skills are
developed in addition to the knowledge shared on recruitment processes. The
training aims to ensure that managers across the organisation are clear on their
responsibilities as a good employer, demonstrating how the reputation of the County
Council can be affected both positively and negatively by the experiences candidates
have during a recruitment process - whether they are successful or not in their
application.

We now have a team of recruitment advisers dedicated to the management of
vacancies and the candidates who apply for roles in People and Communities. This
investment has enabled a complete change to the way we recruit in the directorate,
particularly within social care services. The long traditional application form has been
transformed to a timely interactive process that sees the candidate as the most
important person in the process.

Attracting candidates into certain roles in this directorate is often a challenge so the
context of a pandemic has required the recruitment team to be even more creative.
Over the course of the past year, despite the pandemic, the reliance on agency
workers continues to be kept to a minimum with the focus firmly on the attraction of
permanent staff. To do this, the creative advertising approach developed is
continually refreshed and the use of social media has been a primary method of
reaching out to the audiences we want to draw.

This refreshed approach makes us more competitive in the market and able to attract
and engage candidates who may also be registering their interest elsewhere, a
primary objective of the People Strategy.

The Government announced the launch of the national Kickstart scheme in
September 2020, providing funding to create new job placements for 16 to 24 year
olds on Universal Credit who are at risk of long term unemployment. In order to apply
for the scheme employers must be able to provide a minimum of 30 placements, or
apply through a Kickstart Gateway organisation who can apply on and facilitate
placements on behalf of other employers.

Cambridgeshire County Council applied to be a Kickstart Gateway and in January
2021 received confirmation that the application was successful. This means that we
are now able to arrange placements for ourselves, as well as on behalf of
Peterborough City Council and other partner organisations that wish to host
placements.

We have already had a lot of interest from partners, and hope that we will start to
host placements from March 2021. This scheme is an excellent way to attract
younger employees to the Council and help them see the Council as an attractive
employer whilst also giving us a mechanism to encourage some of our own care
leavers into roles - both things that we have outlined in our people strategy as being
priorities.
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As a local authority, we were only able to utilise the Government’s Furlough Scheme
for a small number of roles in services that were externally funded, for example, the
Outdoor Centres. The impact of COVID-19 meant that overnight, the workload for
many services significantly increased whereas other services had work put on hold.
A redeployment hub was set up to manage resources across the Council and as a
result we were able to redeploy hundreds of employees to areas of need. This also
gave us the ability to provide work to employees that had to work from home due to
shielding, but could not carry out their substantive roles remotely. A survey sent out
to employees who were redeployed identified that some employees really enjoyed
their time in a redeployed role. This process which was established and set up, with
template redeployment agreements and employee checklists, within a number of
days was a great demonstration of how resource can be swiftly moved across the
organisation to areas of demand — an aspiration within the People Strategy. The
learnings from this will be considered in future policy reviews.

Skills Development and Behaviours

A priority for this theme has been the development of a new appraisal process for
Cambridgeshire — “Our Conversations”. This piece of work has been developed
alongside Peterborough City Council to implement an overarching performance
management framework, removing the need for a burdensome paper based annual
process. The new scheme was due to be launched in April 2020, but was delayed for
one appraisal year due to Covid-19 and is on track to be in place for April 2021.
Feedback from employee focus groups has had a direct influence over the proposed
new model which will focus much more on robust and regular conversations with a
strong wellbeing focus.

A new behaviours framework has been agreed and is being launched early 2021 with
a 12-18 month rolling campaign to embed the values across the Council. In addition,
“Our Values and Behaviours” will be fully integrated into the new performance
management framework as well as other people related processes and policies such
as recruitment and induction.

Our agile working policy has been rebranded to “Our Ways of Working” and fully
reviewed to both encompass some of the learnings gained from the new ways we
have been working over the past 12 months, and to also incorporate “Our Values and
Behaviours”. Although seemingly very ambitious when launched in September 2019
the COVID-19 situation led to some very quick learning and developments in this
area which, in part, has helped with the embedding of some of the agile principles.

We currently have 123 employees undertaking an apprenticeship qualification in a
variety of professions and across a wide range of apprenticeship levels. We have
many established apprenticeship frameworks in place across the Council and will
continue to develop these over the next year, linking in with other initiatives such as
the Kickstart scheme.

Aligning the principles of the ‘Our Ways of Working’ policy with the Cambs2020
programme has meant that we have been able to start planning the design of the hub
and spokes buildings to facilitate agile working practices. Physical space
configurations and furniture choices have taken the ways of working into
consideration and as a result we have made changes to the way in which we
propose to use the buildings space in a number of our office locations. In addition,
training has been developed for managers and employees incorporating these new
ways of working and these will continue to be delivered during 2021.

The Council took a corporate decision to extend all new employees probation review

periods at the start of the COVID-19 pandemic. The pandemic meant that we had to
look to recruit and engage in a different way including the induction of new
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employees. This is something that we continue to work on as remote working
continues.

Wellbeing

The Council’'s Respect@Work policy was reviewed in November 2020, 18 months
after being launched, to ensure it was still fit for purpose and being used. Individuals
who have used the policy were encouraged to provide feedback that led to a number
of significant positive changes, including:

= Statements added to the policy providing examples of behaviours that are
appropriate and ensuring that it is clear that the Council has a zero tolerance
approach to any bullying or harassment.

» Adding a specific section about discrimination, covering all protected
characteristics, but making it clear that as a Council we take a firm stance that
discrimination isn’t acceptable, rather than it just being a legislative requirement.

= A series of case studies were developed providing examples of behaviours
deemed appropriate or inappropriate.

The Mental Health in the Workplace training that was provided to Directors in 2019
has rolled out across the Council. These sessions have been very positively received
with feedback from the sessions being excellent. So far, over the past 12 months,
491 employees have attended the general Mental Health Awareness workshop. In
response to the ongoing challenges of the pandemic and the difficulties that
managers have expressed about continuing to support their teams remotely, an
additional course was developed and roll out commenced in December 2020,
specifically for managers. 32 people have attended this to date and further dates are
planned.

The intense pressure on front-line services, coupled with a mass overnight move to
wide-spread remote working in March 2020, presented an immediate need to ensure
that engagement with our employees on their wellbeing was regular and effective.
The existing Wellbeing Action Group, developed when the People Strategy was
launched in 2019 and comprising colleagues from a range of services (HR, Public
Health, Health & Safety, Communications), rapidly increased the level of activity
ensuring that our workforce were supported through the changes.

The Wellbeing Action group launched a single landing page on the Council’s intranet
site in April 2020, collating all wellbeing topics and links to resources (The Wellbeing
Portal). Since its launch this has generated 2,316 unigue viewers and 9,187 visits. In
addition, the group have led and developed the following during the COVID-19
situation:

¢ Regular promotion of wellbeing topics and resources via Wellbeing Tips, included
in all staff bulletins and newsletters e.g. Friday Focus. There have been 83 staff
bulletins, issued daily during lockdowns, and at least weekly outside of lockdown
periods. Each of these has included at least one Wellbeing Tip, directing
employees to resources and sources of support, both within and outside the
Council. Additionally, these tips have been included in 45 newsletters since
March 2020.

e Launch of Wellbeing Hours. This is an initiative intended to provide more in-depth
information on wellbeing hot topics, via a virtual meeting, which is recorded in
order to be available afterwards on the Wellbeing Portal. These sessions create
an opportunity for people to come together from across the organisation, ask
guestions, give feedback, and feel part of a shared session. To date there have
been 4 sessions, held once a month and these have been well attended:
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#1 Intro to wellbeing (September): 170 bookings + 288 combined views
(CCC+PCC) for the summary article with replay video

#2 Back Care (October): 142 bookings + 466 views

#3 Mind calm space (November): 237 bookings (no recording available)
#4 Alcohol awareness (December): 104 bookings + 159 views

Feedback is sought after each session and any questions asked in the chat are
followed up with the relevant subject matter expert. For two of the sessions, 100% of
participants answered that they found the session useful; the other two sessions
were 85% and 95%, indicating a high degree of satisfaction.

Whilst most teams and employees have continued to work from home since March
2020, a process has been put in place whereby managers can request for members
of their team to return to an office location when they have concerns about the
individual’s wellbeing. A Buildings Recovery Group was established by JMT to
support this process comprising of Heads of Service from Business Improvement &
Development, Property and HR and permission is granted to individuals where there
is evidence that working from home is having a significant negative impact on their
physical or mental wellbeing.

IT equipment has been provided for employees who are working from home, and a
significant amount of support and information has been provided by our Health and
Safety team on how to create a good work space at home, and work safely whilst
acknowledging that not everyone has dedicated work areas at home.

Employee Engagement

Engagement with employees throughout this year has remained high, and despite
the challenges caused by COVID-19, focus groups and policy and training pilots
have continued to take place with employee engagement being even more of a
priority during this time. Workshops, focus groups and staff consultations have taken
place with different groups of employees to consider:

» The Respect@Work policy review

» The recruitment policy updates

= Cambs2020 moves and changes to ways of working

Corporate communication has been particularly high since the start of the pandemic,
with frequent, sometimes daily, all Officer Emails being sent out as national guidance
is issued. Accompanying these messages has been a frequently asked questions
document, managed by the HR team, and updated weekly in line with national or
Council changes.

Office365, and with it Microsoft Teams and Yammer, has been launched over the past
12 months. This has proved to be an essential tool to encourage teams to get together
virtually when we cannot meet in person.

We pride ourselves on our good working relationships with trade unions. In addition
to the monthly Corporate Joint Panel meeting, we engage trade unions in all people
related activity, have had trade union attendance at the recent focus groups and
during the COVID-19 period we have held weekly or fortnightly meetings with all
three recognised trade unions.

Specific COVID-19 engagement related actions included a Council wide wellbeing
survey carried out in May 2020. The response rate for this survey was high with 1717
respondents and the resulting action plan was published. These plans are referred to
regularly in identifying key topics, trends, and resources to promote via employee
communications.
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New monthly pulse engagement surveys have been launched focusing on specific
topics. The first being Wellbeing and the second one Equality, Diversity and
Inclusion. The pulse surveys have proved to be a success with good response rates
and will continue to be run monthly.

More recently, the introduction of the weekly “The Covid Conversations’ has been
particularly popular and well received. These weekly Microsoft Teams sessions are
hosted by the Chief Executive and other members of the Joint Management Team.
The 25 minute sessions are open for all employees to join and they focus on a
different subject each week. Up to 350 employees can join at any one time with the
sessions also being recorded and posted on Camweb. Sessions to date have
focused on the vaccination programme, balancing home schooling and working, and
a Council financial update.

Reward and Recognition

The appraisal review has involved developing a new pay mechanism to progress
employees though the Cambridgeshire pay scales, whilst retaining the performance
related element of progression. Launched alongside this in April will be a promotion
of existing reward and recognition mechanisms such as the Council’'s Honoraria
scheme and the Employee Recognition scheme.

Long service awards have been re-introduced within the Council, providing recognition
to long serving employees through shopping vouchers and a day’s leave.

As a result of the COVID-19 situation and the increased pressure on all services at
the start of the 2020/21 appraisal year, JMT took the decision to delay the
requirement to set appraisal objectives to October 2020. Objectives set in October
were proposed to cover the period October 2020 — March 2021.

As a thank you for keeping the Council’s services running, all staff were given the
three day break between Christmas and New Year as a thank you without having to
use their annual leave entitlement. This was really positively received by employees
and allowed the vast majority of our workforce to have a restful break over the
Christmas period