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RECOMMENDATION 
 

That the committee:- 
 

i) note and comment the work that is being undertaken as part of the 
People Programme; and 

 
ii) note the schedule of reports it is envisaged will be brought to this 

committee for consideration at subsequent meetings. 

Summary 
 

The People Programme has been put in place to ensure that the Council 
puts in place right workforce for the future.  This report provides an update 
on the work that is taking place and provides an outline of some of the 
pieces of work that will be brought to this committee for consideration. 
 
 
 
 
 
 
 
 
 
 
 
 



The significant issues in the report are: 

 

 The workforce in its current form is not a good fit for the future. 
 There is a need for a significant change in culture, performance and 

productivity of the organisation in order to meet the challenges it faces. 
 Unless the required change takes place, the benefits of all the 

Council’s change programmes will not be optimised.  In particular, the 
synergies with the Bristol Workplace Programme are significant. 

 The detailed programme plan and milestones are in development. 
 
 

 
1. Policy 
 
1.1 The People Programme is part of the Council’s overall Changing Bristol 

Portfolio.    
 
 
2. Consultation 
 
2.1 Internal 
 

The programme brief and outline business case for the People 
Programme have been discussed and endorsed by the Council’s 
Strategic Leadership Team. 
 
The Trade Unions and Self Organised Groups were briefed on the 
programme at meetings in March 2012.  The programme brief was 
outlined and clarified with the trade unions at the Corporate JCC on 3rd 
May 2012.   Trade unions and other stakeholders will be involved in the 
programme at work stream level as it develops. 

 
2.2 External 
 

Not applicable 
 
 
3. Context 
 
3.1 The Council has embarked on a major programme to deliver service 

expectations and requirements and the reductions in the Council’s 
budget that has arisen from the 2010 Comprehensive Spending Review.  
A set of change programmes have been put in place to enable the 
council to move to a new organisation by 2014.  These are summarised 
in Appendix A.  The People Programme is one of a number cross-cutting 
programmes which are designed to enable the required change in the 



organisation to take place.  There are significant interdependencies 
between all of the programmes and projects and these are being pro-
actively managed.   

 
3.2 Given the changing service requirements demanded by customers 

accessing council services and the council’s duty to continuously 
improve services, it is clear that the workforce we have is not a good fit 
for the future.  There is a need for a significant change in culture, 
performance and productivity of the organisation.  In addition, we also 
need to put in place the right set of support to enable our employees 
make the transition to our future organisation and secure their 
engagement. We are doing this by extending employee choice and 
increasing the ability of our employees to work flexibly.    Unless the 
People Programme enables the required change to take place, the 
benefits of the Bristol Workplace Programme and other change 
programmes will not be fully realised  

 
3.3 The programme is being delivered through the following work streams:- 

 Reward and Job design  
 Employee health, well-being and productivity  
 Employee resource and sourcing plans 
 Employee involvement and consultation 
 Skills, demographics and investing in local talent 
 Leadership, performance management and succession planning  

 
3.4 In addition, a stand-alone project is being established to put in place a 

new HR service offer aligned to the requirements of internal customers 
and the organisation.  Some organisational changes will probably be 
needed in the HR Function. 

 
3.5  Some of the key change activities taking place are:- 

 
 Embedding systematic leadership performance and talent 

management  
 Putting in place a non-consolidated pay award and designing a new 

reward package 
 Integrating employee health and well being offer and reducing costs 
 Embedding Resource Planning to underpin delivery of MTFP 

requirements for 2013/14 
 Defining the future workforce requirements – including job design 
 Improving employee engagement and consultation and in particular 

moving to a model of consultation where employees and their 
representatives are involved in service design before decisions are 
made  

 



3.6      By 2014, the programme should have led to:- 
 

 An increased number of the right people working in the organisation 
in the right roles who can move roles more easily to meet changing 
organisational requirements. 

 Systematic deployment of employees who have been identified as 
key talent. 

 We will have clear resource plans and will know our medium term 
people requirements (capacity and capability) 

 Our people will have the right skills to do the roles required of them 
 Our people will be healthy, productive and committed  
 Our workforce will better reflect the communities we serve  
 There will be more employees from diverse groups in senior roles  
 Employees who consistently exceed performance expectations will be 

recognised and rewarded accordingly 
 Employees leaving the organisation will be provided with 

comprehensive support, aligned with external market requirements, to 
enable them to find work elsewhere. 

 Managers will have the right tools available to enable them to do the 
job we expect of them. 

 
 
4 Proposal   
 
4.1 It is the proposed that this committee receives regular reports on a 

quarterly basis on how the programme is progressing.  In addition, the 
committee will be asked to approve or consider some of the products 
coming out of the programme.  Currently, reports will be brought on the 
following matters:- 

 

 July 2012 – non consolidated pay award for low paid staff 
 September 2012 – proposals regarding apprentice recruitment and 

retention and pay. 
 November 2012 – Progress Report on the People Programme and 

development priorities. 
 November 2012 – Revisions to Trade Union Consultation Framework 
 January 2013 – Consultation on any MTFP 13/14 proposals 

regarding employment matters  
 February 2013 – Consultation on the proposed Pay Policy statement 

for 2013/14 prior to adoption by Full Council in March 2013 
 February 2013 – Changes to HR policies required by People 

Programme and Bristol Workplace Programme. 
 February 2013 – Progress Report on the People Programme 

 
 



5 Other Options Considered 
 
5.1 None.  If the People Programme was not put in place there is a high 

probability that the Council would fail to deliver the required change in 
culture, performance and productivity. 

 
 
6  Risk Assessment 
 
6.1 There is a comprehensive risk register in place for the programme.  
 
 
7 Public Sector Equality Duties 
 
7a) Before making a decision, section 149 Equality Act 2010 requires that 

each decision-maker considers the need to promote equality for 
persons with the following “protected characteristics”: age, disability, 
gender reassignment, pregnancy and maternity, race, religion or belief, 
sex, sexual orientation. Each decision-maker must, therefore, have due 
regard to the need to: 

 
i) Eliminate discrimination, harassment, victimisation and any other 

conduct prohibited under the Equality Act 2010. 
 
ii)  Advance equality of opportunity between persons who share a 

relevant protected characteristic and those who do not share it. This 
involves having due regard, in particular, to the need to -- 
 
- remove or minimise disadvantage suffered by persons who share 

a relevant protected characteristic; 
 
- take steps to meet the needs of persons who share a relevant 

protected characteristic that are different from the needs of people 
who do not share it (in relation to disabled people, this includes, in 
particular, steps to take account of disabled persons' disabilities); 

 
- encourage persons who share a protected characteristic to 

participate in public life or in any other activity in which 
participation by such persons is disproportionately low. 

 
iii) Foster good relations between persons who share a relevant 

protected characteristic and those who do not share it. This involves 
having due regard, in particular, to the need to – 

- tackle prejudice; and 
- promote understanding. 

 
7b)  Any changes in policies and associated organisational change will be 



the subject individual Equalities Impact Assessments and where 
necessary collectively.  

 
 
Legal and Resource Implications 
 

Legal 
 
None sought 
 
 
Financial 
(a) Revenue 
 

None sought as this report is for information purposes only 
 

(b) Capital 
 
 
Land 
 
N/A 
 
 
Personnel 
 
None as a result of this report 
 

 
Appendices: 
 
Appendix A – Bristol Change Portfolio 
 
LOCAL GOVERNMENT (ACCESS TO INFORMATION) ACT 1985 
Background Papers: 
 
Programme Brief for People Programme 
Slides presented to Strategic Options Delivery Board – May 2012 
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