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Creating Positive Employee Relations 

Difficult times but new opportunities…………………… 

 

The challenges of austerity and the need for workforce design have now 

become “business as usual” for all public sector employers. So too has 

been the need to explore a different relationship with staff. 

Over the last 12 months the Vale of Glamorgan Council have achieved an 

important agreement with our partner trade unions and set out a ‘blue-

print’ for a very different relationship going forward. The agreement has 

been led by our HR team and rests on a number of key pillars including 

supporting change, building flexibility and capacity and engaging our staff.  

Supporting Change Agreement 

The supporting change agreement will help manage salary and headcount 

reductions through innovative approaches to voluntary reductions in 

working hours, annual leave purchase arrangements, the modernisation of 

terms and conditions, a targeted and sustainable approach to downsizing 

and an investment in outplacement support. The agenda has so far helped 

to protect the Council’s record of minimising compulsory redundancies 

whilst also helping to achieve projected savings of £800k. An important 

aspect of the above will be the phased delivery of the Council’s reshaping 

services programme which will help to explore alternative service delivery 

models for the range of our Council services.  

Building Flexibility and Capacity 

This part of the agreement has begun to see the freeing up of many HR 

policies to mirror a different set of employee relationships. The approach is 

based on a clearer statement of expectations of our leaders and staff, the 

stream-lining of process and procedures and then the exploration of a 

revised “Vale Contract” to reflect the requirement for a new relationship.  

This may not be ground-breaking in itself but will form the framework for 

the necessary and increasingly innovative ways of working going forward. 

Key aspects of this included “taking the industry” out of our appraisal 

processes, exploring quicker routes to resolving conflict and grievances, 

and taking a less painful approach to poor performance and indiscipline. 

   



The development of staff/trade union engagement processes 

An important part of the above will be the continuing investment in 

employee engagement which, as part of the above agreement is being 

managed through an open dialogue with all 3000 of our staff over the early 

Spring period led by senior management team.  

The strategy has been designed to be up front about the challenges and 

opportunities for the future, to be clear about the need to transform our 

services and to discuss the implications for staff. A key part of the 

discussion will be the “other part of the equation” i.e. what are the 

expectations of staff in relation to the challenges ahead and what should be 

in the new “Vale Contract.  

The maintenance of close relationships with our trade unions will continue 

to be vital in the choreography of transformation. Such relationships have 

become stronger as a result of the formation of the Council’s Change 

Forum which has been the forum for the development of the above 

agreement. 

A Continuing Focus on Workforce Planning 

The foundation for the above agreement has been the Council’s Workforce 

Plan as developed in partnership with our trade unions, service managers 

and wider stakeholders. All aspects of the agreement stem from the 

direction of travel as set out in the plan and the Council’s annual workforce 

planning “enthusing event”. We have been pleased over recent years that 

the event has been supported by colleagues from across Wales but also 

from the wider UK most notably our colleagues from Birmingham City 

Council and Birmingham University (the latter has been particularly helpful 

in terms of the research study relating to the 21st Century Public Servant). 

The exposure to innovative practice and research from both within the 

organisation and across the wider public sector will continue to help the 

Council focus on the opportunities as well as the challenges going forward. 
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