
1 
 

 
 
Gareth Owens LL.B Barrister/Bargyfreithiwr 
Chief Officer (Governance) 
Prif Swyddog (Llywodraethu) 
 

 
 

 

 

 
To: Cllr Carolyn Thomas (Chair) 

Councillors: Marion Bateman, Clive Carver, 
Paul Cunningham, Peter Curtis, Ian Dunbar, 
Andy Dunbobbin, Robin Guest, Ron Hampson, 
Joe Johnson, Richard Jones, Richard Lloyd, 
David Roney, Paul Shotton and Arnold Woolley 

 
CS/NG 

 
6 February 2015 

 
Maureen Potter 01352 702322 

maureen.potter@flintshire.gov.uk 
 

 
 
Dear Sir / Madam 
 
A meeting of the CORPORATE RESOURCES OVERVIEW & SCRUTINY 
COMMITTEE will be held in the DELYN COMMITTEE ROOM, COUNTY HALL, 
MOLD CH7 6NA on THURSDAY, 12TH FEBRUARY, 2015 at 10.00 AM to consider 
the following items. 
 

Yours faithfully 
 

 
 

Democracy & Governance Manager 
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2 DECLARATIONS OF INTEREST (INCLUDING WHIPPING 
DECLARATIONS)  
 

3 MINUTES (Pages 3 - 12) 
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4 REVENUE BUDGET MONITORING 2014/15 (MONTH 8) (Pages 13 - 46) 

 Report of Chief Officer (People and Resources)  
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5 UPDATE ON THE DEVELOPMENT OF THE PEOPLE STRATEGY 2015 - 18 

 To receive a presentation from Chief Officer (People and Resources) 
 

6 PERFORMANCE APPRAISAL COMPETENCY BASED MODEL. (Pages 47 - 
74) 

 Report of Chief Officer (People and Resources)  
 

7 FORWARD WORK PROGRAMME (CORPORATE RESOURCES) (Pages 75 
- 78) 

 Report of Member Engagement Manager  

 



CORPORATE RESOURCES OVERVIEW AND SCRUTINY COMMITTEE 
 15 JANUARY 2015 

 
Minutes of the meeting of the Corporate Resources Overview and Scrutiny 
Committee of the Flintshire County Council held at County Hall, Mold on 
Thursday, 15 January 2015 
 
PRESENT: Councillor Carolyn Thomas (Chair) 
Councillors: Marion Bateman, Clive Carver, Paul Cunningham, Andy 
Dunbobbin, Robin Guest, Ron Hampson, Joe Johnson, Richard Jones, David 
Roney, Paul Shotton and Arnold Woolley  
 
ALSO PRESENT:  
Councillor Haydn Bateman attended as an observer 
 
APOLOGIES: 
Leader of the Council 
Councillors: Peter Curtis, Ian Dunbar and Richard Lloyd 
 
CONTRIBUTORS:  
Deputy Leader, Chief Executive, Chief Officer (People and Resources), 
Corporate Finance Manager, Finance Manager, Revenues & Benefits 
Manager and Benefits Manager 
 
IN ATTENDANCE:  
Member Engagement Manager and Committee Officer 
 

55. DECLARATIONS OF INTEREST 
 
  No declarations of interest were made.  

 
56. MINUTES 

 
The minutes of the meeting of the Committee held on 11 December 

2014 had been circulated to Members with the agenda. 
 
Councillor Arnold Woolley referred to page 4 and felt that the minute on 

Mid Year Chief Officer Performance Reports did not reflect that had been 
agreed at the meeting.  He opined that on the issue of virements, he had 
requested a full report on the reason why the virements existed and it had 
been agreed that a report detailing the facts would be submitted to the 
Committee when it was available; this was not reflected in the minute.  He 
raised significant concern about the potential for non-compliance with 
procedures and said that it was important for Members to be aware of the 
detail behind virements.   

 
In response, the Member Engagement Manager said that he had 

spoken to the Scrutiny Facilitator and the Committee Officer who had 
attended the meeting and neither had noted a decision for a report to be 
provided to the Committee.  Councillor Woolley indicated that there had not 
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been a formal decision but agreement had been reached with officers to 
provide the report.  The Member Engagement Manager added that a meeting 
had since taken place with Councillors Woolley and Nigel Steele-Mortimer, the 
Chief Officer (People and Resources) and the Corporate Finance Manager to 
discuss issues that Councillor Woolley had raised.  Councillor Woolley 
confirmed that the meeting had taken place but had not addressed the issue 
of virements.   

 
The Chair could not recall if a report had been requested and 

Councillor Paul Shotton commented that the Leader of the Council had 
indicated at the meeting that he was not aware of the situation and wanted 
further information on the issue.  The Chief Executive felt that there were two 
issues which needed dealing with separately; the first being the request for a 
report on virements and practices, which could be provided and secondly 
Councillor Woolley’s enquiries and concerns about historical practices.  The 
Deputy Leader raised significant concern at the issues raised by Councillor 
Woolley, particularly as he had been Executive Member for Finance at the 
time of some of the issues.  He also suggested that Councillor Woolley should 
share his letter to the Ombudsman with Officers and Members.   

 
In response to a comment from the Chair on minute number 48 

(Quarter 2 Improvement Plan Monitoring Report), the Chief Executive advised 
that a report would be submitted to the Committee when an update on the 
proposed demolition of the Civic Offices in Connah’s Quay was available.   

 
RESOLVED: 
 
That the minutes be approved as a correct record and signed by the Chair.         

 
57. BUDGET CONSULTATION PROCESS 
 
  The Chief Executive provided a verbal update on the national and local 

budget position and gave a broad indication of the issues to be discussed at 
Cabinet on 20 January 2015.   

 
  He commented on the discussion that had taken place at the previous 

meeting about the Chancellor’s Annual Statement and the support provided 
by the Committee to lobby for Flintshire’s share of the funding.  He advised 
that a letter that had been requested by the Committee at that meeting had 
not been sent.  However, a positive meeting had taken place on 19th 
December 2014 with Leighton Andrews, the Minister for Public Services, on 
issues including Community Asset Transfer and what could be done to protect 
front line services.  Work would be undertaken to establish whether funding 
for such issues was available from Welsh Government along with applying for 
any available funding from the balance remaining from the monies referred to 
in the Autumn Statement.   

 
  On the issue of local budget consultation, the Chief Executive thanked 

Members for their support and explained that the first budget Overview & 
Scrutiny budget meeting would take place on Thursday, 22nd January 2015.  
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He spoke about the budget proposals which had been shown on the Council’s 
website and the small number of comments received compared to the 
significant number of ‘hits’ to the website.  The public consultation responses 
would be available for Members to consider at the budget meetings.  A verbal 
update and presentation was to be provided to the Cabinet meeting on 20th 
January 2015 to provide details on closing the budget gap.  Substantial 
progress had been made on this issue and the Chief Executive thanked all 
those who had undertaken work on the budget proposals.   

 
  The Deputy Leader echoed the words of the Chief Executive and 

welcomed the questions submitted by Members and their involvement in the 
process.  He commented on the Cabinet meeting on 20th January 2015 and 
the work that was still ongoing on the budget proposals.  He reminded the 
Committee that the budget for 2015/16 would also be considered at the 
County Council meeting scheduled for 17th February 2015.   

 
  Councillor Richard Jones spoke about the national budget position and 

the extra funding in the Autumn Statement.  He commented on the £40k that 
was being used for rate relief and was therefore not available for Council’s to 
apply for to use for other purposes.  He spoke of concerns in the Health 
Service and suggested that a request be made to WG for funding for specific 
portfolio areas that the Council wanted to retain.  In response, the Chief 
Executive said that the Council had not been consulted on the use of the extra 
funding and he commented on positive discussions with the Director of NHS 
Wales on the interrelation between health and social care issues.   

 
  In response to a comment from Councillor Marion Bateman, the Deputy 

Leader said that he felt that savings could be made by collaborating with 
neighbouring authorities even if Councils did not merge.  It was important to 
protect front line services and he spoke of the discussions and work that 
needed to be undertaken to assist in this.  The Chief Executive spoke of the 
Medium Term Financial Plan and the need for Councils to be made aware of 
indicative funding for future years.  He expressed concern that future cuts 
similar to those faced this year could result in difficult choices being made.  He 
commented on the work by the Minister for Public Services on the White 
Paper for Local Government and his positive comments at the meeting in 
December 2014 on the future of local government.  The Deputy Leader spoke 
of a meeting that the Leader of the Council was attending with the First 
Minister to discuss issues such as Local Government Reorganisation and said 
that he would be making representations about the need for the Council to 
receive indicative budget proposals for future years to allow early works on 
budgets for 2016/17 and the following years.   

 
  The Chair asked whether the White Paper would include financial 

details behind possible mergers between Councils.  The Chief Executive 
responded that the scope of the White Paper was not yet known but it was 
anticipated that a significant amount of detail on the governance of Councils 
would be included but it was not expected to include financial planning.  He 
spoke of a document published by the Chartered Institute of Public Finance 
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and Accountancy (CIPFA) on the proposed costs of a Local Government 
Review and the benefit of cost reductions.   

 
  Councillor Robin Guest spoke of the gap between Welsh Government 

and Local Government and the recent comments about reducing the number 
of Councillors but increasing the number of Assembly Members.  On the issue 
of the letter requested at the previous meeting outlining Member’s concerns 
on hypothecated funding, he raised concern that the letter had not been sent 
and queried what had changed to make the letter irrelevant.  He also sought 
clarification on whether the Chair had been involved in the decision not to 
send the letter, which the Chair confirmed she had not.  The Deputy Leader 
felt that the Leader would be discussing the concerns that had been raised at 
the 11th December 2014 meeting, and therefore what would have been 
included in the letter, when he met with the First Minister.  He agreed to speak 
to the Leader and send Members a note about issues that had been 
discussed at the meeting.  The Chief Executive explained that the concerns 
had also been raised with the Minister for Public Service when he visited the 
Leader and Chief Executive in December 2014 but added that a letter could 
still be sent if the Committee requested it.   

 
  Councillor Richard Jones was disappointed that the letter had not been 

sent and added that WG had had an opportunity to provide some of the 
additional funding, referred to in the Autumn Statement, to Councils for local 
choice but this had not been taken.  The Chief Executive said that it was his 
understanding that the amount for the ‘consequentials’ would be a recurring 
amount that would be built into budgets and would therefore be available for 
future years.   

 
  Councillor Paul Shotton welcomed the drop-in sessions for Members 

on the budget proposals.  On the issue of working with Wrexham Council, he 
suggested that a letter be sent to the Corporate Resources Overview & 
Scrutiny Committee, or its equivalent, on possible savings that could be made 
by collaborating.  Councillor Richard Jones suggested that they be invited to a 
joint meeting to discuss such issues.  The Deputy Leader suggested that a 
press release be sent out about the suggestion but it was agreed that this not 
be undertaken.  Following a comment from Councillor Bateman, the Chief 
Executive confirmed that savings had been identified for collaboration on 
areas such as Planning, ICT and Human Resources.  Councillor Richard 
Jones requested that a list be sent to Members of the areas where 
collaboration with neighbouring authorities was taking place; the Chief 
Executive confirmed that this was possible.         

        
 RESOLVED: 
 
 (a) That the update be received; and 
 

(b) That a letter be sent to Corporate Resources Overview & Scrutiny 
Committee, or its equivalent, at Wrexham County Borough Council 
about a joint meeting to discuss possible savings through collaboration.  
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58. REVENUE BUDGET MONITORING 2014/15 (MONTH 7) 
   

The Corporate Finance Manager introduced a report to provide 
Members with the latest Revenue Budget Monitoring 2014/15 (Month 7) for 
the Council Fund and Housing Revenue Account which was to be submitted 
to Cabinet on 20 January 2015.   

 
  For the Council Fund, the projected net in year expenditure, which 

included variances in pay, was forecast to be £0.821m lower than budget and 
was a £0.060m reduction on Month 6.  Appendix 1 detailed the movement 
since Month 6 and the rebasing of workforce budgets as detailed in paragraph 
3.02 had resulted in changes to portfolio budgets.  Section 3.06 detailed the 
efficiencies and it was currently projected that £7.597m of the £8.840m (86%) 
would be achieved.  Details of the workforce efficiencies and voluntary 
redundancy scheme were provided in paragraphs 3.10 and 3.11 with the 
second scheme resulting in an additional contribution of £0.240m of 
efficiencies to the overall target.  The overall projected position for 2014/15 
was summarised in the report.             

   
  Section 5 detailed the risks and assumptions and in section 6 the 

undermarked reserves were detailed.  Taking into account amounts needed to 
be used from the unearmarked reserves and the current projected outturn at 
month 7, the projected balance on the contingency reserve at 31 March 2015 
was £3.762m and this was summarised in appendix 4.      

 
  The HRA was projected to have an overall underspend of £0.083m and 

a projected closing balance at month 7 of £1.249m, which at 4.15% of total 
expenditure satisfied the prudent approach of ensuring a minimum level of 
3%; appendix 5 detailed the reasons for significant variances.   

 
  On the issue of risks and assumptions, Councillor Richard Jones 

suggested that values could be included to allow Members to compare the 
risks month on month.  He also raised concern that the budget headings, 
particularly for Social Services, changed each month which did not allow for 
easy comparison and added that where actions were required, further detail 
could be included.  In response, the Corporate Finance Manager explained 
that work was being undertaken and the inclusion of figures for the risks and 
assumptions could be addressed for future reports.  He added that the Social 
Services budget headings would be looked at in detail.  The Chief Executive 
commented that, where possible, narrative about whether the risk was stable 
or not could be included.  In response to a further query from Councillor 
Jones, he advised that MRP stood for Minimum Revenue Provision.         

 
  Councillor Robin Guest sought further detail on why some of the 

workforce efficiencies could not be achieved.  The Chief Executive 
commented on the three major areas of review which included overall 
workforce reduction and the admin review.  He provided details of the 
efficiencies that had been achieved and commented on the overall reduction 
of 40% for the admin review.  He remarked on the work undertaken as part of 
the ‘Value for Money’ proposals. 
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  Councillor Richard Jones referred to the appendix 1 and asked for 
further detail on the £0.144m variance in Disability Services and whether the 
vacancy saving of £0.292m in Development & Resources would continue to 
year end in March 2015.  He also asked about the Central Loans and 
Investment Account (CLIA) reduction of £0.157m and the movement on 
workforce efficiencies less investment costs of £0.621m.  In response, the 
Corporate Finance Manager advised that he would provide details on the 
£0.144m variance in Disability Services and he confirmed that the £0.292m 
vacancy saving in Development & Resources would continue to the year end.  
He provided details of the CLIA reduction and explained that paragraph 3.15 
provided information on the £0.621m workforce efficiencies.   

 
  Councillor Paul Shotton asked about the results of the Single Person 

Discount Review for Council Tax and whether a reduction in those claiming 
had been achieved.  The Revenues & Benefits Manager advised that 
following the review, 26% of claimants were no longer eligible to receive the 
discount.  In response to a further question from Councillor Shotton about the 
costs for the former Euticals site in Sandycroft and whether funding was being 
sought from Welsh Government, the Chief Executive said that costs were 
known for the costs of phase 1 of the clearance of the site and that 
discussions would be undertaken with WG about whether any funding was 
available for the unique situation.   

 
  The Chair asked whether details of the Council Tax rate for 2015/16 

and other charges for tenants would be discussed at Cabinet on 20th January 
2015 as they were keen to find out what the charges would be.  The Deputy 
Leader said that work on the budget had been based on a 3% rise in Council 
Tax.  The Chief Executive added that details of the budget would be 
discussed at Cabinet and County Council on 17th February 2015 and that the 
Cabinet meeting on 20th January 2015 would provide an update on the work 
undertaken on the budget gap to give Members confidence about closing the 
gap.   

 
 RESOLVED: 
 
 That the report be noted.        

                                               
59. COUNCIL TAX REDUCTION SCHEME 
 
  The   Revenues & Benefits Manager introduced a report to explain the 

requirements to adopt the Council Tax Reduction Scheme for 2015/16 by 31st 
January 2015 and to seek support for this.   

  
  He detailed the background to the report and explained that there was 

a requirement for the Scheme to be adopted each year.  The regulations for 
2015/16 ensured that qualifying taxpayers continue to receive a reduction of 
up to 100% of their Council Tax bill if they were eligible.  The Revenues & 
Benefits Manager explained that figures for calculating the entitlement to a 
reduction had been uprated for Non-dependent deductions, the applicable 
amount and the disregard that applied when calculating a person’s income.  It 
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was reported that some of the 2013 Regulations had also been amended and 
full details were provided in the report.   

 
The Revenues & Benefits Manager detailed the additional elements 

that the Council had limited discretion to apply, that were more generous than 
the national scheme, but added that the Council were required to adopt the 
scheme by 31st January 2015 regardless of whether it applied any of the 
discretionary elements.  The Council’s approach to applying the available 
discretions was detailed and the Revenues & Benefits Manager advised 
Members that there were no additional monies available from Welsh 
Government (WG) to fund the discretionary elements.  The amount of Grant 
received from WG was limited to £9.958m for 2015/16 and this was provided 
on a fixed rather than a demand led basis.      

 
Councillor Paul Shotton welcomed the report and proposed that the 

Scheme and the Discretionary elements be strongly supported.  Councillor 
Richard Jones raised concern at the lack of consultation by WG with Councils 
on the scheme and that Authorities should be able to voice their concerns 
about the costs that were incurred in applying the scheme.  In response to a 
question from Councillor Robin Guest, the Revenues & Benefits Manager 
commented on the possible shortfall for applying the scheme but added that 
the total projected costs of the scheme would be finalised and budgeted for 
once the Council Tax increase for 2015/16 had been agreed.   

 
Councillor Jones felt that WG should recognise that implementation of 

the scheme was a pressure on Councils and suggested that a letter be sent to 
WG seeking their support.  The Chief Executive reiterated that a fixed amount 
was paid by WG for the scheme and added that the Medium Term Financial 
Plan would need to reflect this type of pressure on Councils that was not in 
their control.  Councillor Jones then withdrew his suggestion to send a letter to 
WG.     

 
 In response to a question from Councillor Clive Carver, the Revenues 
& Benefits Manager detailed the reduction in those claiming the Council Tax 
Reduction and said that there was an element of volatility in the fluctuating 
figures.    

 
RESOLVED: 
 
(a) That the laying of the Council Tax Scheme (Prescribed Requirements 

and Default Scheme)(Wales)(Amendment) Regulations 2015 be noted; 
and   

(b) That the Scheme as set out in paragraph 3.02 and the 
recommendations to maintain the current discretionary elements be 
strongly supported.       

 
60. PEOPLE STRATEGY UPDATE 
 
  The Chief Officer (People and Resources) provided a verbal update on 

the People Strategy Workshop that had been held on 12th December 2014.   
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  The current Strategy up to 2014 had identified five specific priorities 

and the Authority was now in a position to design the next phase of the 
Strategy for 2015 to 2018.   

 
  The purpose of the workshop had been to consider the key themes and 

the level of attendance, engagement and contribution had been pleasing.  
Four key themes had been identified which included professional 
development, policy & culture and skills & talent development and Members 
had been clear about the importance of managing skills for the future.  The 
next stage would be for the Chief Officer Team to consider the themes and 
key priorities to ensure that they linked in with the business plans.  The Chief 
Officer ((People and Resources) suggested that an interim report setting out 
the key themes and providing an update be submitted to the 12th February 
2015 meeting of the Committee. 

 
 RECEIVED: 
 
 That the update be received.                   

 
61. REPORT BACK FROM THE PERFORMANCE TASK & FINISH GROUP 
 
  The Member Engagement Manager introduced a report to advise the 

Committee on the outcomes from the meeting of the Performance Task & 
Finish Group.   

 
  He explained that a meeting had been held on 21 November 2014 

which was attended by Councillors Carolyn Thomas and Richard Jones, the 
Chief Executive, the Team Leader for Performance and the Member 
Engagement Manager.  A range of outcomes had been identified and these, 
along with outputs and timeframes, were detailed in the appendix to the 
report.  The Chief Executive felt that the meeting had been positive.   

 
  RESOLVED: 
 
 That the Committee welcome and endorse the outcomes of the Task & Finish 

Group and commend them to each of the other Overview & Scrutiny 
Committees and to Cabinet.   
 

62. FORWARD WORK PROGRAMME 
 

 The Member Engagement Manager introduced the report to consider 
the Forward Work Programme for the Committee.   
 
 The Member Engagement Manager detailed the items for consideration 
at the meetings scheduled for 22nd January, 30th January and 12th February 
2015.  The Chief Officer (People and Resources) had also earlier indicated 
that she would provide an update report on the People Strategy to the 12th 
February 2015 meeting.  The Chief Executive suggested that a report on the 
Medium Term Financial Plan be submitted to the March or April 2015 meeting.   
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 RESOLVED: 
 
 That the Forward Work Programme, as amended at the meeting, be 

approved.    
 
63. MEMBERS OF THE PUBLIC AND PRESS IN ATTENDANCE 
 
  There were no members of the public or press in attendance. 
 
 

(The meeting started at 10.30am and ended at 12.25 pm) 
 
 
 

6666666666 
Chair 
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FLINTSHIRE COUNTY COUNCIL 
 
 

REPORT TO: 
 

CORPORATE RESOURCES OVERVIEW & SCRUTINY 
COMMITTEE 

DATE: 
 

THURSDAY, 12 FEBRUARY 2015 

REPORT BY: 
 

CHIEF OFFICER (PEOPLE AND RESOURCES) 
 

SUBJECT:  
 

REVENUE BUDGET MONITORING 2014/15 (MONTH 
8) 

 
 
1.00 
 
1.01 

PURPOSE OF REPORT 
 
To provide Members with the Revenue Budget Monitoring 2014/15 
(Month 8) report. 

  
2.00 
 
2.01 

BACKGROUND 
 
The revenue Budget Monitoring 2014/15 (Month 8) report will be 
presented to Cabinet on 17 February 2015. A copy of the report is 
attached as Appendix A to this report. 

  
3.00 
 
3.01 

RECOMMENDATIONS 
 
Members are asked to note the report and provide any relevant 
comments to Cabinet. 

  
4.00 
 
4.01 

FINANCIAL IMPLICATIONS 
 
As set out in the report. 

  
5.00 
 
5.01 

ANTI POVERTY IMPACT 
 
None. 

  
6.00 
 
6.01 

ENVIRONMENTAL IMPACT 
 
None. 

  
7.00 
 
7.01 

EQUALITIES IMPACT 
 
None. 

  
8.00 
 
8.01 

PERSONNEL IMPLICATIONS 
 
None. 

  
9.00 CONSULTATION REQUIRED 
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9.01 

 
None. 

  
10.00 
 
10.01 

CONSULTATION UNDERTAKEN 
 
None. 

  
11.00 
 
11.01 

APPENDICES 
 
Appendix A – Revenue Budget Monitoring 2014/15 (Month 8) report. 

  
 

 LOCAL GOVERNMENT (ACCESS TO INFORMATION ACT) 1985 
BACKGROUND DOCUMENTS 
 

  
 Contact Officer: Sara Dulson 

Telephone: 01352 702287  
Email: sara.dulson@flintshire.gov.uk 
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FLINTSHIRE COUNTY COUNCIL 

 
 

REPORT TO: 
 

CORPORATE RESOURCES OVERVIEW & SCRUTINY 
COMMITTEE 

DATE: 
 

THURSDAY, 12 FEBRUARY 2015 

REPORT BY: 
 

CHIEF OFFICER (PEOPLE AND RESOURCES) 
 

SUBJECT:  
 

PERFORMANCE APPRAISAL COMPETENCY BASED 
MODEL. 

 
 
1.00 PURPOSE OF REPORT 

 
 

1.01 To update Members on the implementation of revised competency 
based performance appraisal model within Flintshire. 
 

2.00 BACKGROUND 
 

2.01 
 
 
 
 
 
 
 
 
2.02 
 

As the organisation continues to undergo significant change, there is 
increasing emphasis on requiring higher performance and productivity 
from our employees at a time of financial constraint and greater 
demand on our services.  Performance management continues to be 
a priority which creates opportunities for focussed and specific 
discussions between managers and employees to identify 
opportunities for development and to appraise both excellent and poor 
performance. 
 
Under the next phase of the People Strategy for 2015 – 18, 
performance and productivity and talent management are identified as 
critical priorities for the next three years.  The implementation of this 
revised competency based performance appraisal model is an 
important step in improving and maximising performance and making 
the most of the skills and talent that we have in the organisation. 
 

3.00 CONSIDERATIONS 
 

3.01 
 
 
 
 
 
 
3.02 
 
 

Consideration has been given to the recent appointments of the Chief 
Officer team and the competencies used within the selection of the 
Chief Officers.  It has been recognised that there is a need to assess 
competence and to identify and develop talent within the rest of the 
organisation starting with the Senior Management team as a priority 
group.   
 
There is an existing appraisal framework within Flintshire and the 
inclusion of competencies within that framework is seen as being the 
most effective way of introducing a progressive approach to 
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3.03 
 
 
 
 
3.04 
 
 
 
 
 
 
 
 
3.05 
 
 
 
 
 
 
 
 
3.06 
 
 
 

appraisals to include talent identification and succession planning. 
 
The model to be used is competency based and all Chief Officers will 
be required to aim for 100% completion for their Senior Managers by 
the end of March. The aim will be to complete appraisals for 
Managers / Team Leaders by June 2015. 
 
Chief Officers have been provided with all appraisal documentation 
including a performance rating ‘9 box grid’ which has been 
recommended by Academi Wales and has been routinely used 
successfully in other public sector organisations.  All management 
level posts will be appraised in terms of performance against 
objectives set in 2014/15 together with a review of potential and new 
objectives consisting of business and corporate related objectives 
linked to the Council’s overall priorities.   
 
Chief Officers will meet as a team in April to collectively review the 
talent assessment outcomes, and will have an opportunity to review 
across all portfolio areas the identified talent.  There will be a 
requirement to collectively agree development opportunities to 
achieve succession planning.  A review will also take place of any 
gaps and risks in relation to talent and succession and actions will be 
identified to bridge gaps and manage risks, i.e. specific development 
and coaching for potential successors, investment in new skills etc.  
 
The completion of appraisals will be tracked via the iTrent system 
which will enable reliable data to be readily available for the 
organisation and included in Workforce Information reports for 
Members. 
 

4.00 RECOMMENDATIONS 
 

4.01 That Members note the implementation arrangements for the revised 
competency based performance appraisal model. 
 

5.00 FINANCIAL IMPLICATIONS 
 

 The potential costs of providing development opportunities identified 
through the appraisal process will be considered when development 
requirements are known.  Any opportunities for delivering additional 
learning and development programmes via the partnership with Coleg 
Cambria will be maximised. 
 

6.00 ANTI POVERTY IMPACT 
 

 None  
 

7.00 ENVIRONMENTAL IMPACT 
 

 None 
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8.00 EQUALITIES IMPACT 

 
 The Equalities Impact Assessment is underway and we aim to 

complete this by mid February 2015. There may be amendments that 
need to be made prior to extending the use of the model.  At this 
stage, the model has been rolled out to the Chief Officers to use with 
their Senior Management teams.  We will be reviewing the process 
and taking any feedback which could require amendments to 
forms/guidelines before we continue to implement across the rest of 
the organisation. 
 

9.00 PERSONNEL IMPLICATIONS 
 

 All employees will be appraised.  There is the clear requirement for all 
involved in the process to commit the time and effort to complete the 
appraisals successfully. 
 

10.00 CONSULTATION REQUIRED 
 

 No formal consultation is required.   
 

11.00 CONSULTATION UNDERTAKEN 
 

 The revised model has been shared with the Trade Unions.  
Feedback has been considered and a commitment given to share any 
developments or changes needed following the completion of the 
appraisal process for Senior Managers. 
 

12.00 APPENDICES 
 

 The appraisal and talent assessment documentation is attached. 
 

 LOCAL GOVERNMENT (ACCESS TO INFORMATION ACT) 1985 
BACKGROUND DOCUMENTS 
 

  
 Contact Officer: Sheila Lynch 

Telephone:   
Email:                         Sheila.lynch@flintshire.gov.uk 
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PRIVATE & CONFIDENTIAL 

 

 
 

 

INDIVIDUAL APPRAISAL RECORD   
 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 

Name  
Job Title  
Job Type 

e.g. Officer or Senior Manager 

 

Job Level  
Line Manager  

Date of Annual Appraisal  
Date of Mid Year Review  
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Section 1: Performance against Behavioural Competencies 

 

To complete this section you will need the Flintshire Competency Framework, the 
previous appraisal, the Job Type and Levels Framework and Job 
Description/Person Specification.   
 
It is important that the line manager identifies the level the employee should be 
working at for each competency prior to the appraisal. In order to do this, the Job 
Type and Levels Framework and the Competency Behavioural Framework 
should be used. 
 
Performance Rating – Manager & Employee Assessment  
 
Self assess your performance against the behavioural competencies, on the 
chart below.  Please use the performance ratings described below and refer to 
the Flintshire Behaviour Competency Framework. Further guidance is available 
in the Appraisal Guidelines document.  
 
 
Strength –  Employee demonstrates a high level of competency 

and often exceeds requirements and expectations 
 
Effective –    Competency fully demonstrated at required level. 
 
Needs Improvement –  Employee is inconsistent in performance. Employee 

only sometimes meets expectations and 
requirements. 

 
 
 
 
 
 
 
 

 
 
 
 
 
 

      

    
 
              
 
  
Competency 

 

     

     

     

     

Strength (S) 

Effective (E) 

 

Customer 
Focus 

 

Leading & 
Managing 

 

Needs (NI) 
Improvement 

 

Change 

 
Communication 

 
Working 
Together 

 

Working 
Smarter 
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Section 2: Competency Based Assessment 
 
The line manager will need to ensure the expected level is complete. 

 

Competency Manager assessment and discussion points including 
actions for development.  

Final 
Rating 
S/E/NI 

 
Customer First 
 

 
 
 
 
 
Expected Level:  --..              Performance Level: -- 

 
 
 
 
 

 
Working Smarter 
 
 

 
 
 
 
 
Expected Level:  --.                Performance Level: --. 

 
 
 
 
 
 

 
Working Together 
/ Partnership 
 

 
 
 
 
 
Expected Level: --..                Performance Level: --.. 

 
 
 
 

Communication 
 

 
 
 
 
 
Expected Level: --.                 Performance Level: --.. 

 
 
 
 
 
 

Change 
 
 
 

 
 
 
 
 
Expected Level: --.                 Performance Level: --.. 

 
 
 
 
 

Leading & 
Managing 
 

 
 
 
 
 
Expected Level: --..                Performance Level: --. 
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Section 3: Review of Performance against Objectives 

 
Use this section to summarise & rate performance against objectives previously agreed.  

 
� Performance Ratings 

D:  Did Not Achieve                     UD:  Under Development/Training                    A:  Achieved                        E: Exceeded 

 

No.  Activity 
(Link to Service Plan) 

Objective Evidence of results achieved and 
development completed 

Achievement 
D/UD/A/E 
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Section 4: Objectives for next Review Period  
 

Agree and set SMART objectives for the coming year. All objectives should be linked to Portfolio/Council objectives, or 
relate to an area of the Competency Framework where improvement is required.  
 

Activity 
(Link to Service Plan) 

Objective Targets Timescale 

People Strategy    

Budget Monitoring    

Managing 
Attendance 

   

Performance 
Appraisal 
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Section 5: Your Personal Development Plan 
 
 
Review of last year’s personal development targets 
 

Personal Development 
targets from previous 
year 

Completed  
(Yes/No/Partially) 

Evidence of results achieved 
and development completed 
(identify any factors that have 
affected 
performance/completion) 

   

   

   

 
 
 

Development Objectives 
 

Objectives Training Activity 
Description of learning 
solution e.g training 
course, development 
task, observation, e 
learning etc. 

Next action /owner Planned 
completion 
date 
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Section 6: Other Discussion Points (where applicable) 
 
� Health & Safety 

 - Personal Welfare/Responsibility 
              - Safety risks associated with role/team 
              - Training requirements 

 

� Working Arrangements/Attendance  
  - Flexible / Agile Working  
  - Attendance Record 
  - Understanding of policy/procedures 

 

 

� Career Aspirations 
             - 9 Box Grid  
             - Career Conversation 
 

 
 

� Data Protection Training 
(if applicable) 

 

Completed  
 
Yes/No 

Date Completed 
 

�����.. 
   Skill Area           Level of Proficiency 

Reading  

Writing  

� Welsh Language Skills 

Speaking/Listening  

 
Section 7: Overall Annual Performance Rating 

 

1. Exceeding service 
delivery expectations  

 

2. Achieving service 
delivery expectations 

 

3. Approaching service 
delivery expectations 

 

Overall Appraisal Rating – based on 
assessment of performance against 
competencies and objectives 

4. Not achieving service 
delivery expectations 

 

Employee Summary comments: 
 
 
 
 
Signed:                                                  Date: 
 
Manager Summary comments: 
 
 
 
 
Signed:                                                  Date: 
 
Date entered onto iTrent---------- Signed ----------- 
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Appraisal Guidelines 1 January 2015 

 
 
 
 
 
 
 

FLINTSHIRE 
COUNTY COUNCIL 

 
(Excluding staff employed by School 

Governing Bodies) 
 
 

Appraisal Guidelines 
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Appraisal Guidelines 2 January 2015 

Introduction 

 
The employee appraisal process forms part of the Flintshire County Council’s overall 
Performance Management system.  
 
Appraisals are an opportunity to encourage and develop employees, review 
performance, agree objectives (linking in with the aims of the Council through the 
Improvement Plan) and highlight any learning and development requirements.  
 

Aim 

 
These guidelines provide an overview of the main principles of the appraisal process 
and gives detailed guidance on how to complete the appraisal form. This document 
should be read in conjunction with Flintshire’s Behavioural Competency Framework.  
 

Principles 

 
The purpose of the appraisal is, through discussion, to:  

• give and receive feedback 

• assess performance against objectives set the previous year 

• assess performance against the Council’s Behavioural Competency 
Framework 

• look forward and agree objectives for the coming year 

• identify development and training needs  

• discuss any other key areas/issues 

• agree a date for the appraisal review meeting 
 
Competency Based Appraisal 
 
All employees must have an appraisal using the competency based appraisal model. 
 
The annual appraisal should be supplemented by a six month mid year review and 
regular one to ones/updates.  
 
Objectives must be set at the beginning of each year and measured throughout the year 
via regular updates/reviews. 
 
The emphasis within the appraisal must be on improving performance, not as an 
opportunity to raise other issues outside of the appraisal. Any performance or 
behavioural issues should be addressed throughout the year. 
 
Clear actions to address performance must be given, where there is exceptional 
performance, this should be reflected in comments within the 9 box grid relating to talent 
management.  
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Appraisal Guidelines 3 January 2015 

 
9 Box Grid Talent Management and Succession Planning 
 
In addition to the appraisal and agreed competency rating, all employees should have a 
conversation relating to the 9 Box Grid for Potential and Talent Management.  
 
The aim of the 9 Box Grid is to stimulate discussion and to identify potential, this should 
be motivational. Feedback given should be positive and be based on potential, and 
development plans to help employees acquire new skills to move forward should be 
discussed. 
 
The focus for this discussion should be on the employee to rate themselves and for the 
manager to discuss their view. 

 

The Appraisal Process 

 
Employees must be informed of the date, time and place of the appraisal meeting at 
least two weeks before it is held. Employees must be sent the appraisal documents a 
minimum of one week before the appraisal.  
 
There is a preparation form available to assist both the manager and the employee to 
prepare for the meeting.  
 
A sufficient amount of time should be set aside for the appraisal, and equal amounts of 
time should be provided for feedback to employees and responses from employees.  
 
The appraisal will be recorded using the Appraisal Form. The line manager and the 
employee must agree that the written record is accurate when signing the appraisal 
form.  
 
Feedback given should be clear, honest, helpful and constructive. 
 
Objective Setting 
 
Objectives should be set using the using the Corporate Objectives from the 
Improvement Plan as a basis, and led by the manager’s set objectives from their 
appraisal. 
 
All objectives must be SMART – Specific, Measurable, Achievable, Realistic and Timed. 
 
Development Needs 
 
All managers should identify development needs to improve performance. These needs 
can be sourced through Learning and Development, or via alternative methods e.g. on 
the job training, coaching/mentoring.  
 
All employees must have an assessment against Welsh Language level of competence 
and agree steps to improve level of ability. 
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Appraisal Guidelines 4 January 2015 

 
 
Recording Appraisal Dates and Ratings  
 
The line manager must record the date of the appraisal and the overall appraisal rating 
in the relevant fields on iTrent via manager self service. This should be updated as soon 
after the appraisal is carried out as possible. 
 
A copy of the individual appraisal record will be kept confidentially by both the line 
manager and the employee. Where possible, this will be held electronically.  

 
 

Completing the Appraisal Form 

 
Section 1 – Performance against Flintshire Behavioural Competencies  
 
This section provides a tool for the basis of the discussion of employee performance 
against the competencies. The employee will need to complete this section prior to the 
appraisal.  
 
Example 
 

 

 

 

 

 

 

 

 

 

 

 

 

               

    

 

              

 

Competency 
 

Example above – this employee has self assessed against the framework: Customer 
Focus as needs improvement, Working Smarter as effective, Working Together as 
strength etc.  
The line manager will also use the chart to assess and plot and this will be a visual 
discussion tool of performance against the competency framework. 
 
Section 2 – Competency Based Assessment 
 

Strength (S) 

Effective (E) 

 

Customer 
Focus 

 

Leading & 
Managing 

 

Needs (NI) 
Improvement 

 

Change 

 

Communication 

 

Working 
Together 

 

Working 
Smarter 
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Appraisal Guidelines 5 January 2015 

This page is used to record the conversation and key discussion points when assessing 
performance against the competencies. Any areas for improvement can then be 
identified as an objective for the coming year.  
 
A final rating of performance against the competency is recorded here. 
 
Please note: - it may be suitable to choose either Section 1 or Section 2 (or both) to 
assess performance against behavioural competencies, based on the role.  
 
Section 3 – Review of performance against objectives 
 
Review the objectives set in the last appraisal. Objectives will have been discussed 
during mid year reviews/supervisions/one to one meetings, but the appraisal allows for 
an overall review of the year. It will mainly be the employee’s responsibility to provide 
evidence to support the achievement of the objectives or reasons why the objective has 
not been met, including any factors affecting performance.  
 
Section 4 – Objectives for next Review Period  
 
The line manager and the employee will jointly discuss objectives for the year ahead. 
Suitable review dates and a completion date should be recorded and agreed by both 
parties. Ideally objectives should be stretching – they should not be day to day, familiar 
tasks unless there is a substantial change involved. Objectives should be SMART and a 
reasonable, achievable number of objectives should be set, e.g. 4-6. As a minimum, 
objectives should be based around People Strategy, Budget Setting, Financial Planning 
and Attendance Management. 
 
Example of a SMART objective. 
 

Activity Objective Targets Timescale 

People 
Strategy 

To manage 
employee 
performance and 
identify 
succession for all 
Chief Officers.  

All Chief Officers and 
Managers will identify a 
successor for their role, or 
identify the gap and steps to 
have a potential successor 
within 12 months.  

Completion within 
12 months. 

 
Section 5 – Personal Development Plan  
 
In order for employees to successfully achieve their objectives, they may require 
training, coaching or personal development. This may relate to classroom or online 
training, one to one support, coaching, mentoring or opportunities to work with other 
colleagues.  
 
This section allows the line manager and the employee to review previous development 
targets and agree development needs going forward. 
 
Section 6 – Other Discussion Points  
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Appraisal Guidelines 6 January 2015 

This section should record any relevant issues raised during the meeting which do not 
fit into the previous sections. This includes a record of whether the employee requires 
any additional support or equipment in order to perform their role effectively. 
 
Health & Safety – A discussion around the employees own personal welfare and 
responsibilities; check whether relevant certificates are up to date, identify any 
additional training and safety risks have been identified. Further information on the 
Health & Safety requirements can be found on the Infonet and by contacting your 
departments Health & Safety Advisor.  
 
Working Arrangements / Attendance – A discussion about the suitability of existing 
working arrangements including flexible and / or agile working. Discuss the employee’s 
attendance record and ensure awareness and understanding of the related policies and 
procedures.   
 
Other policy areas – A discussion on Welsh language levels, ensuring Itrent is up to 
date and whether any training is required to support performance.   
 
Data Protection – ensure relevant training is up to date, if applicable. Ensure the date of 
the training is recorded on iTrent.  
 
Welsh Language – use the Welsh Language Skills Proficiency Framework in order for 
the employee to identify their welsh language skills. Once these have been identified, 
the skill levels need to be recorded onto iTrent.  
Further information regarding Welsh Language and Data Protection can be found on 
Flintshire’s Infonet.  
 
Career aspirations – If applicable, please use the Career Conversations and 9 box grid 
guide to identify the key points to discuss during a talent management conversation, 
within the appraisal meeting.  
 
Section 7 – Overall Annual Performance Rating 
 
This section allows the line manager and the employee to agree on overall performance 
rating. This rating should be mutually agreed. This rating should be based on 
assessment of performance against both competencies and objectives.  
 
The line manager and the employee both have an opportunity for additional written 
comments and are required to sign the appraisal record confirming they agree with 
everything recorded in the document. 
 
There are four possible rating, as detailed below.  
 
1. Exceeding service delivery expectations – consistently exceeds expectations of 
the role. Objectives met and competencies more than fully demonstrated. Demonstrates 
role model behaviours and performance. 
 
2. Achieving service delivery expectations – consistently meets expectations of the 
role. Objectives met and competencies fully demonstrated at required levels. 
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Appraisal Guidelines 7 January 2015 

3. Approaching service delivery expectations – meets some expectations of the role. 
Demonstrates commitment to learn and develop in the role. Most objectives met but 
development required to fully meet all objectives. 
 
4. Not achieving service delivery expectations – struggles to meet the principal 
objectives of the role. Competencies not demonstrated. Performance unacceptable.  
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Using the 9 Box Grid 
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Introduction 

 
The 9 Box Grid is a simple Talent Management tool. It allows the mapping of 
current performance and future potential of employees.  
 
Looking at performance and potential together, allows the Council to match what 
is required of the role, and what job holders can do. This includes what the 
employee is currently capable of doing and what they may be capable of doing in 
the future - with the right development and support.    
 
The 9 box grid (where appropriate) will form part of the Appraisal process. 
Discussions around performance and potential should continue throughout the 
year in regular one to one’s, but specifically at appraisals and six monthly review 
meetings. 
 

 Using the Grid  

 
The 9 box grid, as the name suggests, is simply a map of 9 boxes. Each box 
describes the typical behaviours of an employee.  
 
It is the responsibility of the employee to rate their performance using the 9 Box 
Grid, in order to aid a discussion with the manger during the appraisal, where the 
manager can discuss their view.  
 
Where there is a significant difference in this rating, steps and actions should be 
taken to clarify this difference of view and the employee should be given the 
opportunity to reflect and where necessary, continuing conversations should take 
place.  

 
Useful Information and Definitions. 
 
FCC define performance and potential as follows: 
 
Performance describes the activities employees undertake to deliver the goals 
of the organisation in their daily jobs.  It reflects the capacity to deliver against 
clear objectives.   
 
Potential - High potential individuals demonstrate the aspiration, ability, 
engagement and learning potential to occupy positions at a level above their 
current role. Potential is not set throughout a career - potential can grow or 
develop. 

Indicators of Potential: 

The following checklist looks at effective and less effective indicators of potential. 
The list below are examples and are linked through to Flintshire’s Behavioural 
Competency Framework. Think about yourself or a member of your team and 
note how many times you would respond ‘yes’ to the following questions: 
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Effective Indicators: 
 

• Does the person inspire people to action? 

• Does the person display self awareness of their own development needs 
and of their impact on others?  

• Are they comfortable, and can work with, ambiguity?  

• Can they adapt their working style appropriately? 

• Do they have, and do they use effectively, a wider network? 

• Do they treat people with dignity and respect? 

• Do they have a high level of resilience? 

• Do they have a high capacity to learn quickly and can they apply that 
learning? 

• Do they display creativity and innovation when dealing with issues and 
problems? 

 
Less Effective Indicators:  
 

• Is the person intolerant? 

• Do they over complicate issues? 

• Do they over conceptualise? 

• Does the person display over-confidence? 

• Are they considered manipulative or political? 

• Do they give up more easily? 

• Do they challenge procedures to be oppositional rather than to be creative 
or constructive? 

 
In general: 
 

• If someone demonstrates many of the effective indicators and few less 
effective indicators, it is highly likely they exhibit high potential and are well 
placed to make the most of it with the right development. 

 

• If someone demonstrates many of the effective indicators and also many 
of the less effective indicators, it is likely that they exhibit potential but will 
need more support to make the most of it. 

 

• If someone demonstrates few of the effective indicators and many or few 
of the less effective indicators, they may be a high performer rather than 
someone with high potential. 

Supporting Evidence 

 
The assessment of an employee’s performance against objectives is well 
established using the current appraisal process. More challenging is the 
assessment of potential; where any judgement must be supported by facts.  
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Who does what? 

 
As an employee, you should: 
 

• Rate your own performance using the Grid, in order for this to aid a 
discussion with your manager in the appraisal  

• Actively participate in discussions with your line manager 

• Be honest and open about your aspirations and commitment to further 
development 

• Take responsibility for your own development and career 
 
Line managers should: 
 

• Hold discussions on potential with all their team members – using the 9 
box grid  

• Give honest feedback to their employees regarding their potential  

• Agree development plans with staff to help them acquire new skills and 
move forward 

• Note any training or development need and discuss these needs with the 
Learning and Development team 

• Input performance ratings onto the employees record on iTrent 

 
Learning and Development  
 

• Maintain and update the core learning programmes for the Council 

• Provide advice and support for managers and employees on all matters 
relating to learning and development 

• Negotiate best value from our partner organisations  and other learning 
providers 

• Provide and maintain a bank of  internal Coaches to support the 
development of high  potential individuals  

 
HR Business Partners 
 

• Provide advice and guidance to managers on the use of the performance 
management tools 

• To provide advice to ensure the consistent application of standards 

• To support the Chief Officers in taking responsibility for identifying 
opportunities for development for employees rated as High Potential or 
Outstanding Performer.  
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The 9 Box Grid Performance and Potential Map 

 
Early Promise (R>2) 
(Transitional) 

High Potential (R<2) Outstanding 
Performer (RN) 

 
 

  

High potential with strong 
initial impact. Individual 
may be new or 
inexperienced in current 
role.  

Frequently achieves 
challenging and stretching 
goals with strong 
demonstration of potential to 
do more stretching 
assignments. Behaves as a 
leader and role model. 
Performance is continually 
improving, willing to take on 
additional responsibilities to 
support the organisation’s 
objectives.  Likely to progress 
to next level within 2 years 
with the appropriate 
development.  

An exceptional performer 
who stands out from their 
peers. Consistently delivers 
to a high standard. Has 
realised potential at current 
grade and is now ready for 
next level.  Acknowledged 
as skilled leader and role 
model. 

Future Achiever (NR) Good Contributor 
(R>2) 

Strong Performer 
(R<2) 

 

Either new to post or 
returning from long period 
of absence. Demonstrating 
ability but too early to form 
judgement.  Has not yet 
had opportunity  to 
demonstrate higher 
performance/potential  
Or, if the individual has 
been in the role for 
sometime then they are 
showing a demonstrable 
gap in performance against 
requirements of the grade. 

Valued at this level and in this 
role. Performance is 
consistently good, and 
normal/high expectations are 
achieved. They make positive 
contributions to the goals of 
the organisation and have the 
potential to keep developing 
and to deliver more in either 
scale or complexity.  

A consistently strong 
performer, delivering 
excellent results and 
exceeding performance 
expectations. Viewed as a 
strong leader/manager and 
role model by others. Is 
already exhibiting a range of 
behaviours required at the 
next level but not all.  Likely 
to progress to next level 
within 2 years with the 
appropriate development.  

Under Performer  
         (NR) 

Satisfactory 
Contributor (NR) 

Very Good Performer 
(R>2) 

 

 

Not meeting performance 
expectations. Failed to 
meet some key objectives 
or is demonstrating 
significant development 
needs at current level. May 
have competency gaps or 
behavioural issues which 
need to be addressed 
urgently. 

Meets most normal 
performance expectations but 
may have varied 
performance, some minor 
inconsistencies in 
performance or behaviour, 
which are being addressed.    
No clear demonstration of 
potential to lead at the next 
level at this point in time.  

Highly valued in this level 
and in current role. Could be 
an expert in their role. A 
consistently high performer 
who is a core team member 
but is comfortable to 
continue operating at their 
current grade level at the 
current time.    

 
  
 

Key 
 
Readiness for 
promotion to the 
next level 
 

RN Ready 
Now 

R<2 Ready 
within 2 
years 

R>2 Ready 2 
years or 
more 

NR Not Ready 
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Follow up Activities for a 9 box grid. 

 
 

 

Early Promise (R>2) 
(Transitional) 

High Potential (R<2) Outstanding Performer 
(RN) 

 

 

  • Evaluate whether in right role. 

• Identify and address root 
causes of performance issues. 

• Possible need for training and 
further development. 

• Coach to enhance 
performance. 

• Shadowing. 

• On the job training. 

• Offer specific development 
opportunities to meet any skills 
gaps. 

• Assign mentor / buddy. 

• Coach to enhance performance. 

• Set stretching goals and 
assignments. Identify opportunities 
for further development. 

• Consider secondment / loan / 
lateral move to increase breadth of 
experience. 

• Coach to enhance performance. 

• Offer specific development 
opportunities.  

• Develop individual as Coach for 
band below. 

• Assign a mentor 

• Consider for appropriate 
Management Development 
Programme. 

• Identify development 
opportunities to prepare for next 
step up. 

• Ensure exposure to key players 
and active corporate roles and 
tasks. 

• Coach for promotion 

• Offer specific development 
opportunities from the Corporate 
Programme. 

• Develop individual as Coach for 
band below. 

Future Achiever (NR) Good Contributor (R>2) Strong Performer (R<2)  
• Evaluate whether in the right 
role. 

• Focus on how to stimulate 
higher levels of confidence and 
engagement. 

• Tailor development to build 
confidence and experience.  

• Define end date for 
intervention. 

• Consider a referral to a Coach 
to enhance performance.  

• On the job training. 

• Assign mentor / buddy. 

• Offer specific development 
opportunities to meet any skills 
gaps. 

• Performance is good, and 
expectations at this level and in 
this role are achieved, but 
consider what you can do to 
enhance this. 

• Coach to enhance performance. 
Identify opportunities to make a 
wider contribution.  

• Nominate / Cultivar for 
Management Development 
Programmes. 

• Provide feedback. 

• Offer specific development 
opportunities to meet any skills 
gaps. 

• Use stretching assignments and 
objectives to test potential. 

• Consider whether a secondment 
/ loan / lateral move may assist. 

• Coach to enhance performance. 

• Offer specific development 
opportunities to meet any skills 
gaps. 

• Consider for appropriate 
Management Development 
Programme. 

• Develop individual as Coach for 
band below. 

Under Performer  (NR) Satisfactory Contributor (NR) Very Good Performer (R>2)  

 
• Support to address issues and 
improve performance within 
defined timescales. 

• Consider whether fit may be 
better in another role, but be 
prepared to undertake poor 
performance measures. 

• Agree a timed development 
plan. 

• On the job training.  

• Work on improving and re-
energising performance in current 
role in the short term. 

• Put timed plan in place for 
acceptable improvements. 

• Define end date for interventions. 

• Coach to enhance performance. 

• Offer specific development 
opportunities to meet any skills 
gaps. 

• Explore desire to progress and 
develop. 

• Identify opportunities to pass on 
experience to others through 
coaching and mentoring. 

• Explore opportunities to stretch if 
this fits with future aspirations. 

• Explore their desire to progress 
and develop using Coaching 
approach, also consider a Coach 
to enhance performance.  

• Offer specific development 
opportunities to meet any skills 
gaps. 

• Develop individual as coach for 
band below. 

NB:- Coaches are available from the Learning & Development department. 
 
All of the Corporate learning programmes can be viewed on the Infonet. 
   
If you require further assistance please contact the Learning & Development 
team on 01352 841053. 

Page 72



Job Types and Levels Framework 
 

There are four ‘job type’ classifications covering all job roles in our organisation. 
These are identified as: 

• Officer  

• Senior Officer 

• Manager 

• Senior Manager 
 
Each job type has its own level of behaviours required for each competency. The 
levels of behaviours can vary depending on the role, for example, a Customer 
Service Assistant may be working at a Level 1 for most competencies, however 
they may be expected to be working at a Level 2 for the competency ‘Customer 
First’.  
 
Some descriptions of the job types follow. These are broad descriptions that 
indicate what kinds of activities and roles the jobs that fit into these types would 
typically undertake. The critical factor and main consideration in matching, is 
whether or not the competency levels identified by the job type are an appropriate 
description of the level of behaviour required of that job.  
 
Officer – This role will be involved in specific areas of technical, administrative or 
operational activity, in order to support departmental service delivery. Specific 
requirements will vary from post to post. Some posts at this level will be 
responsible for supervising other staff, by allocating and checking their work on a 
day to day basis.  
 
Senior Officer – This role will undertake a variety of advanced tasks in one 
identifiable area of work, to enable the service to meet the needs of its 
customers. This role will provide advice, support or guidance to support 
departmental service delivery. Some posts at this level will be responsible for 
supervising and co-ordinating the activities of other staff on a day to day basis.  
 
Manager – This role will be responsible for contributing to and be leading on 
departmental objectives. They will advise and guide on initiatives, manage the 
introduction of key initiatives, supporting the Council’s objectives. Key 
responsibility will be undertaking professional work requiring the application of 
specialist knowledge and experience. This role can include strategic managers, 
operational managers and advanced technical officers. This role will have full 
management responsibility for more than one or a group of individuals.  
 
Senior Manager – This role will carry out complex ‘work’, including strategic 
planning and delivery, managing overall performance and financial performance, 
and cost effective service delivery. They make a key contribution to setting 
departmental objectives and take responsibility for the delivery of key objectives 
contained within the service plan. They will have full management responsibility 
for sizeable and diverse teams.   
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 Officer Senior Officer Manager Senior Manager 

Customer First 1 2 3 4 

Working Smarter 1 2 3 4 

Working Together/Partnership 1 2 3 4 

Communication 1 2 3 4 

Change 1 2 3 4 

Leading & Managing 1 2 3 4 
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FLINTSHIRE COUNTY COUNCIL 
 
 

REPORT TO: 
 

 CORPORATE RESOURCES OVERVIEW & SCRUTINY 
COMMITTEE 
 

DATE: 
 

THURSDAY 12 FEBRUARY 2015 

REPORT BY: 
 

MEMBER ENGAGEMENT MANAGER 
 

SUBJECT:  
 

FORWARD WORK PROGRAMME 

 
1.00 
 

PURPOSE OF REPORT 
 

1.01 To consider the Forward Work Programme of the Corporate Resources 
Overview & Scrutiny Committee. 

  
2.00 BACKGROUND 

 
2.01 
 

Items feed into a Committee's Forward Work Programme from a number of 
sources.  Members can suggest topics for review by Overview & Scrutiny 
Committees, members of the public can suggest topics, items can be referred 
by the Cabinet for consultation purposes, or by County Council, or Chief 
Officers.  Other possible items are identified from the Cabinet Work 
Programme and the Strategic Assessment of Risks & Challenges.  
 

2.02 
 

In identifying topics for future consideration, it is useful or a 'test of 
significance' to be applied.  This can be achieved by asking a range of 
questions as follows: 
 
1. Will the review contribute to the Council's priorities and/or objectives? 
2. Are there issues of weak or poor performance? 
3. How, where and why were the issues identified? 
4. Do local communities think the issues are important and is there any 

evidence of this?  Is there evidence of public dissatisfaction? 
5. Is there new Government guidance or legislation? 
6. Have inspections been carried out? 
7. Is this area already the subject of an ongoing review? 

  
3.00 
 

CONSIDERATIONS 
 

3.01 
 

Overview & Scrutiny presents a unique opportunity for Members to determine 
the Forward Work Programme of the Committees of which they are 
members.  By reviewing and prioritising the forward work programme 
Members are able to ensure it is member-led and includes the right issues.   
A copy of the Forward Work Programme is attached at Appendix 1 for 
Members' consideration which has been updated following the last meeting. 
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4.00 
 

RECOMMENDATIONS 
 

4.01 That the Committee considers the draft Forward Work Programme attached 
as Appendix 1  and approve/amend as necessary. 

  
5.00 FINANCIAL IMPLICATIONS 

 
5.01 None as a result of this report. 
  
6.00 ANTI POVERTY IMPACT 

 
6.01 None as a result of this report. 
  
7.00 ENVIRONMENTAL IMPACT 

 
7.01 None as a result of this report. 
  
8.00 EQUALITIES IMPACT 

 
None as a result of this report. 

  
9.00 PERSONNEL IMPLICATIONS 

 
9.01 None as a result of this report 
  
10.00 CONSULTATION REQUIRED 

 
 N/A 
  
11.00 CONSULTATION UNDERTAKEN 

 
11.00 Publication of this report constitutes consultation. 
  
12.00 APPENDICES 

 
12.00 Appendix 1 – Forward Work Programme 
  
 LOCAL GOVERNMENT (ACCESS TO INFORMATION ACT) 1985 

BACKGROUND DOCUMENTS 
 
None. 

  
 Contact Officer: Robert Robins 

Telephone: 01352 702320 
Email: Robert.robins@Flintshire.gov.uk 
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DATE  SUBJECT O&S 

FOCUS 

REPORT FROM  

Thursday 12th 
March 2015 
10.00  

  
Improvement Plan 2015/16 review 
 
Improvement Plan Monitoring Update 2014/15 Q3 
 
Revenue Budget Monitoring 2014/15 (Month 9) 
 
Forward Work Programme 

 
 
 
Monitoring 
 
Monitoring 
 
 
Approval and development 

 
 
 
Robert Robins 
 
Sue Ridings 
 
 
Robert Robins 

Thursday 16th  
April 2015  
10.00 

MTFP 
 
Improvement Plan 2015/16 review 
 
 
 
Q3 Performance Reporting 
 
Revenue Budget Monitoring 2014/15 (Month 10) 
 
Forward Work Programme 

 
 
 
 
 
 
Monitoring 
 
 
 
Approval and development 

 
 
 
 
 
 
Robert Robins 
 
 
 
Sue Ridings 
 
Robert Robins 

Thursday 14th  
May 2015 
10.00 

Revenue Budget Monitoring 2014/15 (Month 11) 
 
Forward Work Programme 

Monitoring 
 
 
Approval and development 

Sue Ridings 
 
 
Robert Robins 
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Thursday 11th 
June 2015 
10.00 

YE Performance Reporting 
 
Revenue Budget Monitoring 2014/15 (Month 13) 
 
Forward Work Programme 

Monitoring 
 
Monitoring 
 
Approval and development 

Robert Robins 
 
Sue Ridings 
 
Robert Robins 

Thursday 9th  
July 2015  
10.00 

Revenue Budget Monitoring 2014/15 (Out turn) 
 
Forward Work Programme 

Monitoring 
 
 
Approval and development 

Sue Ridings 
 
Robert Robins 

Items to be 
scheduled 

Health and Well-being update 
 
Medium Term Financial Plan 

Information 
 
Development consultation  

Helen Stappelton 
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