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EXECUTIVE SUMMARY 

LEVEL OF ASSURANCE: (SEE APPENDIX I FOR DEFINITIONS) 

Design Substantial 
There is a sound system of internal control designed to achieve 

system objectives. 

Effectiveness Substantial  The controls that are in place are being consistently applied. 

SUMMARY OF RECOMMENDATIONS: (SEE APPENDIX I) 

High 0 

Medium 0 

Low 1 

TOTAL NUMBER OF RECOMMENDATIONS: 1 

BACKGROUND: 

During the start of the Covid-19 pandemic, Maldon District Council developed a Workforce 
Strategy in order to identify how the Council will meet current and future people needs to 
ensure there is a highly skilled workforce in place to deliver the Council’s services. Our last 
audit of the Council’s Workforce Strategy was carried out in November 2020 where we 
reviewed the Council’s Strategic Plan for People and Workforce Development, in addition to 
the supporting action plan to facilitate its implementation. 

The last audit also reviewed the results of the staff survey carried out in November 2019 which 
raised concerns around resource, uncertainty and interaction with management. Since the 
last audit, the Covid-19 pandemic has continued to have an impact on the Council’s way of 
working and overall delivery of services. HR have recognised that the Council’s 2019 Workforce 
Strategy was developed before the pandemic and needs to be revised in line with the new 
ways of working brought about by the measures required for covid risk management. To 
support the implementation of the strategy, the Council have also put in place a Future Ways 
of Working and Reset & Recovery Working Group in order to help develop initiatives to ensure 
services could continue to be delivered, which is also supported by the rollout of a Hybrid 
Working Policy. 

The Council have identified that 61% of its roles can be carried out using a hybrid approach, 
with 20% of roles requiring on site presence and 19% being rota based. Examples of on-site 
roles include Parks Officers and Community Engagement Officers. Currently, the Council are 
going through a trial period to determine which services are operating effectively from hybrid 
working and which areas require further improvement. This trial is expected to finish in June 
2022, with current areas of focus being mileage claims and desk booking for example. The 
Council have also carried out another staff survey during 2021/22 to gauge views around new 
ways of working following the impact of the Covid-19 pandemic. 
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PURPOSE OF THE REVIEW: 

To provide assurance on the extent of implementation of the workforce transformation 
strategy, and that planning and required resources are in place to enable delivery of the 
strategy. We also reviewed the impact of CV-19 on its aims and progress. 

GOOD PRACTICE: 

During our audit, we identified the following areas of good practice: 

• The Council is in the process of developing a revised workforce transformation
strategy and it is part of the current business plan to review and implement it

• The Council's Hybrid Procedure clearly sets out the Council's Hybrid Working Model
and compares the various ways of working. It also covers roles and responsibilities as
well as other key elements such as logistics and data protection

• All the roles in the Council’s establishment for each directorate are covered in the
“Establishment aligned to future ways of working” spreadsheet, and are classified into
Hybrid Workers, On-site Workers and Rota Workers

• The Council has received support from the LGA for strategic workforce planning and
a timeline has been developed for a permanent change to hybrid working supported
by a Hybrid Working Policy and Procedure which includes aspects on monitoring of
costs and delivery of key services

• The “Future Ways of Working” Group and the “Covid-19 Reset and Recovery Working”
Group regularly review and monitor the current workforce and implementation of the
Workforce Transformation Strategy

• Issues identified from the December 2021 Staff survey have resulted in the
development of an action plan which is monitored and reviewed.

KEY FINDINGS: 

• The draft Workforce Transformation Strategy does not have dedicated themes for

Diversity and Inclusion or Staff Empowerment. This is highly relevant to the Council
as “having policies that support diversity and good people management” is a stated
aim of People planning along with being an employer of choice and improving
employee engagement. We also found that there was scope for improving the layout
of the strategy document.

ADDED VALUE 

Through benchmarking against other Council’s workforce strategies, we have made 
recommendations to improve the layout and comprehensiveness of the Council’s draft 
workforce transformation strategy which is included at Appendix I. 

CONCLUSION: 

Based on our review of the Council’s draft Workforce Transformation Strategy, hybrid working 
procedure and associate minutes, terms of references and action plans, we conclude that the 
Council is making good progress with the implementation of the Strategy, and that planning 
and required resources are in place to enable delivery of the strategy. We have therefore given 
substantial assurance on both design and operational of the controls in place. However, 
through benchmarking against other Council strategies, we identified that there is potential 
scope to improve the layout of the strategy whilst ensuring all relevant areas are covered.  
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DETAILED FINDINGS 

RISK:  THE COUNCIL'S WORKFORCE TRANSFORMATION STRATEGY HAS NOT BEEN UPDATED TO 
REFLECT THE IMPACT OF THE COVID-19 PANDEMIC ON WAYS OF WORKING WITH REFERENCE TO 
THE NEW HYBRID PROCEDURES. 

Ref Significance Finding 

1 Low The Council has developed a Workforce Strategy in order to reflect 

the impact of the Covid-19 pandemic on ways of working and it 

includes areas such as the corporate plan, people strategy, 

corporate themes and pledges, and priority themes and actions. 

We undertook some benchmarking in order to assess the content and 

layout of the Council’s strategy against similar strategies at other 

Councils.  Whilst good progress has been made on drafting the new 

Strategy, our analysis found that there is scope to add in further 

detail around Staff Empowerment, and Diversity and Inclusion with 

there currently being no dedicated themes. This is highly relevant 

to the Council as “having policies that support diversity and good 

people management” is a stated aim of People planning along with 

being an employer of choice and improving employee engagement. 

Other Council Strategies were also found to include this as noted 

below: 

Council Report Does it include a theme on 
diversity? 

Maldon District Council No 

Wiltshire Council Workforce 
Strategy 

Yes 

Edinburgh Council Workforce Plan No 

Haringey Workforce Strategy Yes 

Bristol Workforce Strategy Yes 

We also found that there was scope for improving the layout of the 

strategy document to make it more understandable. Based upon our 

analysis, we have created a revised layout for the Council’s 

Workforce Strategy document which is illustrated in Appendix I 

below. The layout incorporates most sections of the existing draft 

and adds a few minor sections to make it comprehensive.  

The Council risks its revised Workforce Strategy not being fully 

comprehensive and potentially less effective due to the absence of 

certain information. 

RECOMMENDATION: 

The Council should review the updated layout as well as the potential to include more detail 
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around the themes for Staff Empowerment and Diversity and Inclusion and look to incorporate 
these into the draft strategy currently being developed.  

MANAGEMENT RESPONSE: 

Agreed, the strategy is being developed with reference to the template provided below, the 
new ways of working and the above points. This will be developed over the year to cover the 
HR vision for the next 5 years. 

Responsible Officer: Jane Corsham 

Implementation Date: 31.3.23 
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STAFF INTERVIEWED 

BDO LLP APPRECIATES THE TIME PROVIDED BY ALL THE INDIVIDUALS INVOLVED IN THIS REVIEW 
AND WOULD LIKE TO THANK THEM FOR THEIR ASSISTANCE AND COOPERATION. 

Name Job Title 

Helen Tarling HR Specialist 
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APPENDIX I – BENCHMARKING RESULTS AND UPDATED CONTENT/LAYOUT 

We reviewed the draft Workforce Strategy from the Council and assessed it against the 

Strategies in place at several other Councils in the UK. Based upon our analysis, we have created 

a revised layout for the Strategy document which is illustrated in the graphics below. Our layout 

incorporates most sections of the existing draft and adds a few minor sections to make it 

comprehensive. 

In Figure 1 below, the sections from the existing strategy on the corporate plan, Council Vision 

and Goals, and corporate outcome pledges have been encapsulated within a section titled the 

“Strategic context”. We recommend that the Council’s values could be mentioned in this 

section as well. 

Figure 1 

In Figure 2 below, the sections from the existing strategy on the Workforce Strategy, aims, 

challenges and organisational culture have been encapsulated within a section titled the 

“People plan context”. 

Figure 2 

In figure 3 below, we have suggested the addition of a dedicated section below for a detailed 

analysis of the Council’s workforce profile. This is because a detailed understanding of the 

employee profile helps in identifying areas that need the most effort in workforce planning. 

Nine categories have been identified for analysis and informatics graphics could be used to 

communicate the results more effectively. 

1. Strategic Context

1.1 
Corporate 

Plan

1.2 Council 
Vision

1.3 Council 
Values

1.4 Council 
Goals

1.5 
Corporate 
Outcome 
Pledges

2. People Plan Context

2.1 

People Strategy

2.2 

Aims

2.3

Challenges

2.4 
Organisational 

Culture
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Figure 3 

Similarly, in figure 4 below, we have also suggested a dedicated section below for the Staff 

survey result as this analysis can help in identifying areas in workforce planning that need to 

be prioritised. 

Figure 4 

We have suggested through figure 5 below a streamlined structure that is meant to provide an 

“at a glance” overview of the new Workforce Strategy. The contents of the graphic below 

should be spread over only a single page. 

3. Current Workforce Profile Analysis

3.1 Full time workers

3.4 Salary Bands

3.7 Age

3.2 Flexible Workers

3.5 Ethnicity

3.8 Sexual 
Orientation

3.3 Gender

3.6 Disability

3.9 Trends for each of 
the categories listed

4. Results of Staff Survey

4.1 Overview of Results

4.1.1 

SPG Results

4.1.2 

Resources Results

4.1.3 

Service Delivery 
Results
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Figure 5 

In figure 5 and figure 6, we have included two additional priority themes which are “an 

empowered organisation” and “an inclusive organisation” to the existing four themes, thus 

adding up to six themes in total. We have suggested including “an empowered organisation” as 

a standalone theme because by creating a common purpose and a positive environment 

employees become confident and enabled to perform at a high level every day. This ties in well 

with the theme “an inclusive organisation” because it encourages colleagues to feel confident 

about being themselves at work. 

5. Improvement Plan at a glance

5.1 Corporate Vision

5.2 Corporate Values

5.3 Workforce Vision

5.4 Outcomes and Benefits

5..4.1 For Employees 5.4.2 For Leaders 5.4.3 For the Council

5.5 Priority Themes and Actions

5.5.1 

A high performing 
organisation

5.5.4

An employer of choice

5.5.2 

An empowered 
organisation

5.5.5

A healthy organisation

5.5.3 

A learning organisation

5.5.6

An inclusive 
organisation
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Figure 6 

We also recommend in figure 7 below, segregating the actions planned in the existing Workforce 

Strategy by each theme and including additional actions to support the two new themes that 

we have suggested above. 

Figure 7 

6. Workforce priority themes in detail

6.1 A high performing organisation

6.2 An empowered organisation

6.3 A learning organisation

6.4 An employer of choice

6.5 A healthy organisation

6.6 An inclusive organisation

6.X Priority theme structure

Introduction/Context

Outcomes What will improve Measures of success

Action

• Action 1

• Action 2

• Action 3

•

•

Outcomes for 
success

Responsible 
person

Timeframe
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Finally, in the figure 8 below, we have provided an example of a completed structure 

recommended in figure 7 above. We have done this for the “inclusive organisation” priority 

theme since we have recommended it as an addition to the existing themes. 

6.6 Inclusive Organisation 

Establishing an inclusive Council where our workforce reflects the diverse town that we 
serve and the needs of all its citizens, and where colleagues feel confident about being 
their authentic selves at work. 

Outcomes we will 
attain 

• Attract and retain a workforce which reflects our diverse town

• Increased diversity at all levels of the Council

• Data collection on D&I which we use to guide efforts

• Colleagues feedback on inclusion, respect, listening and
support

What we will 
improve 

• We will listen to and learn from colleague feedback

• We go beyond legislation to support D&I

• We support colleagues to influence positive change

• We will promote learning and networking to support cultural
change

How we measure 
success 

• Comprehensive understanding of our workforce profile

• Enhanced diversity reflected across our workforce

• Positive outcomes from colleagues about their experiences

Actions Outcomes Responsible person Timeframe 

Participate in 
Equality Framework 
for Local 
Government 

Improve our equality  

and inclusion practice 

Participate in 
Stonewall Index 

Improved index placing 
year on year 

Delivering a Diversity 
and Inclusion 
Strategy and Plan 

More employees 
experience fair work 

Working with D&I 
colleague networks 
to design training 
programmes 

Increased awareness of 
the social model of 
disability 

Extend pay gap 
reporting to include 
LGBTQ+ employees 

Annual pay gap report 

includes all under-
represented groups 

Provide supported 
internships for young 
disabled people. 

Increase number of 
participants to X 
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Re-launch staff led 
D&I focus groups 

Increase awareness and 
membership of staff led 
groups 

Review learning and 
development 
programmes to 
ensure there is 
explicit  

mainstreaming of 
equality and 
inclusion 

Staff have completed  

mandatory equality and 
diversity training 

Figure 8 
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APPENDIX II – DEFINITIONS 

LEVEL OF 
ASSURANCE 

DESIGN OF INTERNAL CONTROL FRAMEWORK OPERATIONAL EFFECTIVENESS OF CONTROLS 

FINDINGS 
FROM REVIEW 

DESIGN 
OPINION 

FINDINGS 
FROM REVIEW 

EFFECTIVENESS 
OPINION 

Substantial  Appropriate 
procedures and 
controls in place to 
mitigate the key 
risks. 

There is a sound 
system of internal 
control designed to 
achieve system 
objectives. 

No, or only minor, 
exceptions found in 
testing of the 
procedures and 
controls. 

The controls that are 
in place are being 
consistently applied. 

Moderate  In the main there 
are appropriate 
procedures and 
controls in place to 
mitigate the key 
risks reviewed albeit 
with some that are 
not fully effective. 

Generally, a sound 
system of internal 
control designed to 
achieve system 
objectives with some 
exceptions. 

A small number of 
exceptions found in 
testing of the 
procedures and 
controls. 

Evidence of non-
compliance with 
some controls, that 
may put some of the 
system objectives at 
risk.  

Limited  A number of 
significant gaps 
identified in the 
procedures and 
controls in key 
areas. Where 
practical, efforts 
should be made to 
address in-year. 

System of internal 
controls is weakened 
with system 
objectives at risk of 
not being achieved. 

A number of 
reoccurring 
exceptions found in 
testing of the 
procedures and 
controls. Where 
practical, efforts 
should be made to 
address in-year. 

Non-compliance with 
key procedures and 
controls places the 
system objectives at 
risk. 

No  For all risk areas 
there are significant 
gaps in the 
procedures and 
controls. Failure to 
address in-year 
affects the quality of 
the organisation’s 
overall internal 
control framework. 

Poor system of 
internal control. 

Due to absence of 
effective controls 
and procedures, no 
reliance can be 
placed on their 
operation. Failure to 
address in-year 
affects the quality of 
the organisation’s 
overall internal 
control framework. 

Non-compliance 
and/or compliance 
with inadequate 
controls. 

RECOMMENDATION SIGNIFICANCE 

High  A weakness where there is substantial risk of loss, fraud, impropriety, poor value for money, or 
failure to achieve organisational objectives. Such risk could lead to an adverse impact on the 
business. Remedial action must be taken urgently. 

Medium  A weakness in control which, although not fundamental, relates to shortcomings which expose 
individual business systems to a less immediate level of threatening risk or poor value for 
money. Such a risk could impact on operational objectives and should be of concern to senior 
management and requires prompt specific action. 

Low  Areas that individually have no significant impact, but where management would benefit from 
improved controls and/or have the opportunity to achieve greater effectiveness and/or 
efficiency. 
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APPENDIX III - TERMS OF REFERENCE 

PURPOSE OF REVIEW: 

To provide assurance on the extent of implementation of the workforce development strategy, 
and that planning and required resources are in place to enable delivery of the strategy. We 
will also review the impact of CV-19 on its aims and progress.  

KEY RISKS: 

Based upon the risk assessment undertaken during the development of the internal audit 
operational plan, through discussions with management, and our collective audit knowledge 
and understanding the key risks associated with the area under review are:  

• The Council’s Workforce Transformation strategy has not been updated to reflect
the impact of the Covid-19 pandemic on ways of working with reference to the new
Hybrid procedures

• The Council has not ensured all staff roles have been covered by the Hybrid Policy

• The Council fail to continue to review the effects of a permanent change to hybrid
working on the cost and delivery of key services

• Any loss of productivity, staff engagement or development caused by remote
working in the future is not monitored or acted upon

• The Council fails to continue to assess the views of staff and management on
workforce transformation and fails to put an action plan in place as required.

SCOPE OF REVIEW: 

The following areas will be covered as part of this review: 

• Hold discussions with management to confirm how the Council will review and update
its Workforce Development Strategy to be fit for purpose following the impact of
Covid-19

• Confirm if there is a process whereby all roles are regularly reviewed and approved
before a decision is made whether roles can be carried out remotely or through hybrid
working

• Review the Council’s Hybrid Policy and confirm whether it clearly sets out how staff
can choose which way of working they prefer, depending on their role

• Review the results of the Council’s Hybrid Working trial and confirm whether it has
clearly identified what is working and what requires further improvement in delivering
the Council’s Workforce Transformation strategy

• Review the Terms of Reference and minutes for the Council’s Future Ways of Working
Group and Covid-19 Reset and Recovery Working Group and confirm whether there is
a clear discussion and monitoring held around Workforce Transformation and new ways
of working following the Covid-19 pandemic

• Review the results of the latest staff survey carried out in relation to Workforce
Transformation and overall ways of working and confirm whether a subsequent action
plan has been put in place to address key themes and concerns raised.

APPROACH: 

Our approach will be to conduct interviews to establish the controls in operation for each of 
our areas of audit work. We will then seek documentary evidence that these controls are 
designed as described. We will evaluate these controls to identify whether they adequately 
address the risks. 

We will seek to gain evidence of the satisfactory operation of the controls to verify the 

effectiveness of the control through use of a range of tools and techniques. 
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