
 

 

Our aspiration is to be an Employer of Choice for people working in the Leisure and Cultural Industries 

1. Organisational Development and Workforce Planning in an ever-changing (growing) environment 
 
Management Principle: We define and deliver the resource requirements to meet our business goals. 
 
To deliver the right shape of workforce we will: 
 
a) Keep the organisational structure fresh, and fit for purpose through ongoing continuous 

improvement ; 
 

b) Engage and communicate across locations (i.e. Leisure Centres, Museum, Park, Libraries, 
Redhouse, etc.) so that people understand and add/reinforce new thinking ; 

 
c) Identify and manage risk around critical roles to address retention and succession issues ; 

 
d) Manage organisational growth and make best use of key resources ; 

 
e) Embed Workforce Planning - Have clarity about skills and expertise needed, and at what time 

in order to deliver departmental / corporate business goals ; 
 

f) Review and update workforce planning forecasts in line with business deliverables and budget 
; 

 
g) Undertake business planning reviews so that our workforce are agile and flexible, and are 

able to respond quickly to changing circumstances ; 
 

h) Use a variety of employment contract types to fit the job to be done. 

KPI’S > Workforce costs (actual vs. planned), Monthly reporting, Up to date organisation charts and data 

 
2. Recruit, Induct and Embed 

Management Principle: We get the right people at the right time engaged and performing at high levels 
quickly. 

To secure the right talent and help new joiners to perform early, we will: 

a) Align our sourcing plans with our workforce plans ; 
 

b) Build a clear and realistic employer brand and employee proposition ; 
 

c) Deliver adaptability and flexibility in sourcing to meet resource requirements: blending external 
recruitment, internal moves and promotions, secondments, outsourcing, consultancy, placements, 
secondments ; 

 
d) Recruit for behaviour and cultural fit as well as technical skills ; 

 
e) Establish an effective induction for each new joiner, using orientation, performance management and 

probation processes to drive early performance ; 
 

f) Monitor the way we recruit, induct and embed people to make sure that we are delivering for the 
business ; 
 

g) Source in an open and inclusive way, making sure that our offer reaches people who are 
underrepresented in the Leisure and Creative Industries.  

KPI’S > Recruitment cost vs. budget, Successful probation, Employee Turnover, Manager Satisfaction 

 
3. Creating an effective Leadership Vision and Values 

 
Management Principle Our vision and the values we stand for guide the way we work and help us to build 
effective leadership to drive successful delivery of the organisation’s objectives. 



 

 

 
To make our vision and values meaningful to the work of each person in the trust, we will: 
 
a) Agree a core vision and values, shared across all locations (i.e. Leisure Centres, Museum, Park, 

Libraries, Redhouse, etc.) ; 
 

b) Supplement overall trust values, with venue specific values and/or behavioural descriptors if 
necessary ; 
 

c) Bring our vision and values to life so that they are reflected in the work we do each day ; 
 

d) Measure how well we live our values so that people are accountable for their behaviour at work and 
we use this information to drive actions. 

To create effective leadership through the trust, we will: 

a) Ensure that decisions are taken with confidence by those best placed to take a decision ; 
 

b) Create leadership that demonstrates that high performance and concern for people go hand in glove ; 
 

c) Enable our leaders to act with a strategic, big picture focus when dealing with short term issues ; 
 

d) Provide leadership to our supply chain so that they are aligned with our goals and values. 

KPI’s > Employee survey, 360 degree survey. 

4. Equality and Inclusion 
 
Management Principle: We value each person’s contribution and will create a workforce from a broad 
base, including under-represented community groups 
 
To create an inclusive organisation where equality and inclusion underpins our work, we will: 
 
a) Create an environment where every employee’s contribution is valued and where discrimination and 

bullying are not tolerated ; 
 

b) Promote equality and inclusion in our work, employment practices, training and through our suppliers 
and partner organisations, providing consistent examples of good practice for creative and cultural 
industries ; 
 

c) Deliver attraction and sourcing strategies that are inclusive, helping us to secure talented people from 
a diverse base ; 
 

d) Make sure that people’s non-work time is respected ; 
 

e) Create organisational structures that enable us to connect with people living within a local radius, so 
that the community owns, feels proud, and animates the trust and its ongoing legacy : 
 

f) Enable all employees to enhance their employability through their work with the trust ; 
 

g) Deliver and exceed our statutory equalities duties. 
 
KPI’S > Attraction by key indicators, selection by key indicators, workforce profile, employee survey, 
reporting to Equality committee 
 

5. Wellbeing and Engagement 
 
Management Principle: We create and sustain high levels of employee engagement, motivation and 
commitment. 
 
To create a working environment where our people are resilient and engaged, we will : 
 
a) Be clear about what we expect from each person and how their contribution delivers our vision ; 

 



 

 

b) Create effective communication channels where a high value is placed on face to face contact and 
dialogue with people wherever possible ; 

 
 

c) Build reliable and trusted communication channels through the line management structure ; 
 

d) Create an open environment for people to share their views ; 
 

e) Create a ‘healthy’ and high performing working environment that supports all employees through 
periods of intense work pressure.  This means that managers and their teams need to work together 
to anticipate / identify support that might be needed to help people through pressure points, including 
work/life balance options ; 
 

f) Deliver a comprehensive health and wellbeing programme so that our employees are well supported 
and able to perform at their best ; 
 

g) Build strong relationships with external stakeholders, so that we bring organisations and 
communications with us ; 
 

h) Understand and aim to recognise the views and needs of partners and stakeholders in all that we do. 
 
KPI’S > Employee Survey, Feedback from Staff Forum, Absence Monitoring, Feedback on Health and 
Wellbeing programme 
 

6. Cross Organisational Collaboration, Team Effectiveness and Decision Making 
 
Management Principle: We create highly effective organisational structures, and make sure that teams 
and cross-organisational (one team) working is in place. 
 
To create a strong team ethos and effective cross-organisational working, we will: 
 
a) Drive results through team and help our people in multiple teams, sometimes as leader and 

sometimes as contributor ; 
 

b) Build and maintain strong line manager – employee relationships ; 
 

c) Create and sustain effective collaborative working across all departments and locations (i.e. Leisure 
Centres, Museum, Park, Libraries, Redhouse, etc.) ; 
 

d) Create effective working relationships and decision making processes with all partner organisations ; 
 

e) Help our suppliers integrate and work effectively without teams ; 
 

f) Help teams learn so that they deliver consistently high performance ; 
 

g) Create a culture of organisational learning and sharing so that there is an organisational memory and 
clear audit trail. 

 
KPI’S> Achievement of programme goals, Employee Survey, 360-degree feedback, staff forum 
 

7. Pay, Recognition and Reward 
 
Management Principle: We put in place competitive reward packages that attract, recruit, motivate and 
retain ‘best in class’ people to deliver our goals. 
 
To deliver a reward framework that attracts and retains talent and recognises performance, we will : 
 
a) Build acceptance that people will be on different total reward packages depending on their 

employment status and contractual arrangements ; 
 

b) Set base pay in line with our reward strategy determined by job evaluation and internal and external 
benchmarking ; 
 



 

 

c) Consider a discretionary bonus scheme so that there is a clear link between achievement of stretch 
objectives, overall performance and reward ; 
 

d) Make sure that where cross organisational teams operate, objectives are set within a common 
framework and are evaluated for consistency of approach where applicable ; 

e) Proactively manage retention issues on an individual basis, through succession planning and 
development, workforce planning processes and focused employee engagement. 

 
KPI’S > External research / benchmarking, recruitment feedback, employee turnover, employee survey. 
 

8. Learning and Development 
 
Management Principle: We build the capabilities in our people needed to deliver the programme of work 
 
To ensure that investment in learning and development is business-led, we will: 
 
a) Recognise that a lot of learning will be acquired ‘on the job’ ; 

 
b) Complete development reviews as part of the business planning and performance management 

processes ; 
 

c) Appoint people who are as near to ‘the finished article’ as possible and who take full responsibility for 
their own development ; 
 

d) Focus training and development on those areas of critical organisational impact ; 
 

e) Deliver training and development in a time-efficient way through a combination of off and on the job 
learning, coaching and mentoring ; 
 

f) Use a tailored, not a ‘sheep dip’ approach ; 
 

g) Ensure individuals have opportunities to develop and learn throughout  

KPI’S > Employee Survey, Performance Reviews, Feedback on individual and organisational learning, 
Monitor organisational learning plan 

9. Creating and sustaining a High Performance culture 

Management Principle: We will create a high performance environment where people are clear about that 
is expected of them, receive regular feedback on how they are doing and where poor performance is 
addressed. 

To help our people perform, individually and in teams, we will: 

a) Set performance expectations for each person, aligned with business vision and goals, so that 
individuals are empowered and have clarity on roles and deliverables ; 
 

b) Review individual performance regularly so that expectations are kept fresh and issues, which may 
impact performance, are surfaced.  All employees hold regular objective-focused discussions with 
their immediate manager, and more formal documented performance reviews in line with the process ; 
 

c) Focus performance discussions on both “WHAT” needs to be done, and “HOW” tasks will be achieved 
; 
 

d) Build manager capability to hold effective time efficient coaching conversations with their direct reports 
; 
 

e) Address poor or under performance swiftly and decisively ; 
 

f) Create an environment that recognises and rewards high performance. 

KPI’S > Employee Survey, Performance Ratings Profile, Monitor Disciplinary and Grievance caseload and 
poor work performance 

10. Leaving the Organisation 



 

 

 
HR PRINCIPLE: We will manage the exit of individuals in a proactive and planned manner, without 
undermining motivation and support 
 
To help people leave the Centre in a positive and motivational way we will: 
 
a) Be as transparent as possible with people about our workforce plans, giving people clarity about the 

skills we have, and need moving forward ; 
 

b) Manage unplanned attrition so that skill gaps are filled quickly ; 
 

c) Focus on supporting volunteers and casual staff with positive outcomes (learning opportunities, 
contribution, leading projects, ambassadorial roles) ; 
 

d) Aim to provide people with the experience and skills to accelerate their growth so that they choose to 
stay longer with the Centre and take more with them when they move on. 

KPI’S > Overall turnover vs. planned turnover, reasons for leaving, and feedback from exit interviews, 
outplacement activities and success. 

 
 

 


