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Report: 7 HUMAN RESOURCES UPDATE REPORT 

1. Purpose of Report 
 

This report provides a performance overview update of Human Resources management 
for Northumberland National Park Authority. 
 

2. Recommendations  
 

The Authority is recommended to note the progress in achieving our Human 
Resources objectives. 

 
3. Implications 
 

a. Financial - There are no financial implications arising from this report. 

b. Equalities - None. 

c. Link to Business Plan - The effective management of human resources 
contributes directly to Aim 6 of the Business Plan, Maintaining an Excellent 
Organisation that is Fit for the Future. 

 
4. Fit for the Future. 

 
a) Authority wide service reviews have been completed and are now being 

implemented.  This has been a significant focus of the HR work of the Authority since 
the service review process was re-activated in September 2020, following a six 
month delay due to the Coronavirus pandemic. 10 new posts were created, including 
4 new Management posts, all of which were filled internally. 

 
b) An Organisational Development Strategy focusing on management development, 

health and wellbeing, and succession planning was signed off by members in 
December 2019.   It should be noted that this is a dynamic document, designed to 
flex and change with demands.  Organisational Development has been continuing 
throughout COVID and the strategy has been refreshed to incorporate emphasis on 
areas such as home working.  Good progress has been made after the first year (of 
the 3-year strategy), with 60% of actions either complete or ongoing.   
 

c) Clear career pathways will be an outcome of the Organisational Development 
Strategy.  A good start has been made.  Alongside all other English National Parks, 
we have been successful in our bid for 6 kick start placements.  Kick start is a 
government funded scheme to employ young people who would otherwise be on 
universal credit with a six-month work opportunity.  In addition, we will have two new 
apprentices in post by May and plans to increase this number with higher level 
apprenticeships for existing staff.  Three successful secondments have taken place 
(with one more pending) and staff are encouraged to take up these opportunities, 
which also create backfill opportunities for others.   
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5. Wellbeing 

 
a. Wellbeing of staff has been a key emphasis for the Authority over the past year.  

Throughout COVID, we have supported staff and provided regular reminders, 
(including to those on furlough) of our welfare support options, which include 
counselling, 24-hour helplines and access to our trained ‘Listening Officers’.  They 
have also had access to a home working support plan, which was created by Mind. 

 
b. Learning lessons from COVID have been reviewed, resulting in new ideas on how to 

support general wellbeing, which will be incorporated in the Organisational 
Development Strategy.  Actions have included a refreshed internal communications 
plan and a new wellness support plan. 

 
c. We will soon be launching our Wellness support plan, which will group together all 

our wellbeing initiatives, for example, walking meetings, work life balance, lunchtime 
health sessions, the staff health cash plan and lots more.   We have introduced a 
‘protected hour’ at lunchtime, which is an hour each day, where internal meetings are 
discouraged, to enable staff to take a break from their work.  Staff have also been 
encouraged to share their own wellbeing ideas and experiences. 

 
d. Short term sickness has fallen to an all-time low (0.59 days per employee).  This is 

likely to be due to the increased home working, the flexibility it brings and the 
additional flexibility we have offered to staff, to allow them to balance their work and 
home life commitments.  Whilst this is positive, we must ensure that staff are not 
working while they are ill and that of course, they are taking sufficient rest and 
breaks. We will continue our efforts in this area. 

 
6. Leadership and Management 

 
a. Succession planning is an area of focus within the Organisational Development 

Strategy. The service review created 4 new manager posts, all filled internally and 
the resulting backfill vacancies have created promotion opportunities for others. 

 
b. We will be trialling coaching for new Managers and exploring opportunities to 

optimise the government funding for higher level apprenticeships, which can be used 
to access management training at level 7 (university level qualifications).  One is 
already in place, with the Director of Park Management undertaking an MBA 
(Masters in Business Administration). 

 
c. As part of the Leadership Development programme, a toolkit has been developed for 

new and existing Managers.  There are 12 modules including Performance 
Management, Strategic Planning and Being a Confident Ambassador with the Media.   
This will ensure Managers feel enabled and supported and are using a consistent 
approach.   

 
d. An Aspiring Managers programme will also be developed to allow opportunities for 

staff who do not manage anyone to upskill themselves in this area. 
 

7. Employee Engagement 
 

a. Maintaining staff engagement has been prioritised, including with furloughed staff.  
The HR officer has been liaising closely with staff, and managers have kept in regular 
contact with those working remotely.  Staff also receive regular communications as 
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part of the Chief Executive’s briefings (also known as the Six o’clock News). These 
are very much welcomed.  Staff have been consulted as to how internal 
communications should be organised in future, for example the desired frequency of 
all staff meetings.  We have held online ‘meet up’ events which staff can choose to 
attend for informal catching up. We also had an online Christmas party with snacks 
and crafts provided! 

 
b. A staff intranet site will soon be launched, which will include sections on home 

working and wellbeing.  There will be links to support, events, ideas for wellbeing, 
photos of walks etc.  Staff will also be able to book events such as walks together 
and opportunities to do practical work in the Park (when guidance allows).  This will 
be a place where staff can gain information but also share tips, motivate each other, 
and feel part of a team. 

 
c. As part of the Wellness support plan, a joint staff challenge is being arranged.  Staff 

will be encouraged to record and submit details of any walks/runs and the cumulative 
distance of all staff will be calculated.  This will serve as a wellbeing initiative as well 
as enable staff to feel part of a wider team.  It is impossible to replicate the feeling of 
staff all being together in one place, however, it is crucial to ensure that staff feel 
supported by colleagues and part of a much wider team.  We will continue our focus 
in this area.  When guidance permits, we will explore the option of staff walks 
together, which will provide a chance for informal chats amongst colleagues. 
 

8. COVID actions and Recovery plan 
 

a. In April 2020, the flexible working options were reviewed to ensure that they 
remained fit for purpose and supported the staff who were home-schooling, or those 
with other caring responsibilities.  Extra options for flexibility were added and all staff 
have been regularly reminded of these options. This includes options such as 
breaking annual leave down into hours rather than days or half days and provides 
additional flexibility to that already provided by our flexi-time system. 

 
b. There have been 3 periods, during which, the Authority has made use of the 

Coronavirus Job Retention Scheme.  The current position is that we have 13 staff on 
furlough, 2 of whom are on flexible furlough. 
 

c. Staff were surveyed in June 2020 regarding physical and mental health and working 
arrangements.  We had a 100% response rate.  Results showed 86% of staff felt well 
supported by their Line Manager but that 18% felt worried or out of control.  Staff 
were reminded of the range of welfare options and all concerns were followed up 
directly.  The individual responses were used to create a bespoke plan in place to 
take account of each employee’s needs/wishes alongside the requirements of their 
role.  This helped us to inform our recovery plan, particularly around the need for 
flexibility for staff and for staff wellbeing support.  Staff were surveyed again in 
September 2020. 12% of staff expressed concerns about feeling isolated and 
missing social interaction, as well as anxiety.  Although this represented a reduction, 
of course, any concerns were followed up by Managers.  There will be a continued 
emphasis on wellbeing and staff engagement. 

 
d. Results from the September survey showed: 

 

• Over 97% of staff were happy with their interim working arrangements, whether 
that is from home or from their work base.   
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• 73% of staff felt able to do all their role from home.  For those unable to do so, 
the challenges were around engaging with the public, events and face to face 
interaction.   

• Of the staff currently working from home, if they were asked to return, over 95% 
would like a combination of office and home working.   

 
A summary of the result of both surveys was shared separately with members. 
 

e. There will need to be continued attention on supporting home workers.  Managers 
have been offered training in this area and new initiatives will arise as part of the 
wellness support plan. 

 
f. Leadership Team has reviewed the learning lessons from our COVID experience, 

and all staff have had the opportunity to input.  The HR Officer has been working with 
several other National Parks to share best practice, to seek legal advice and to 
create joint initiatives, for example a comprehensive staff survey regarding long term 
ways of working. This will be used in March 2021 to gauge the feelings of staff. 
Proposals for future working within the Authority are currently being developed and 
will be concluded following consideration of this feedback and discussion with 
members. 
 

g. An internal audit was carried out regarding HR and new ways of working.  We’ll be 
working through the findings, including ensuring workplace risk assessments are 
completed (over half of staff have done this already) and homeworking policies are 
refreshed. 
 

h. The HR Officer will work with the Leadership Team to support the next phase of the 
recovery plan. The Organisational Development Strategy will be refreshed to embed 
opportunities for enhanced and more efficient ways of working, to address some of 
the barriers experienced and to develop working arrangements which are fit for the 
future. 

 
 
9. Conclusions 

 
a. The Authority has a strong and clear Organisational Development Strategy in place, 

which ensures that our human resources can adapt and meet the needs of the 
Authority.  These qualities have been thoroughly tested in the last year.  It is clear 
that staff are able to adapt, are empowered to make their own decisions, have the 
necessary wellbeing support in place and are developing in their roles.  It is crucial to 
maintain staff engagement, to progress with the recovery plan and to ensure our 
ways of working are fit for the future.  

 
 
Contact Officer:  For further information regarding HR contact Mary Wallace, HR Officer on 
01434 611576 or e-mail: mary.wallace@nnpa.org.uk.   
Background papers: None. 
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