
Item 3:  Organisational Development Strategy  

 
Northumberland National Park Authority 
Meeting 16 March 2016                Item 3 Organisational Development Strategy: Page 1 of 8 

Item 3:  Organisational Development Strategy 

 
1.  Purpose of the Report 
 

This report sets out an Organisational Development strategy, which provides a 
framework for the future development of human resources within the Authority. 

2.  Recommendations 

2.1  The Authority is recommended to: 
a) approve the Organisational Development Strategy 

 
3.  Implications 
 
3.1 Financial 

There are no financial implications of this report that are not already allowed for 
within the base budget plan. 

3.2 Equality 

 There are no detrimental impacts on equalities, in fact, many of the provisions within 
the Strategy will enable greater participation and engagement of all staff. 

4. Background  
 
4.1  At the Authority meeting in September 2010, a medium term Organisational Strategy 

was agreed, which set the direction of travel towards a smaller, enabling and expert 
organisation.  In parallel with the budget reduction exercise, the Authority initiated a 
programme of income generation to move away from reliance on Government grant.  
Against a positive backdrop of a secure Defra grant for the next four years, and new 
initiatives, such as The Sill, the context for the Organisational Strategy has moved 
on, whilst retaining a focus on ambition and income generation.  The Strategy will be 
an ongoing piece of work.  Regular reviews will take place and amendments will be 
made to ensure new priorities and challenges are taken into account.   

4.2  The Organisational Development strategy will ensure the workforce is properly 
resourced and developed and that effective working practices and policies are in 
place.  It describes the framework by which our people resources will be deployed to 
maximise their potential and contribution to support the achievement of the 
Authority’s vision, core values and objectives, as outlined in the National Park 
Management Plan and the Business Plan.   

5. Organisational Development 

5.1  Aligning the workforce with the Authority’s vision is crucial. The Authority will need to 
ensure the right staff are in place and that they are resilient and have the necessary 
skills and expertise.  Whilst recognising that the Leadership Team will be reviewing 
the wider strategy of the Authority, and Members will have the chance to prioritise the 
Authority’s objectives over the coming months, the Organisational Development 
Strategy has been written in such a way as to facilitate the development of our 
workforce to meet future priorities in a positive way.  It has been written to support 
the movement towards a revised Authority strategy and new priorities as they 
emerge  and can be amended to meet future challenges. 
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5.2  The key aims of the Organisational Development Strategy are as follows: 

1. Expert Organisation.  Attracting, retaining, supporting and developing 
expertise, which is valued both within and outside the organisation and 
which enables delivery, of our stated priorities, both directly and 
through others. 

2. Supporting new approaches and emerging challenges through 
effective workforce planning.   

6. Process 

6.1 The ideas for the Organisational Development strategy were gathered from a variety 
of sources.  Staff were consulted in informal face to face group sessions with the 
Human Resources Officer and Chief Executive.  The Health and Safety Executive 
Management Standards Indicator Tool was used to survey staff.  It provides statistics 
on how staff are feeling with regard to Demands, Change and Management Support, 
amongst others.  These results have helped to inform the Organisational 
Development Strategy, especially addressing worklife balance and capacity. 

6.2 The Investors in People assessment, which took place in February 2015 provided 
useful insight especially with regard to reward and recognition, and development 
opportunities.  In May 2015, the subject for the Review meeting was “Developing our 
staff to be fit for the future”.  This meeting provided an excellent opportunity to 
discuss priority actions for aligning the Authority’s workforce with its vision. 

6.3 All of the above sources were used to inform a Draft Organisational Strategy.  As well 
as new initiatives, the Draft Strategy captured much of the good work that is already 
taking place to develop and support staff.  It should be noted that a significant 
proportion of the actions were already being implemented to some extent. A 
programme for staff consultation was then agreed. 

7. Consultation 

7.1 The Draft Organisational Development strategy was sent to all staff for consultation.  
Informal face-to-face drop in sessions were arranged at all three work bases, to 
which 25% of staff attended.  The drop in sessions were used by staff to provide 
extra ideas, to seek clarification or to raise any concerns.  Both positive and negative 
feedback was received.    

7.2 Feedback has been analysed, including with the input of an Independent Authority 
Member (Ally Robson) during a meeting with the Chief Executive and the Human 
Resources Officer.  In response to the feedback received from staff, several actions 
were agreed in addition to those already in the Organisational Development Strategy.  
These are detailed in the following section. 

8.  Responses to consultation 

8.1 Due to the importance of staff feedback being reflected, it is necessary to respond 
directly to the points raised, in the spirit of “You said, we did”.  The proposed 
responses are detailed below. 

8.2 The Authority needs an appropriate reward strategy to support our move towards a 
commercial and expert organisation, where individual contributions are recognised.  
At present, there is no mechanism for recognising exceptional performance from 
staff.  Performance related pay is used for the Leadership team so their pay can 
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fluctuate, up or down within a fixed scale depending on their previous year’s 
performance.  The rest of the staff are paid on an incremental scale.  Once they 
reach the top of their band, there are no pay changes except for nationally agreed 
increases.  

Action 1   

Leadership Team to consider options for an appropriate reward system to support 
our move to a more self sustaining and commercial operation. 

8.3 A number of staff were unsure of the implications of 360 degree feedback.  This is a 
process by which a member of staff asks people “all around them” i.e. their peers, 
Manager and team members for general feedback.   

Action 2 

Greater clarification and reassurance will be provided on the process for obtaining 
the feedback and how it will be used, in order to support staff development and 
personal learning across the Authority. 

8.4 Staff have suggested there should be an increased focus on mental health in the 
Organisational Development strategy and as such, specific reference and actions 
were incorporated into strategic aim (1d). The Chief Executive and Human 
Resources Officer attended mental health awareness training.  

Action 3 

A training session will be arranged for all staff, with more bespoke training being 
provided for Managers.  This will be an area for continuing focus. 

8.5 Staff were very positive about the opportunity to celebrate each other’s success and 
wanted more opportunities to do so.   

Action 4 

A section will be created on the Intranet to promote their achievements.  They will 
also be publicised more widely to ensure greater recognition for the knowledge and 
expertise of staff. 

8.6 Some staff were unsure as to how to access training and development opportunities.   

 Action 5 

 A communication will be sent to all staff reminding them of the wide range of 
development opportunities and how to access them.  A section specifically for 
training and development will also be set up on the Intranet giving real examples of 
staff who have taken up these opportunities. 

8.7 The appraisal process was an area which received some negative feedback, with 
staff not being sure the process was beneficial.  The appraisal is a key tool in any 
Organisational Development programme. 

 

Action 6 
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Staff will be asked how they find the process, as part of the next round of appraisal 
meetings, and it will be amended further as necessary. 

9 ORGANISATIONAL DEVELOPMENT STRATEGY 

The proposed strategy is summarised below, taking the post-consultation changes 
into account.  The detailed plan is provided in Annex 1. 

Key Principles 

9.1      These will be achieved by the following strategic aims:  

1a) Recruitment and retention of key expertise. 

The flexible recruitment policy will enable the Authority to meet the 
demands of specific labour markets and therefore attract the right 
calibre of candidates for every post. 

1b) Supporting and developing expertise as a learning organisation 

Providing additional scope for staff to receive specific feedback will 
give them greater self awareness and opportunities to identify 
development needs.  This will be achieved through changes to the 
appraisal and voluntary use of 360 degree feedback. 

1c) A safe, supported and fully engaged workforce 

Appropriately matching work capacity and skills will be crucial.  This 
will continue to be closely monitored and staff will be surveyed 
regularly. 

1d) A healthy workforce (including mental health) 

Following staff consultation, mental health has been specifically 
addressed in the Organisational Development strategy.  Alongside 
existing healthy workplace initiatives, there will be an increased focus 
in this area, including bespoke training and an active programme of 
talking about mental health in the organisation. 

1e) Excellent communications and sharing success 

There are a significant range of development opportunities for staff, 
however there is insufficient awareness of these.  The Intranet will be 
used to promote these opportunities by using real examples of staff 
who have used them and how they have benefitted.  Media channels 
will also be used to publicly champion our staff, their achievements 
and expertise. 

2a) Strategic workforce planning 

This will ensure that the staff are strategically deployed and developed 
to enable them to embrace the Authority’s new priorities and ways of 
working as it moves towards being a commercial and expert 
organisation. 

2b) Advising and supporting the Authority to achieve its goals 
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The ongoing review of Human Resources policies will  ensure that the 
policies support the Authority’s vision, and are fit for purpose and 
affordable. 

10. Conclusion 

10.1 The strategic management and development of staff is imperative if the Authority is 
to meet its future challenges and achieve its aims and objectives.  The 
Organisational Development Strategy provides the framework for this and as such, 
it’s recommended that the Authority approves it. 

 

Contact Officer: 
For further information contact Mary Wallace, Human Resources Officer on 01434 
611576 or e-mail: mary.wallace@nnpa.org.uk  
 
Background papers  
Appendix 1 - Organisational Development Strategy 
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Item 3 Appendix 1 
 
ORGANISATIONAL DEVELOPMENT STRATEGY 

 
Introduction 
 
In response to a period of significant change, the Authority is now ambitious, innovative, 
more entrepreneurial and constantly looking for new ways of doing things.   
 
Not only has the Authority changed, so have its staff. The development of The Sill is just one 
sign of the ambitious and innovative ways in which we work.  We are also on target to 
successfully deliver our first 3 year commercial income target and have power of 
competency.   
 
As the organisation changes, so too do the ways in which we develop and support the 
organisation and its key asset, the staff. 
 
Purpose 
 
Shaping the way our people will be deployed and developed in order to maximise their 
potential and contribution to support the achievement of the Authority’s vision and objectives. 
This will be undertaken in ways which fully support our core values and our aim to be an 
ambitious, enterprising and relevant organisation and an excellent Authority 
 
Key Aims of the Organisational Development Strategy 
 
The Organisational Development Strategy has the following strategic aims: 
 
Strategic Aim One - An Expert Organisation.   

 
Attracting, retaining, supporting and developing expertise, which is valued both within and 
outside of the organisation and which enables delivery through others by: 
 

Aim 1a:  Recruitment and retention of key expertise. 
Aim 1b:  Supporting and developing expertise as a learning organisation. 
Aim 1c: A safe, supported and fully engaged workforce. 
Aim 1d: Healthy workforce including mental health. 
Aim 1e: Excellent communications and sharing success. 

 
Strategic Aim Two - Effective Workforce Planning. 
 
Supporting new approaches through effective workforce planning will be achieved by: 

 
Aim 2a: Strategic workforce planning. 
Aim 2b: Advising and supporting the Authority to achieve its goals. 

 
How we will achieve these aims 
 
Strategic Aim 1a - Recruitment and retention of key expertise  
 
We will achieve this by: 

 Use of recruitment methods to include analysis of candidates’ values and competencies. 

 Use of employer branding and being clear on our “benefits” package including flexi time, 
work environment and location, worklife balance. 
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 Offering all vacancies as an internal development opportunity in the first instance (where 
appropriate) building on the inherent expertise and commitment of staff. 

 Use of flexible recruitment policy to take labour market conditions into account. 

 Improved use of social media/technology for recruitment and evaluation of results.  

 Tailored and comprehensive inductions including a specific management induction. 

 Ensuring the reward system recognises the role of all who contribute positively to the 
organisation. 
 

Strategic Aim 1b - Supporting and developing expertise as a learning organisation 
 
We will achieve this by: 

 Extending continuous appraisal to include feedback on individual performance. 

 Use of 360 degree feedback. 

 Offering management development programmes for senior and middle management. 

 Promoting career pathways (internally and externally). 

 Progressing volunteer development especially with regard to The Sill. 

 Altering sabbatical leave to enable staff to use it for volunteering (externally) as well as 
sabbaticals. 

 Maintaining momentum with member appraisals and development to ensure members 
are informed, engaged and developing strategic direction and appropriate challenge. 

 

Strategic Aim 1c - A safe, supported and fully engaged workforce 
 
We will achieve this by: 
 

 Appropriately matching work to capacity and skills. 

 Providing a healthy and safe working environment and actively promoting staff health. 

 Surveying staff using the HSE Management Standards Indicator tool. 

 Proactive identification of issues and actively supporting attendance. 
 
Strategic Aim 1d - Healthy workforce including mental health 
 
We will achieve this by: 

 Maintaining focus on worklife balance. 

 Providing more trained Listening Officers. 

 Use of a welfare line and occupational health. 

 Close monitoring of sickness statistics. 

 Awareness workshops for staff including mental health. 

 Bespoke training for Managers on mental health awareness. 

 Promoting methods of prevention and mitigation. 

 Lunchtime walks. 

 Active programme of talking about mental health. 
 
Strategic Aim 1e - Excellent communications and sharing success 
 
We will achieve this by: 
 

 Effective partnership working. 

 Engaging with volunteers (especially with regard to The Sill). 

 Holding annual all staff/member/volunteer days. 

 Consultation with UNISON. 

 Regular all staff meetings. 

 Monthly bulletins to all staff and members. 
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 Gathering ideas from staff and feeding back. 

 Celebrating staff achievements. 

 Ensuring expertise in use of social media. 

 Regular communications about our work especially internally. 
 
Strategic Aim 2a - Strategic Workforce Planning 
 
We will achieve this by: 
 

 Ensuring we have the right skills in the right place at the right time. 

 Generic training including for members. 

 Focusing on the change management process . 

 Supporting culture change.   

 Marketing staff expertise. 

 Ensuring clarity on role requirements. 

 Ensuring sufficient capacity and skills to fulfil requirements for The Sill. 

 Focusing on income generation. 
 
Strategic Aim 2b - Advising and supporting the Authority to achieve its goals 
 
We will achieve this by: 
 

 Evaluating performance including income generation and return on investment. 

 Focusing on staff costs and ensuring HR policies are affordable and benchmark 
appropriately. 

 Maintaining Investors in People award and setting actions plans to address areas for 
improvement. 

 Using performance data to monitor and drive forward priority actions. 

 Reviewing HR policies to ensure they support the Authority’s vision and offer flexibility, 
clarity and are fit for purpose. 

 Refreshing the Authority’s culture and values. 
 


